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Citi Japan - Diversity Action Plan

Law to Promote Active Involvement of Women in the Workplace — Action Plan

We see diversity as a source of strength. Therefore, we have made it a priority to foster a culture
where the best people want to work, where people are promoted on their merits, where we value
and demand respect for others and where opportunities to develop are widely available to all -
regardless of differences. Attracting, developing, advancing and retaining female talent at all
levels within Citi is very important to us.

April 2021 to March 2026

1) Percentage of women in managerial positions is 37.8%, which is below our
Our global standard of 40.0%.

Challenge 2) Average length of service forwomen is 9.65 years, which is 0.34 years below

the average length of service for men at 9.99 years.

1) Toincrease the percentage of women in managerial positions to 40.0%.
2) Toincrease the average length of service for women to the same level as men.

Initiative 1:

» Strengthen the “Diverse Interview Panel” and “Diverse Slate of Candidates” in the
recruitment of managerial positions (from AVP to MD level). (2021-2023)

» Enhance firm wide “Talent Review Process” to develop successors while
identifying and developing diverse talents (female managers). (2021-2023)

» Further stimulate the activities of the Diversity Council’s Citi Women and increase
opportunities for interaction with female management employees who will be role
models. (2021-2023)

» Continue to provide opportunities to participate in local and global talent
programs for senior level female employees (by hierarchy). (2021-2023)

Initiatives/
Schedule

Initiative 2:

> Create a “Maternity Handbook for Female Employees” and make sure that all
available work-life balance support programs are well known. (2021)

» Also create a “Maternity Leave and Childcare Leave Guidebook for Managers” and
conduct sessions for managers using the above guidebook so that those
managers with employees who will give birth and raise children, can manage them
appropriately. (2021-2022)

» Continue to diversify and improve the benefits programs that Citi has been
working on from the perspective of supporting work-life balance. (2021-2023)
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Managerial Position by Gender

7 |/ Female B / Male
202151 AIRTE / As of January 2021 37.8% 62.2%
2022F1F 3R7E / As of January 2022 38.5% 61.5%
2023F18IR7E / As of January 2023 40.2% 59.8%
2024F1HIR1E / As of January 2024 42.7% 57.3%
HEXEDBZLLR
Staff Breakdown by Gender

2% |/ Female B4 / Male
2021FE18IR7E / As of January 2021 53.2% 46.8%
2022F1H3IR7E / As of January 2022 53.0% 47.0%
2023F181R7E / As of January 2023 53.0% 47.0%
2024F1HIR1E / As of January 2024 55.2% 44.8%
B2 Bl F gt 3
Average Service Year by Gender

%M |/ Female B / Male
2021FE18R7E / As of January 2021 9.654 / yrs. 9.994 / yrs.
2022F1H3IR7E / As of January 2022 9.83%F / yrs. 9.584F / yrs.
2023F18IR7E / As of January 2023 9.70% / yrs. 10.77% / yrs.

2024F18 IR7E / As of January 2024 9.85%F / yrs. 9.83%/ yrs.
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Difference by Wages
EftE / JEIEFR / ITRTOFESE
Regular Non-Regular Total
20241H377E / As of January 2024 48.1% - 47.8%

KBMDFERFEHEIBEALTWERA. T FERFBEICAI—VIFEDFEA,

*There are no male Non-Regular Employees. Also, interns are excluded from Non-Regular Employees.
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Note that these figures do not take into account of job function and job level of employees.

Regardless of the results above, it is one of the core values in Citi’s compensation philosophy to ensure that
compensation decisions across our workforce are equitable; in other words, decisions are made based on
employees’ current or prospective contributions, not on employee’s characteristics including but not limited
to gender. Citi values pay transparency and has taken significant action to ensure that both managers and
employees have greater clarity around Citi’s compensation philosophy.

Citi has focused on measuring and addressing pay equity within the organization. In 2018, Citi was the first
major U.S. financial institution to publicly release the results of a pay equity review comparing its
compensation of women to that of men. Since 2018, Citi has continued to be transparent about pay equity,
including disclosing its unadjusted or “raw” pay gap for women and men. During compensation cycles, we
are making appropriate increases to help close the gaps for women and men.

Citi’'s 2022 pay equity review determined that, on an adjusted basis which focuses on a number of factors
including job function, job level and geography, women globally are paid on average more than 99% of what
men are paid at Citi.




