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7.1.2 Percentages of New Hires and Terminated Employees

In 2024, there was a total of 496 new employees joining Phison's permanent staff in Taiwan, of which 361 were male and 135 
were female, accounting for 12.41% of our workforce; a total of 253 employees left our permanent staff in Taiwan, of which 
169 were male and 84 were female, accounting for 6.33% of our workforce. With our diligent execution of a performance 
evaluation system, we aim to increase our retention rate of quality talents by improving employee benefits and satisfying their 
career development, thereby continuously injecting new energy into our company.

Among Taiwan's full-time employees, female managers account for 17.72% of all management positions, with women 
making up 17.96% of entry-level management, 17.70% of middle management, and 15.87% of senior management. 
Female managers in revenue-generating departments constitute 15.76% of management positions. Tracking the 
trends, we can see that the proportion of female R&D personnel in the Company has been increasing year by year, 
already exceeding the 2025 target ahead of schedule. The percentage of female entry-level managers has increased 
compared to last year, while the proportion of female middle/senior managers has slightly decreased. This is because 
previously promoted entry-level managers had a higher proportion of males, thereby diluting the ratio, but the overall 
proportion of female managers remains stable. In the future, we will continue to uphold the principles of inclusivity and 
diversity, and continue to improve.

Proportion of Female Employees

Percentage of total female employees (%) 27.0023.5223.68

Percentage of female managers (%) 22.0017.7217.80
Percentage of female in first-level 
managerial positions (%) 20.5017.9617.10
Percentage of female in middle-level 
managerial positions (%) 25.5017.7019.51
Percentage of female in top-level managerial 
positions (%) 25.0015.8716.67
Percentage of female managers in revenue-
generating departments (%) 20.0015.7615.75

Female working in STEM-related positions (%) 16.5016.5115.92

Category 20242023 Targets in 2025 in 
terms of percentage

Note 1: Top-level managers include CEO, president, vice president, vice presidents of technology, senior division heads, division heads, deputy 
              division heads, and senior special assistant.
Note 2: Middle-level managers include senior managers, department managers, deputy department managers.
Note 3: First-level managers include managers, deputy managers, section chiefs, deputy section chiefs, team leaders, and deputy team 
              leaders.
Note 4: Revenue-generating departments do not include administrative departments (e.g. Human Resources, Legal, Finance).
Note 5: Personnel working in STEM-related positions are defined as the innovative products R&D engineers and system products R&D 
              engineers.

Employing People with Disabilities

Year
2023 2024

Minimum 
number of 

employees as 
legally required

Number of 
people actually 

employed

Weighted 
percentage

Minimum 
number of 

employees as 
legally required 

Number of 
people actually 

employed

Weighted 
percentage

Number of 
people 37 24 0.82% 39 24 0.83%

Employee Absence Rate

Note 1: Absence rate = (Number of absences during an accounting period / Number of man-workdays during the accounting period) x 100.
Note 2: Absence includes sick leave, personal leave, family care leave and occupational sickness leave, excluding rescheduling of annual leave, 
              business trip, maternity leave, or paternity leave.

Year 2021 2022 2023 2024
Absence rate 

(%) 1.33% 0.95% 0.89% 0.76%

0.27%

26.33%

33.10%

9.94% 12.41%

2021 2022 20242023
Percentage of
new recruits

Percentage of
teminated employees

Percentage of
voluntary termination

Internal recruitment 
ratio

35%

30%

25%

20%

15%

10%

5%

0%
0.38% 0.00% 0.88%

6.33%6.09%
8.58%

4.85%
4.72%

8.00%
5.82% 5.95%

36,000

24,000

18,000

12,000

30,000

6,000

0.0

374

23,742

20242023

New employees of the year (individuals) Average recruitment cost (NTD)

800

0

1200

982

2021 2022

29,600

496

948

10,993
8,123

< 30

< 30

< 30

< 30

< 30

< 30

30-50

30-50

30-50

30-50

30-50

30-50

>50

>50

>50

>50

>50

>50

239
(5.98%)

74
(1.85%)

72
(1.80%)

86
(2.15%)

34
(0.85%)

32
(0.80%)

119
(2.98%)

91
(2.28%)

83
(2.08%)

48
(1.20%)

50
(1.25%)

47
(1.18%)

496

253

238

3
(0.08%)

4
(0.10%)

4
(0.10%)

1
(0.03%)

0
(0.00%)

0
(0.00%

3,997

3,997

3,997

361
(9.03%)

169
(4.23%)

159
(3.98%)

135
(3.38%)

84
(2.10%)

79
(1.98%)

12.41%

6.33%

5.95%

Gender

Gender

Gender

Age

Age

Age

Number of new hires
(percentage)

Number of terminated 
employees (percentage)

Number of voluntarily 
terminated employees

(percentage)

Total 
-female

Total 
-male

Total new 
hires

Total 
termination

Total number 
of voluntary 
terminated 
employees

Employee 
size

Total
-female

Employee 
size

Employee 
size

Total
-female

Total
-male

New hires 
percentage 

(%)

Terminated 
employees 
percentage 

(%)

Voluntarily 
terminated 
employees 

percentage (%)

Male

Male

Male

Female

Female

Female

Note 1: New hires ratio = number of new hires for the year / total number of employees at the end of the year * 100.
Note 2: Terminated employees ratio = number of terminated employees for the year / total number of employees at the end of the year * 100.
Note 3: Voluntary termination means employees who have decided to leave the Company on their own accord 
              (e.g. resignation, retirement, or early retirement).
Note 4: Voluntary termination ratio = number of voluntary termination for the year / total number of employees at the end of the year * 100.
Note 5: Internal recruitment ratio = number of vacancies being filled by the existing employees for the year / total number of vacancies for the year* 100.

Note: Although the actual number of employed persons with disabilities in 2023 and 2024 was the same, the number of severely disabled 
           employees in 2024 was higher than in 2023, so the weighted percentage is higher after adjustment.

Total
-male

400
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7.2 Talent Attraction & Retention 7.2.1 Promotion of Diversity and Inclusion

Establishing a workplace environment that is diverse, equal, and inclusive can give employees with various characteristics the 
opportunity to speak up, express their ideas, give full play to their abilities, and at the same time participate more indepth in the 
Company's growth and decision-making, thereby enhancing their "sense of belonging" to the Company, which has a significant 
impact on talent retention; meanwhile, job seekers are paying more and more attention to a company's DEI performance and 
will consider the Company's DEI performance when deciding whether to join the Company.

