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4 ~ HHY Objective
EEER E R R B R E R B E B R AIE G - e TR BRI MBS E . EEE I EBRE - BRSEERIERE - A
ARG F I SR TRy CAE SR E R S A1 2 S AR K -
The overall compensation philosophy of the HuLane Group is rooted in recognizing each employee’s job responsibilities, capability development, and performance
achievements. It encourages all team members to take initiative, embrace challenges, and assume greater responsibility. By continuously growing and delivering
outstanding results, employees can shape a brighter future for their career development within the HuLane Group..
I8 e 1| S A S S R T R R AT AR (R AR A BT ~ SR D E R A AT B GI RRESS -
The fixed compensation system emphasizes alignment with external benchmark markets to stay informed of prevailing salary trends. Individual salary payments and
adjustments are determined based on job responsibilities, performance outcomes, and capability levels.
BN SR RS [ R B AR R T B Rl R AR (A G IR » 8 0 2 R LU = R G R R B
The variable compensation system emphasizes guiding employees toward achieving the Group’s annual business objectives and rewarding individual performance

outcomes. Through differentiated incentives, it encourages the demonstration of exceptional results.

L

#{i[E Scope
AN 10 P A SR B N 5 L (B2 BT

These measures are applicable to each factory area (institution) within the group.

S

FETT BRI Authority and responsibility units
TP Ry N AL ~ GAg e (R & B

The organizer is the human resources unit, and the co-organizer is each unit.

e

S References

HL-2188 HEEISGrE T LS fRIEL
HL-2188 Group Performance Management Development Approach.

i ~ 5E 7% Definition :
HE ER IR R B INAVIS: - R IR EARTS TIS - BUEheE PRI L E AR - (RN B T R AR R RS - AR T EARGEE A R -
GBI E -
Compensation management system is the concept of overall compensation, more to reflect the responsibilities and market conditions, incentive ability to enhance and affirm
the contribution of performance, promote the achievement of mid-and long-term organizational development strategy, annual work goals and achieve talent incentive, attract

and retain.
B~ TESEAZ Assignment

-~ HEEHEFETEISENE Group compensation strategy

1 RSN WAL - SBURAET] » AN 5 -
The compensation management system embodies the concept of total rewards, offering a more comprehensive reflection of job responsibilities and market trends. It serves to motivate
capability development and recognize performance contributions, thereby supporting the realization of the organization” s medium- to long-term strategic goals and annual objectives.
Ultimately, it enhances talent motivation, attraction, and retention.

2. EETECEEHINEE - WHBNEHC T AR R IR - DISER RIS S R AR -
Managers shall implement effective compensation communication, helping employees understand the link between their pay, responsibilities, and performance. This
encourages them to take on greater responsibilities and pursue continuous growth.

3. EREUHEMERGTS IR B THIFIN S SR 22 AL - UM BEF A -
Enhance differentiation in compensation and development opportunities between high performers and average performers to motivate and retain top talent.

4. FEEE - NS EERERENAHEBFORE - DEHART TSR R HRIE 5 -
In consideration of business operations, talent asset strategies, and cross-talent competition and exchange, leading companies in similar industries across various regions
are used as benchmarks for overall compensation.

5. RS b ATENEERHEE K EETE - S T E A N S R ESG MRS S5 TE H Ry SR E R B AR - 458 ROE 22k - SRR
BRREIE TR - PR TSRS FESR - AT B s R - EEKERREIE -
To strengthen corporate governance and promote sustainable development, executive compensation is linked to both operational results and ESG-related performance
indicators. These include: Group revenue target achievement rate, Group ROE achievement rate, Annual goals and project outcomes of each business unit (or site),

Monthly comprehensive performance results of each business unit (or site), Talent development and cultivation outcomes, Group sustainability achievements.
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o pmEpE 1 Group compensation structure

L EERRBN ¢ ks DUBE R AT IR R R 20 - (B TS5 3 T B R B » s BY LA B E 3T -
Fixed Compensation: Based on a responsibility-driven career level framework, differentiated value distribution is established according to individual market
competitiveness and performance outcomes.

2. SEEHEREN ¢ SR FIERESRIS EARAYERRAS R o A DASERNER A R B B SRR -
Variable Compensation: Reflects the achievement of the company’s annual strategic objectives and serves to reward both unit-level and individual performance
outcomes over the full year.

3. EBREUINE  (WEREER) REBBUEES T hRIBERREES] - (RSULIl i) SRItEsEEE A 11193 S8 AR BB EREHIE ~ (R ED R
) ARB IS TeRGEE AA L
Learning and Development:
- The Career Development Blueprint outlines and communicates mechanisms for employees’ medium- to long-term career planning.
- The Systematic Training Framework provides structured programs for professional and managerial skill development, along with mechanisms for knowledge transfer.
- The Internal Job Rotation Mechanism is designed to accelerate the cultivation of multi-skilled talent through planned cross-functional experiences

4. JRESRIEATE) B RS EUE RAVERRKEC - 457N OERSSET R ES -
Non-Monetary Rewards: Recognize and commend high-performing teams or individuals through timely verbal praise or written acknowledgments.

5. BILMHEF : fREE TAFRL 2K - TR A LAYEE) o

Employee Benefits: Designed to safeguard employees’ basic living and security needs, the benefits system emphasizes practicality and human-centered support.

