Fiscal Year of 2024 Disclosure based on Act on Promotion of Women's Participation in the Workplace
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Representation and pay gaps

HSBC as a Group publishes this data annually to ensure both transparency and our continuous focus
on addressing representation gaps within the organisation. Our gender pay gap reporting shows the
difference in average pay between two groups of people (regardless of roles or seniority).

In Japan, for the year 2024, the gender pay gap was 63.8% compared with 59.8% in 2023. This was
driven by several factors including the shape of our workforce, where there are more men than
women in senior higher-paying roles, and more women than men in junior roles. This figure could
also fluctuate year-by-year for other factors including long-term parental leave as well as flexible
deployment of human resources beyond seniority.

While we are confident in our approach to pay equity, until female colleagues are proportionately
represented across all areas and seniority levels of the organisation, we expect to continue seeing
gaps in average pay. However, we are committed to paying colleagues fairly regardless of their
gender and have implemented measures to ensure that remuneration is free from bias. We review
our pay practices and pay equity annually. If pay differences are identified that are not due to
objective, tangible reasons such as performance, skills or experience, necessary adjustments are
undertaken.

At HSBC in Japan, 57.3% of employees are female with our overall female pay gap at 63.8%. Looking
at this among permanent employees by seniority, it is 91.3% at the Senior Managers / Managers /
Experts level, 88.9% at the Assistant Managers / Specialist in Senior Role level, and 75.1% at the
Specialist / Operations / Administrative level.

Since 2020, HSBC in Japan has put greater focus on improving our value proposition in attracting
and hiring strong female talent. In 2024, 56.4% of our total hiring was female and while we continue
our efforts in attracting senior female candidates, we are also focusing on nurturing female talent
within the organisation to lead to the creation of a larger and stronger talent pool for future senior
roles.

Our organisation has a robust programme to develop talent including those identified as top female
talent. This includes a customised programme supporting female talent with executive coaching,
workshops and projects focusing on leadership and enterprise skills, and short-term assignments
and job swaps to broaden their enterprise knowledge and capabilities.

Our Japan senior leadership group is lean, and we leverage the scale we have in our regional office.
Statistical data is also affected by certain movements and the timing of senior manager changes.

Steady increases in female promotions over the last four years and also growing number of female
candidates for our internal job opportunities and being successful in the lateral move are reflective
of our efforts and its success on gender diversity.

2020 56% of all promotions were female
2021 63% of all promotions were female
2022 64% of all promotions were female
2023 81% of all promotions were female
2024 56% of all promotions were female
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