The Company is committed to improving workplace inclusion and formulates different action plans for different groups. We 
hope that employees from different backgrounds can all be accepted and supported in the workplace.

7.2.2 Salaries and Benefits

In the highly competitive semiconductor industry, quality talents are essential for our company to provide high quality products 
and services, and to maintain the vitality of corporate innovation; as such, we consider recruiting and retaining quality talents 
as a key issue in our business management. To cope with the shortage of talents in the semiconductor industry, in addition 
to actively implementing the industry-academia cooperation programs and participating in the job fair of universities, the 
Company also actively recruits those overseas Chinese students studying in Taiwan in the hope to attract more exceptional 
cosmopolitan talents. For our employees, we continue to develop their professional functions to create workplace value and 
personal competitiveness, and at the same time achieving our goal of enhancing the overall competitiveness of Phison Group.

Our employee remuneration is reasonably determined based on individual job duties, and the complexity, required 
professional knowledge, experience, and skills of individual works, as well as remunerations offered by our competitors, and 
does not discriminate on the basis of gender, religion, race, or political affiliation. Phison provides cash bonus and employee 
remuneration twice a year to encourage employees’ continual contributions to the Company. In this year, the expenses on 
employee benefits14  amounted to approximately NTD 12,152,266 thousand, or NTD 3,132 thousand per employee.
14Employee benefits include salary, employee insurance (labor insurance, health insurance, group insurance), retirement benefits (new and old pension schemes), 
     food expenses, and employee welfare (related allowances and subsidies from the Employee Welfare Committee).

 Note: The initials DEI stands for Diversity, Equity and Inclusion.

Material Topics

Management Approach

Talent Attraction & Retention

Significance and 
Materiality to the 
Organization

Employee turnover is critical to the stability of an organization's operations. 
Allowing employees to develop and use their talents in an appropriate way 
and giving them reasons to be willing to make a long-term commitment to the 
organization will enhance the efficiency of the organization's operations.

Policy and Commitment We are committed to the protection of human rights, and have provided 
excellent salary and benefits as well as a healthy and safe workplace to attract 
employees to be highly engaged in their works and develop their career together 
with the Company.

Actions to Improve Employee DiversityTarget Group

Female 
employees

Phison supports "Women in Research and Development". In March 2024, we invited 
outstanding female managers to participate in campus recruitment activities, sharing their 
experiences and career development journeys in science and engineering fields. In August 
2024, during the summer intern graduation ceremony, we invited female senior colleagues 
to share how the Company provides a challenging platform for them to showcase their 
expertise and achieve superior accomplishments, reinforcing the Company's belief 
that women can excel in their careers, and encouraging female students to join, thereby 
promoting gender diversity.

Persons with 
physical and 
mental disabilities

In addition to actively recruiting employees with disabilities through existing recruitment 
channels, we will also provide job content suitable for employees with disabilities through 
job redesign; we also continue to work with relevant social welfare organizations and match 
them with organizations in need to serve disabled clients; at the same time, we cooperate 
with the county and city government labor departments and vocational training units to refer 
suitable candidates with disabilities.

Foreigners In order to attract more international talents to join, Phison has been working with well-
known overseas universities actively in recent years to organize online recruitment briefings, 
as well as participating in overseas talent recruitment sessions organized by the Ministry 
of Economic Affairs and aligning with government policies to actively recruit talent from 
abroad.
For industry-university collaboration part, we also consulted with National Taiwan University 
and National Yang Ming Chiao Tung University about overseas "Industry Support Talent 
Cultivation Degree Classes", and cooperates with universities to recruit students from 
all over the world to study in Taiwan. Enterprises will then provide living stipend and job 
opportunities after graduation.
The Company continues to provide comprehensive assistance such as work permits, 
banking, accommodation, and medical care to create a friendly talent retention environment 
so that foreign professionals can live and work in Taiwan.

Long-Term Goals Employee retention rate is no less than 90%
Talent recruitment rate is not less than 10 times

Performance The median salary for full-time employees in non-managerial positions is 
2,137NT$ thousand and the average salary is 2,525NT$ thousand.
The expenses on employee benefits amounted to approximately NTD 
12,152,266 thousand or NTD 3,132 thousand per employee.

Human Resources DepartmentResponsibility

Complaint Mechanism Ms. Wang/Ms. Wu of Human Resources Department wecan_8080@phison.com
Anonymous opinion box 

Action Plans Refer to industry salary survey information and evaluate salary increases every 
year based on operating conditions to constantly improve the attractiveness of 
employee welfare and salary.
Launch improvement projects based on the results of the employee opinion 
survey; maintain clear and effective labor-management communication 
channels; create an inclusive, friendly, and healthy workplace, so as to enhance 
employees' recognition for the Company.
Join the "TALENT, in Taiwan", a Taiwanese talent sustainability action alliance, 
and jointly proposed the initiative that "enterprises take hold of talents and 
export future skills to universities."

Assessment Mechanism The salary standard disclosed every year on the Market Observation Post 
System (MOPS)
Employee retention rate
Talent recruitment rate
The number of employee complaints
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The Company's compensation policy is based on employees' positions and responsibilities, and complies with local 
government labor laws. Taking Taiwan as an example, this includes the "Labor Standards Act," "Gender Equality in Employment 
Act," and "Employment Service Act." Compensation standards do not differ based on gender. Based on talent management, 
we participate in external compensation surveys, comprehensively referencing other market compensation data reports, 
refining market compensation benchmarking, and using competency and job grade parameters to design position salary 
range tables, providing reasonable and competitive compensation. As the majority of managers in our company are male, 
and different departments also affect overall compensation, managers at the same level may have different compensation 
levels. The overall compensation in R&D departments (predominantly male) may be higher than in administrative departments 
(predominantly female), thus creating a gender pay gap.