=~ [EE#H Fixed Compensation
1. EEH 2 2%5t5EE  Key Design Principles of Fixed Compensation

A, EESESEBU ST I EEIISTTHRER - SIS EED TGS KRR - IR - SEBNE - EEEEERER -
Linking to Professional and Talent Market Trends: Tailor diverse salary structures based on regional conditions and market benchmarks. Below the executive level,
salary tables are differentiated by functional categories such as operations, R&D and technical roles, sales and business development, and production-related
positions.

B. ERAHAEAR DL B R R R - F EE RS (R YIRS -
Managers at the departmental organizational level and above hold the authority to manage and recommend compensation. Monthly fixed salaries are determined
based on employees’ job responsibilities, performance, and demonstrated capabilities.

C.  REUEHHE R Rt 3 AL -
Monthly fixed salary serves as the basis for salary adjustments and performance bonus distribution.

D. A EE#R R LT B AT BRSSO THE - FEs R IR TEEER -
Adjustments to monthly fixed salaries are primarily based on the company’s overall performance and budget, market salary competitiveness, and talent evaluation
results.

E  EEH SR

Design Process for Fixed Compensation

N

[& E N > 55%51 37 A% Design Process for Fixed Compensation
SHER | ¢ RS T IS AR E {2 Confirm the benchmark market and compensation positioning ;
s EERE

SER 2 1 A3 AT 5 T1% Conduct market compensation analysis
B 3 et 45HS Design compensation structure
B 4 ST )] Analyze Market Competitiveness
BRS¢ & & T Compensation management
- R SE S ARG TERR R S B A TR - NS R TR R CUES) - DIRECREER A ) ~ 5 B E -

Each year, the company conducts a salary review in the second quarter, referencing projected market adjustment rates across regions and considering overall business

%)

growth, to ensure effective talent motivation, attraction, and retention.
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4., FEMEIEET ¢ Salary review:

A Fe B IR S G T - A SFEDIEN » DIRECRE il oy IO HE A T 35 A BUN B 5 A A
The salary review matrix adopts a dual-dimensional approach—market competitiveness and talent evaluation—to ensure optimal salary distribution that balances external
market alignment and internal motivation for high-performing talent.

B. EEHEMREELME 0 I<HL-6002 5 HHIEIL IR — B FR>IT -
The annual salary review and approval process is carried out in accordance with the< HL-6002 List of Delegation of Authority on Important Matters >

C. B - FEMEE GG - 585 TR B ERi s S - WoRsam T - G0 RE ) SRR R I eI A - 528 E ToRIETE S Iag il
JEER BRI AERY -
Employee Communication: Managers should actively engage in compensation-related discussions with employees, guiding them to view salary review outcomes
positively. It is important to emphasize the connection between job responsibilities, performance, and capabilities with overall compensation, thereby encouraging

employees to take on greater responsibilities and deliver stronger performance.

PO ~ SEFHTE Variable compensation
1. EEHH 2 SETEEs

1. Key points in the design of variable compensation
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2. BENEFIN > 55512 The design process of variable compensation
A DUEEBIRINAE ¢ (CEEF RIS IR EE TR SUKE -
Determining the Total Variable Compensation: The level of variable bonus distribution is determined based on the achievement of the group’s annual strategic
performance indicators.
B. REEREAIESRIUKE | R& G AT R IS R RS R B B B GE » DURE & B R R B OKE -
Determining Performance Unit Bonus Distribution Levels: The bonus distribution level for each performance unit is determined based on the achievement rate of

its annual key performance indicators (KPIs).
C. NEAZBIIFSHTUKE  (KEABRFERAS TFEER - DREANES RS -
Determining Individual Variable Bonus Distribution Levels: Individual variable bonuses are allocated based on the employee’s job grade and talent evaluation

results.

3. SBEHETEN > 28505 Al The principle of variable compensation
A BEEEESNT  CEERE ARSI AGTE -
Employees who have resigned are excluded from variable bonus calculations at the time of distribution
B.  BEHFEEI o HREHETAGTE > IR BRI = A R
Employees on unpaid leave are included in the variable bonus calculation, but their bonus will be withheld and released only after three full months of reinstatement.

C. SIEH « REEANEREICER -

Distribution Schedule: Variable bonuses are issued according to the notification schedule provided by the Group Human Resources Division.
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T~ fREIEAI Confidentiality
HEEFHE RS RIT T EEEHE L ABRBTARARRLUEM G et oUR B AR &R - ER RS AT
The group’s compensation system strictly enforces a “classified and confidential pay policy,” under which HR personnel and employees themselves are prohibited from
discussing or disclosing any related information through any means. Specific confidentiality guidelines include the following:
A FEREHLUTTT B Managers must refrain from the following behaviors:
a. JREEECHU A G5 B C e E B B AT AR AR E D) -
Disclosing or discussing one's own or subordinates’ job grades and compensation information (including salary levels and market competitiveness) with others.
b. Bt G S ARG H T R R B e TR B R SR, -
Discussing the unit’s overall monthly salary, variable bonus budget, or actual payout figures with others.
B. [E{=AR1EHELLT{TA - Employees must refrain from the following behaviors:
a. s fth AN EVI SR LT A AR -
Asking others about their job grades or compensation details.
b. Gt A BV R RIR B R R o
Inquiring about others’ salary adjustment rates or adjustment amounts.
c. FTHEM N\ SEEh% e HHAT H (8 -

Probing into the number of months others received variable bonuses.

2R MHE A
Attachment: None.