Benefits Provided to Full-time Employees That Are Not Provided to Temporary or 
Part-time Employees

Item Statutory standard Phison policyItem 2023 2024 Comparison 
between two years

Non-managerial full-time employees
(Number of people) 3,639 3,783 144

Average salary of non-managerial full-time employees
(NT$ thousand) 2,020 2,525 25.00%

Median salary of non-managerial full-time employees
(NT$ thousand) 1,784 2,137 19.79%

Note: The total annual remuneration for the CEO (including fixed remuneration and variable remuneration) was 54 times as much as the median 
            annual salary of all employees (excluding the CEO). The ratio of the percentage increase in annual total remuneration for the CEO to the median 
          percentage increase in annual total remuneration for all employees (excluding the CEO) is 9. 

Salary of Full-time Employees Who Are Not in a Managerial Position

Male-female Employee Remuneration Ratios

Position Male Female

133% 100%

112% 100%

157% 100%

125% 100%

Executive manager salary

Executive compensation

Mid-level and entry-level manager salary

Mid-level and entry-level management compensation

General employee 123% 100%

Note 1: Executive-level managers include the CEO, president, vice president, vice presidents of technology, senior division heads, division heads, 
              deputy division heads, and senior special assistant.
Note 2: Middle-level managers include senior managers, department managers, deputy department managers.
Note 3: Entry-level managers include managers, deputy managers, section chiefs, deputy section chiefs, team leaders, and deputy team leaders.

14According to Article 38 of Taiwan's Labor Standards Act, workers who have continuously worked for the same employer or business unit for 
    a specified period shall be granted a specific number of days of annual paid leaves as stipulated by regulations. For workers' annual leave days 
    that remain unused due to the end of the year or termination of contract, the employer shall pay wages for those days.

Holidays and leaves
Phison give extra 7 days leave off in lieu.According to the amended enforcement rules of 

the Labor Standards Act, the number of national 
holidays has been reduced to 12 days.

Annual paid leave14
A worker having worked continually for 3 months shall take 
annual paid leaves in advance, those having worked for 1 year 
more will be granted 8 days annual paid leave.

A worker having worked continually for more 
than 6 months but less than one year shall be 
granted 3 days annual paid leave.

Family care leave
The number of this leave shall be incorporated into leave 
with personal cause and not exceed 14 days in one year. The 
employee taking leave will be paid for the first 3 days.

The number of this leave shall be incorporated 
into leave with personal cause and not exceed 
7 days in one year. The employee taking leave 
will not be paid.

Paid miscarriage leave

Those who have a miscarriage after being pregnant for more 
than two months but less than three months will be granted one 
week of maternity leave; those who have a miscarriage after 
being pregnant for less than two months will be given five days 
of maternity leave. Such one week and five days may be paid.

Those who have a miscarriage after being 
pregnant for more than two months but less 
than three months will be granted one week of 
maternity leave; those who have a miscarriage 
after being pregnant for less than two months 
will be given five days of maternity leave. Such 
one week and five days may not be paid, but the 
perfect attendance bonuses and performance 
appraisals shall not be affected.

Paid natural disaster 
leave

Provide paid natural disaster leave.If employees are unable to report to work due to 
circumstances during (or after) a natural disaster, 
employers should not deduct wages.

Accident insurance
Accidental injury insurance ranges from NT$1.5 million to 5 
million according to level; the pay-as-you-go accidental injury 
medical treatment is NT$30,000.

No regulations

Medical insurance

Term life insurance ranges from NT$1.5 million to 3 million 
according to level; critical diseases range from NT$375,000 to 
750,000 according to level; inpatient medical treatment ranges 
from NT$2,500 to 3,500 according to level; cancer inpatient 
medical treatment is NT$2,000.

No regulations

Employee association

According to Phison's rules, an employee association shall 
consist of 25 or more employees, and will be established after 
the approval of the Employee Welfare Committee. Upon being 
established, an association shall recruit members for at least 
one week.
In 2024, we offered subsidies totaling NT$1,213,263 for the 
associations.

No regulations

Bonuses

Bonuses during the three holidays; birthday bonus; travel 
allowance; group meal subsidies; language learning subsidies; 
scholarships and grants; and subsidies for childbirths, 
marriages, injuries and illness, and funerals.
In 2024, bonuses totaling NT$99,818,103 were distributed.

No regulations

Work from home Whenever needed, employees may apply to his/her supervisor 
for working from home on a project by project basis.

No regulations

Flexible working hours
Employees may apply for clock-in at half an hour earlier than the 
normal working hours, or for working 2 flexible hours per day, 
according to individual needs.

No regulations

Consultation services Offers EAPs, free counseling and legal or financial consultation 
services.

No regulations

Employee stock 
ownership trust

Employees with 1 year of service can participate in the Employee 
Stock Ownership Trust, and may choose to contribute 1-6% of their 
salary. The Company will subsidize 50% of the aforementioned 
contribution.

No regulations

Accompanying 
prenatal check-up 
and paternity leave

Relaxed application period, to be used within one year from 
the beginning of spouse's pregnancy.

In addition to taking leave for accompanying 
prenatal check-up during the spouse's pregnancy, 
the employee's paternity leave should be taken 
within a total of fifteen days, including the day of 
childbirth and the days before and after.
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Diversified Events

The Company formulates annual activity plans based on the available employee welfare budget, employee preferences, and 
business operation directions. In 2024, we held a total of 6 themed activities, adding enjoyment beyond work for employees 
and enhance their sense of well-being.

Family Day and Charity Fair - Running Event Assembly Family Day and Charity Fair - Children's Amusement Park

Double-dribble ID card holder DIY workshop Staghorn fern DIY workshop

In order to continuously improve employee welfare and promote employee health, Phison has used the land (of an area of 
approximately 2,300 ping) voluntarily offered by employees for the Phison Farm since 2011, and hired three fulltime farmers 
to manage it and plant seasonal fruits and vegetables. Because we attach importance to the safety and healthiness of food, 
we use self-made eco-friendly enzymes such as vegetable leaves, milk from our employees that has passed its expiration 
date, yogurt drink, and the milk beverage Yakult, in order to improve crop quality and control pests and diseases. We also 
periodically issue internal letters to inform employees about the current condition of the farm and the feature types of plants.

In 2024, Phison Farm input a total of NT$1,349,345 and harvested a total of 15,902 kilograms of fruits and vegetables. We 
packed different types of fruits and vegetables into bags to be delivered to employees who request them via the online 
registration system. A total of 5,112 packs of fruits and vegetables were distributed to employees in 2024. In addition to the free 
supply of healthy fruits and vegetables, the farm also provides employees with opportunities to relieve stress and get close 
to nature. Every year, we offer one to two opportunities for employees to experience the fun of vegetable and fruit picking. 
As a themed farm of Phison, employees may also request fruits and vegetables with the approval of their superiors to offer 
customers or suppliers as gifts.

Phison Farm Report

Event name Event contents No. of
participantsSessions

Staghorn fern DIY workshop 2602Growing plants on your desk not only adds greenery and purifies 
the air, but also helps people stay calm and focused. In view of this, 
the first DIY course of 2024 specially featured the popular staghorn 
fern. Floral experts were invited to provide hands-on guidance 
to Phison employees on how to cultivate staghorn ferns: from 
distributing wooden boards, sphagnum moss, copper wire, and 
seedlings, to teaching colleagues how to identify growth points, 
how to tie and plant, and how to secure the hanging mount.

Double-dribble 
ID card holder DIY workshop

2902Among the DIY workshop themes over the years, the leather 
ID card holders worn around the neck, which are essential for 
daily work, have often been the most popular items among 
Phison employees. In 2024, the Company specially arranged a 
collaboration with Double-Dribble to recycle discarded sports 
ball leather and repurpose it as a new type of material, designing 
innovative styles of ID card holders. During the DIY teaching 
process, an eco-sustainability seminar on sports ball upcycling 
was simultaneously integrated, demonstrating a new and effective 
recycling system for sports balls.

Family day and charity fair 3,7681Phison's twenty-fourth anniversary combined family, sports, charity, 
and environmental protection, organizing a series of activities with 
the theme "Run Together," including a fair, team competitions, 
running events, and parent-child interactive games. The race 
route was planned to start from Phison's Miaoli Headquarters, 
connecting Guangyuan Technology Park and Zhunan Science 
Park, leading runners through the parks to experience a full sense 
of pride and glory. We hope that through the Family Day activities, 
we can build consensus and cohesion among colleagues, while 
allowing them to hold hands with their family members to have fun, 
relax, and relieve daily work pressure.

On the morning of the event day, the Company-wide running activity 
began under the leadership of executives. The Employee Welfare 
Committee also planned a series of fun checkpoint games, parent-
child DIY activities, and large inflatable play areas for children at the 
main venue, while integrating local disadvantaged groups by inviting 
a total of ten charitable organizations to set up charity sale booths. 
Additionally, the Miaoli Visually Impaired Association's Heart Vision 
Band was invited to perform and provide blind massage services. 
At the same time, with Phison's executives taking the lead in 
donating, employees and guests at the event were invited to join in, 
raising more than NT$6.4 million in total, all of which was donated 
to the ten charitable organizations participating in the event.

Recycling and reusing waste 
wood - Natural living calendar

301With the increasing awareness of waste reduction and resource 
recycling, the Company's 2024 environmental education course 
specifically planned a waste recycling DIY workshop. The course 
involved recycling and cutting pine wood waste materials 
produced during furniture manufacturing processes. Participants 
used sandpaper to smooth the cut wood surfaces, decorated the 
wood blocks through priming and coloring techniques, and finally 
assembled the dried wood blocks into unique "Calendar Mountain 
Monsters. During the DIY process, colleagues not only learned 
about the burden that waste wood creates for the earth through 
the course introduction, but also discovered through hands-on 
experience that reusing waste materials is a simple and fun activity.
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Flowchart of Handling Reports on Unlawful Infringement of RightsDue Diligence Investigation Process

Sexual Harassment Complaints Handling Flowchart

The complainant must file 
his/her complaint in writing 
and provide his/her name. 
The ex officio member shall 
confirm whether the case is 
accepted in three working 
days.

During the investigation, 
the privacy and other 
personality of both parties 
shall be protected, and the 
results shall be recorded 
in writing to be submitted 
to the Complaint Handling 
Committee.

Form a taskforce for 
investigation

The committee shall 
decide whether the case 
is established or not 
established.
The results of the meeting 
shall be made into a written 
decision with reasons 
specified.

Committee meet to 
make decisions

Established: Disciplinary 
actions and other 
proper handling shall be 
recommended, and the case 
shall be referred to relevant 
units for disciplinary actions or 
implementations as required 
by applicable regulations.
Not established: The 
committee shall complete 
investigation and review 
within two months and 
provide details of the decision, 
which shall be notified in 
writing to the complainant, 
counterparty, and his/her 
affiliation or temping agency.

Follow-up handling

If the complainant or 
the counterparty of the 
complaint disagrees with 
the decision, he/she may 
submit an appeal in writing 
with reasons specified 
within twenty days after 
receiving the written 
decision. The Complaint 
Handling Committee shall 
convene another meeting to 
handle the appeal.

Appeal in disagreement 
of decision

Incident occurs Record in writing
Report to the 
highest-level 

supervisor

Follow-up 
handling

Review and 
improve preventive 

measures

A worker 
suffers unlawful 
infringement of 
rights

Notify the health 
center (internal 
violence)
Report to securities 
or police units 
(external violence)

Fill out the Report 
Form for Unlawful 
Infringement of 
Rights in Workplace 
within 24 hours

Convene relevant 
personnel to 
form a taskforce 
according to the 
pattern of the 
incident

Conduct job 
adjustments or 
internal disciplinary 
actions
Offer counselling
Offer medical or 
legal assistances

Analyze risk 
patterns and 
implement 
risk mitigation 
measures ahead 
of time

Handling results 
and relevant 
records shall be 
retained on file for 
at least three years

Retain the recordHuman rights risk 
identification Risk assessment

Risk mitigation and 
compensation

Improvement 
tracking

Compile a list of potential risk 
issues that impact human 
rights through international 
human rights regulations, 
labor-related laws and 
regulations in Taiwan, 
industry characteristics and 
the Responsible Business 
Alliance Code of Conduct, 
etc., and identify issues of 
major concern.
Identify those potentially at 
risk of human rights impacts.

Evaluate the human rights 
risk ratio of each issue of 
major concern.

Develop and implement risk 
mitigation measures for 
issues with human rights 
risks.
Plan and implement 
compensation measures for 
issues with actual impact.
Confirm implementation 
results.

Reveal the human rights 
due diligence results.
Track the risk improvement 
status of each potential 
issue.

Review risk assessment 
tools and processes to 
improve the human rights 
due diligence mechanism.
Review relevant procedures 
and management 
operations to continuously 
optimize the management 
of human rights risks.

Regular review

Internal Human Rights Management Practices and Performance

Phison has established the Regulations Governing Internal and External Communication and Complaint and Report 
Management, which is applicable to Phison's employees and external personnel having a business relationship with or stake 
in Phison. If the aforementioned personnel suffer or detect any unlawful infringement of rights, discriminations, improper 
punishments, violations of ethical management and conduct, violations of privacy and intellectual property rights, or other 
relevant matters, they may file complaints through the existing channels in which the complainants' names shall be provided, 
or through our anonymous feedback box. All complaints will be reported to the representative of the Corporate Sustainable 
Development Committee immediately, followed by the investigation in due course. All complaint cases must be approved 
by the representative before closing. In 2024, the anonymous suggestion box received a total of 3 comments: 1 regarding 
company policies and regulations, 1 about office temperature, and 1 concerning workplace interpersonal interactions. All 
comments have been forwarded to the relevant departments for subsequent improvements and management adjustments.

In 2024, the Company's internal RBA human rights audit compliance rate was 100%. Auditors have reported the audit results 
to the Corporate Sustainable Development Committee for the management to get a grasp of the extent and performance 
of the implementation of human rights policy. For the upcoming new year, we will continue to uphold the goal of a 100% 
compliance rate.

Aside from formulating an unlawful infringement zero-tolerance policy, the Company also organizes internal and external 
trainings on stalking and harassment prevention and unlawful infringement prevention every year. All employees, including 
new hires and inservice staff, are required to be trained. The coverage rate for trainees is 100%. Seeing that unlawful 
infringement often occurs under imbalanced position of power, we hold the “Program on Illegal Infringement for Supervisors” 
and continue to arrange for all superiors to attend the "Workplace Unlawful Infringement Prevention" course, in which they 
will be informed of the definition of unlawful infringement, awareness, frequently occurred cases, and prevention principles. 
Furthermore, superiors need to take the "Finding Employees' Problems" course, during which they will be informed of their 
roles, responsibilities, and obligations, the indicators for employee abnormality, the Company's referral system and assistance 
system, and the Employee Assistance Programs (EAPs). The percentage of supervisors who have participated in the "Program 
on Illegal Infringement for Supervisors" in the past three years is 31.84%.

In addition, the Company distributes an unlawful infringement investigation questionnaire to employees after their physical 
checkup every year, in the hope to early identify risk and help them deal with it, if any. In 2024, the total number of copies 
distributed and the number of valid copies returned was 3,583. The Company tracked and analyzed those questionnaires, and 
found that 0.11% of employees believed that they were facing an unlawful infringement risk from outside. However, 0.47% 
of employees believed that they were facing an unlawful infringement risk from inside, mostly in the form of mental and 
language abuse. Infirmary staff will first inform them the internal and external resources available, and then inform them that 
the Company has in place management measures and grievance procedures for illegal workplace infringement, so that if a 
complaint is filed, it will be formally accepted and handled.

Living Wage

Decent work is closely related to wage levels. To ensure employee wages are sufficient to meet basic needs with dignity, the 
Company uses the concept of "living wage"16  rather than "minimum wage" to regularly review conditions needed for workers 
to meet basic local living requirements. We hope that implementing a living wage will lead to better labor-management 
interactions and strengthen the stability of business operations.

The Company refers to data from Numbeo, the world's largest cost of living database, which showed in December 2024 
that the standard monthly expenses for a single person in Taiwan are NT$24,933 (excluding rent). Adding to this the national 
average rent of NT$9,016, as determined by the Ministry of the Interior's rental survey across 289 administrative districts, we 
can roughly calculate that employees who rent housing need a monthly salary of at least NT$33,949 to meet the requirements 
for a decent living standard. Based on our review results, all current full-time employees' wages exceed the aforementioned 
amount. In the future, the Company will continue to monitor wage levels to ensure the implementation of living wage standards.
16Living wage is the wage level necessary to provide workers and their families with a decent standard of living, and only calculates income 
    earned during legal working hours.

Handle 
immediately

Receive a sexual 
harassment complaint 
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Supply Chain Human Right Management

The Company gets a grasp of the human rights risks among the supply chain by referencing the Supplier Sustainability Risk 
Assessment Questionnaire, Critical supplier RBA audit, and the employee complaint channels provided to suppliers' employees 
on the supplier management platform. We also adopt the human rights due diligence procedure. Following this procedure, 
we identify human rights issues, evaluated risks, implement mitigation and compensation measures, track improvement, and 
finally make regular review, thereby constantly improving the human rights management among the supply chain.

Based on the Responsible Business Alliance (RBA) self-assessment form, after document review and on-site audit verification, 
the Company confirms that the supply chain does not involve the use of child labor or young workers performing hazardous 
work. Based on our assessment, our company's main suppliers are manufacturing factories, and most are located in Taiwan, 
an area with relatively low child labor risk. Therefore, there are currently no significant risk indicators showing child labor issues 
among our suppliers. To further implement supply chain human rights management, the Company requires all suppliers to 
establish and immediately execute remedial measures for any misuse situations discovered. During the reporting period, the 
Company has also continuously strengthened monitoring and auditing mechanisms, conducting regular risk assessments 
and on-site inspections, and through relevant training for suppliers and employees, ensuring the effective prevention of any 
form of child labor use and related hazardous work arrangements.

7.3 Talent Development and Training

Material Topics Talent Development and Training

Management Approach

Significance and 
Materiality to the 
Organization

Talents are the foundation for an organization's operational development. Quality 
talents drive the growth of an enterprise, and are the source of its competitiveness.

Policy and Commitment Regulations Governing the Management of Training; Regulations Governing 
Employee Performance Assessment

Long-Term Goals
Maintain employee satisfaction score for the courses at no less than 94.
Average number of hours of management courses taken by the supervisors shall 
not be less than 10 hours.

Performance
The total training expenses was NT$4,075,078. We have offered a total of 512 
sessions of courses, of which 327 are classroom-based courses and 185 are 
online courses, with an average satisfaction score for such courses being at 95.27.
The total training hours reached 75,677.40 hours, or 18.93 hours per employee.

Responsibility Human Resources Department

Complaint Mechanism Ms. Wang/Ms. Wu of Human Resources Department
wecan_8080@phison.com

Action Plans

We understand the gap between expected goals and actual performance through gap 
analysis, and plan the annual training program and the department-specific training 
program (including new employee training) according to the specialized requirements 
of the organization and individual departments. Through continuous training in 
employees' professional competencies, we create employees' value in the workplace 
and raise their individual competitiveness.
Enrich online courses to improve employees motivation to take the continuing 
education.

Assessment Mechanism Average employee training hours
Satisfaction feedback for training courses

7.3.1 The Seven-Category Training Framework

The Company keeps investing in talent training. The HR Department plans the annual training plan and identifies the 
trainees by referencing the Company's business development strategy and the occupational competencies required 
by each department. In addition, the HR Department will distribute an employee needs survey questionnaire in August 
and September every year. Employees may determine the skills they need to improve. The HR Department then 
retrieves the questionnaires and submits the same to each department head for reference. The HR then retrieves the 
questionnaires again, with the opinion of the department head specified thereon, to formulate the training program 
for the following year, and submits such program to the CEO for approval.

The Company mainly formulates annual plans based on seven major training categories (new employee training, 
on-job / professional training, quality training, secondary skills training, health and safety training, hierarchy-based 
training, and vehicle system training). Moreover, Phison provides self-inspiration training and subsidies for certification 
according to individual career needs. All of the Company's full-time employees may apply for a subsidy for external 
training every year based on their seniority to acquire licenses and degrees relevant to their work skills. Those who 
have served the Company for no less than three years are eligible for a subsidy of NTD20,000 per year; those who have 
served the Company for no less than three years but no greater than five years are eligible for a subsidy of NTD30,000 
per year. Those who have served the Company for more than five years are eligible for a subsidy of NTD40,000 per 
year. In 2024, the total certification subsidy expense was NT$172,440.

To ensure the training effect, the Company evaluates training courses on the basis of the four stages of the Kirkpatrick 
Model: reaction, learning, behavior, and results. We conduct questionnaire survey on satisfaction for non-online 
training courses as a basis for follow-up improvements.

Course 
category

New 
employee
training

On-job 
training

Quality 
training

Secondary 
skills

training

Health & 
safety

training

Hierarchy-
based 

training

Vehicle 
system
training

Training 
recipients

All new employees 
of the Company

All current 
employees of the 

Company

Employees from 
departments 

related to product 
quality

All current 
employees of the 

Company

All current 
employees of the 

Company

Entry-level/Middle-
level/Senior-level 

managers

Employees from 
departments related 

to automotive 
qualified product

Course 
content

Introduction of the 
Company's culture 
and personnel 
regulations
Courses on the ISO 
series
Courses on 
Responsible 
Business Alliance 
Code of Conduct
Courses in 
Authorized 
Economic Operator
Code of Conduct for 
employee (including 
topics on human 
rights and unlawful 
infringement)

FW development 
and verification tool 
course
Relevant algorithm 
computing teaching
Flash application 
teaching
Power management 
chip design series 
courses
Introduction to the 
use of measuring 
instruments
VMware Vsan series 
teaching

Quality basic training
ISO9001 Quality 
management 
systems
Quality continuous 
improvement 
training
IATF 16949 
Automotive industry 
quality management 
system
ANSI/ESD S20.20: 
Protection of 
electrical and 
electronic parts
Work environment 
management using 
the 6S strategy

Problem analysis 
and resolution
Work plan and 
accountability 
executive power 
(Employee Class)
Leveraging 
communication 
skills to build a team
Language training 
courses

In-service employee 
OHS training
OHS training for 
supervisors
Self-defense fire 
organization training

Finding employees' 
problems
Work plan and 
accountability 
executive power 
(Supervisor class)
Manpower efficiency 
(management) 
improvement project

Training on the five 
core tools
Phison in-vehicle 
products manual
Vda 6.3 training
ISO 26262 training
ASPICE training
Automotive 
awareness training

If an employee fails to 
meet the employee ability 
standards after training, 
he/she will be required 
to receive assistances 
for improvement within a 
specific period of time.

Action – continuous 
improvement

Formulate the training 
program for the following year 
by referencing the Company's 
business development 
strategy, the occupational 
competencies required by 
each department,  employees 
needs and supervisors 
opinions as specified on the 
employees needs survey 
questionnaire.

Plan - Annual training 
course

The highlight training 
program for 2020 onwards 
is on in-vehicle applications.

Do – Annual highlight 
training program

Evaluate the effective of 
training via written, oral, or 
practical examinations.

Check – Efficiency 
of training
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In 2024, the Company's training expenses totaled NTD4,075,078; the average training expenses per person was NTD1,020; 
and the average training hour per person is 18.93 hours. In 2024, we have offered a total of 512 sessions of courses, of 
which 327 sessions are classroom-based courses and 185 sessions are online courses. A total of 86 sessions of courses are 
evaluated with a written examination. The satisfaction score for all the courses averages 95.27.The Company encourages employees to participate in workplace operations and various projects, hoping that employees can 

develop new skills, accumulate more practical experience, learn in different ways, apply and enhance their professional skills, 
driving the overall growth of individuals, teams, and the Company.

In addition to career development training for general employees, the Company also tailors career training plans for 
management positions. From new manager training, middle-level manager development, to strategic leadership for senior 
managers, there are clearly defined competency blueprints and training directions. These are complemented by 360-degree 
feedback questionnaires, book club experience sharing, and other methods to provide the necessary skills for managers at 
different levels.

In recent years, with the rapid development of AI and big data, the Company has actively introduced related applications. Led by 
the Company's research and development team, an AI tool has been developed to support various departments in improving 
work efficiency, freeing employees from tedious tasks to unleash their creativity. At the same time, the Company continues to 
cultivate AI technical talents through reviewing technical documents on the arXiv platform, industry-academia collaboration 
with universities and colleges, exchanging professional knowledge and experience to enhance AI technical capabilities, and 
continuously keeping abreast of the latest AI application technologies by attending relevant seminars and exhibitions.

7.3.2 Employee Development Plan

Diverse 
Learning 

Paths

Personalized 
Learning Path

Mentorship 
Program

Regular 
Development 

Interviews

Experience 
Exchange 

and Sharing

Skill Training

In addition to professional development within the 
department, cross-departmental exchanges can be 
conducted through the company's internal platform 
to share techniques, experiences and customer 
feedback, enabling continuous learning and person-
al skill enhancement

Managers plan training courses and 
development content based on job 
responsibilities and personal develop-
ment goals

Covering diverse topics including pro-
fessional skills, digital tool applications, 
cross-departmental collaboration, 
problem analysis and solving

Discuss with managers to jointly set 
annual goals, track progress, and adjust 
learning direction as needed

Mentors from management or senior 
colleagues provide practical guidance 
and experience transfer

Average Training Hours by Gender for Full-time Employees

Note: Average training hours = Total training hours by gender ÷ Number of employees of each gender at year-end.

Gender

Male 28.31 14.49 18.47

Female 29.64 16.00 20.16

2022 2023 2024

Unit: Hours

Average Training Hours by Gender for Contract Workers

3.50 1.30 8.00

Female

Male

1.20 2.30 4.60

2022 2023 2024

Unit: Hours

21.45

22.82

24.84

25.26

30.60

12.61

30.16

16.90

2023 2024

 Average Training Hours by Job Level for Full-time Employees

Note 1: Average training hours = Total training hours by job level ÷ Number of employees of each job level at year-end.
Note 2: Executive managers include the CEO, president, vice president, vice presidents of technology, senior division heads, division heads, deputy 
              division heads, and senior special assistant.
Note 3: Mid-level managers include senior managers, department managers, deputy department managers.
Note 4: Entry-level managers include managers, deputy managers, section chiefs, deputy section chiefs, team leaders, and deputy team leaders.

Position
Executive 
management

Entry-level 
management

36.42

36.76

Mid-level 
management

General employee

45.68

26.29

2022

Unit: Hours

Gender
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Training ExpensesTraining Hours

40
45

30
35

20
25

10
15

5
0

Total number of hours Average training hours per person (hours) 

160,000

120,000

100,000

140,000

40,000

20,000

0

80,000

60,000

50

28.63

103,107 75,677

14.85
18.93

55,876

2021 2022 2023 2024

137,418

47.34 1600

1,043 1200

800

400

0

Total training expense 
(10 thousand NTD)

Average training expense 
per employee (NTD)

600

300

400

500

100

0

200

1,046 1,020

376.64 407.51

1,302

489.94
2021 2022 2023 2024

309.49

Implementation methodsAssessment type Assessment 
system

Applicable 
subjects Frequency

Note 1: Performance assessment is not applicable to contract workers for a term of three months or shorter, part-time student workers, and 
              employees on unpaid leaves.
Note 2: Performance appraisal items include work performance, work attitude (including compliance with the code of conduct), teamwork, creative 
              learning, and management competencies (applicable only to managerial employees).

The Company has established the "Regulations Governing Employee Performance Assessment," implementing performance 
evaluations through goal management and performance ranking. Performance evaluations are conducted twice a year. The 
implementation process involves employees proposing work plan objectives and quantifiable performance indicators for the 
following year in November, which are confirmed as goals after discussion with their direct supervisors. Every six months, 
employees submit self-evaluation forms, and supervisors assess the degree of achievement of target performance and 
compare it with the performance of employees in the same job category to conduct individual performance evaluations. 100% 
of the Company's employees regardless of gender, job category, and position, have received regular performance assessment.

In addition, to supplement the previous one-way performance evaluation process, starting from 2021, multi-dimensional(360-
degree) performance evaluation feedback mechanisms have been implemented for division-level and above managers. This 
allows peers, direct supervisors, and direct subordinates to provide feedback, with the goal of gaining a more comprehensive 
understanding of individual strengths through more thorough assessments. In 2024, multi-dimensional performance 
evaluations was extended to department-level managers and above, with a total of 291 managers eligible for this evaluation 
approach. Future expansion to other job levels will be based on the effectiveness of this implementation.

7.3.3 Employee Performance Assessment

Recruitment 
evaluation

New employee 
evaluation

New employees Implemented 
as needed

For new employees during their probation 
period, a systematic evaluation of 
their work performance, attitude, and 
organizational adaptability is conducted 
to confirm whether they are competent 
for their positions, and to serve as an 
important basis for determining whether 
they will become permanent employees.

Management 
by-objective 
orientation

Performance 
evaluation

All employees Once / 
half year

Supervisors discuss with employees 
to set work goals and quantifiable 
performance indicators, and review the 
goal achievement and self-assessment 
results during performance appraisals. 
Supervisors shall evaluate goal 
achievement and provide feedback.

Multidimensional
(360 degrees)

360-degree 
assessment

Senior managers 
and some mid-level 
managers

Once /year The assessee's upper-level supervisors, 
direct subordinates, and cross-
departmental partner colleagues will 
evaluate the teamwork, work attitude, 
problem-solving and decision-making 
abilities in daily work through different 
aspects. The evaluation results can 
provide the assesses with a reference for 
their own improvement. 

Promotion 
evaluation

Managers to be 
promoted to mid- or 
senior level

Twice / year The assessee explains his / her past 
contributions and future plans after 
promotion. Relevant senior managers will 
serve as reviewers to examine whether the 
assessee is qualified for the new position.

Agile Monthly review All employees Once / month After supervisors discuss with employees 
and set personal annual work goals and 
quantifiable performance indicators, in 
order to achieve performance indicators, 
they shall regularly review work progress 
with employees every month, provide 
timely guidance and feedback, and 
take appropriate corrective measures 
when necessary to avoid mistakes from 
happening again. Through monthly 
reviews, department and employee 
performance indicators are monitored to 
ensure that the department's overall work 
goals can be achieved.

Employee Capability Development Training Plan

In-vehicle trainingsManpower efficiency improvement 
project

Number of 
employees received 
trainings since the 
launch of this project

762 3,036

Number of 
employees received 
trainings in 2024

610 278

Project name
Project description As the organization scales up, so does the number of 

employees. To improve organizational performance, 
we continue to promote a series of "Manpower 
Efficiency Improvement Projects", hoping such 
training will enhance superiors' ability to foster 
subordinates and plan career development for 
subordinates, thereby improving colleagues' work 
skills.

For R&D staff taking part in the in-vehicle projects, we 
arrange a series of in-vehicle safety trainings covering 
topics like application of the five core tools, ASPICE, 
VDA6.3, IATF 16949, and ISO 26262. The trainings 
walk employees through formulation of functional 
safety requirements, functional safety design 
process, and safety analytics; this enables employees 
to systematically familiarize themselves with the 
automotive electronics functional safety industry.

Project goals Cultivate the management capabilities of the 
management of the System Solution Development 
Group and the Validation & Precision R&D Business 
Group to improve the efficiency of the workforce.
Implement the performance evaluation system to 
bolster the competitiveness of personnel.
Enhance the correlation of performance evaluation 
with promotion and rewards.

Integrate development process within the Company 
and establish in-vehicle development specifications.
Establish a corporate culture of vehicle development.
Ensure the output value of in-vehicle projects.
Organize trainings to develop the capabilities of in-
vehicle development seeds.
Arrange and assist seeds to obtain in-vehicle licenses 
considered necessary.
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7.4 Occupational Safety and Health

7.4.2 Organization for Safety and Health Implementation

The Company has established its safety OHS organization as required by law (management unit/committee) 
and appointed personnel to implement safety and health management affairs. The occupational safety and health 
management unit (OHS Office) is the organization of the Company in charge of formulating, planning, promoting, 
and supervising OHS-related businesses. It is dedicated to identifying hazards in the work environment or operations, 
maintaining the safety of contractor operations, implementing OHS trainings and OHS performance assessment, and 
other relevant management affairs, thereby attaining the "prevention" of occupational injuries and "protecting" employee 
health. The Safety and Health Committee is the Company's organization for reviewing, coordinating, and recommending 
OHS-related affairs. The incumbent committee has 14 members (serving a term of 2 years). While the Chairman of the 
Board of Director serves as the Chairman of the Committee, 7 employee representatives (elected in employee-employer 
meetings) shall also be appointed. The other members shall be designated from among OHS-related personnel by the 
Chairman according to actual needs as required by law. Committee meetings are held on a quarterly basis.

7.4.1 Occupational Health and Safety (OHS) Management System

The Company strives to provide employees with a safe, healthy, and friendly workplace and develops and impleme-
nts safety and health management documents to maintain the safety of plant personnel (including contractors and 
visitors) and the plants. The Company continues to obtain the ISO 45001 Occupational Health and Safety Management 
Systems, and has obtained the Healthy Workplace Certification from the Ministry of Health and Welfare. In addition to 
identifying OHS regulations applicable to all operating plants on a regular basis, the Company implements standardized 
management procedures and training, adheres to the principles of formulating safety regulations, regularly assesses 
risks, audits and confirms effects of implementation and principles of continuous improvement, so as to strengthen 
the existing OHS management system.

Safety and Health Implementation Items

Item 2024 Results

Safety Rules Risk Assessment On-site Check Participate in 
Improvement

Follow the requirements of 
ISO 45001, RBA CoC, and 
local laws and regulations 
to publish OHS policy and 
set up OHS management 
procedures and regulations.

According to hazard identi-
fication and risk assessment 
procedures, conduct risk 
assessment annually to 
ensure risk management and 
control.

Implement occupational 
health and safety manage-
ment audits, inspect the 
working conditions and 
environment of workers in 
the plant, and supervise the 
implementation of self-
inspections.

All employees shall receive 
regular OHS training, and 
warning and prevention 
information shall be posted 
in conspicuous places in 
hazardous workplace.

Statutory 
identification

Identify laws and regulations applicable to the Company on a regular basis and 
confirm the compliance status of all plant areas.
This year, there were five amendments to occupational health and safety-related 
regulations, and the identification results were in compliance with laws and 
regulations.

Standardized 
management 
procedure

36 documents of OHS management procedure are added or modified.
Maintain the ISO 45001 OHS management system, conduct internal audits regularly 
every year, and appoint a third-party verification unit to conduct external audits.

Training New employees completed three hours of work-related safety and health education 
training within three months of joining the Company.
On-the-job employees receive one hour of general safety and health education 
training every year.
The qualifications of special operations personnel and supervisors are in compliance 
with the occupational health and safety education and training regulations.

Hazard 
identification

A total of 906 work items were conducted for hazard identification and risk 
assessment of the operating environment and personnel work modes. The final 
assessment result was that there was no work with unacceptable risks.

Chemicals 
control

One new chemical has been added, and operation change management has been 
completed before use to ensure the safety of personnel and plants.

Contractor 
management

The total number of applications for contractor operations was 387, of which 139 
were high-risk operations, accounting for 35.92%.
Three contractor incidents occurred, with the types of occupational injuries being 
burns and falls, all resulting in temporary total disability, with a total of 41 days of 
injury loss.

Implementation 
audit

This year's internal audit results included 1 deficiency and 3 suggestions, all of 
which were corrected and improved during the year and records were retained.
The external audit results revealed no deficiencies, but there were 8 
recommendations, all of which were corrected and improved during the year.

Emergency 
drills

Five emergency drills were held, with themes covering emergency response 
procedures for natural disasters, power outages, earthquakes, fires, and chemical 
spills.
Three fire extinguishing training sessions were held for new employees, with a total 
of 263 participants.
Four near-miss incidents occurred, including 3 incidents of personnel trapped in 
elevators and 1 incident of a personal power bank experiencing a thermal reaction. 
Hazard prevention measures have been implemented for all of the above incidents 
to prevent harmful outcomes.

Substitute
(CEO)

Chief 
Commissioner

(Chairman)

Secretary
(OHS Unit)
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7.4.3 Health Risk Identification and Management

The physical and mental health of employees is the foundation for a company's productivity. Every year, Phison organizes health 
check-ups that are more prime than what are required by law. A health check-up set worth NTD5,000 is granted to employees 
regardless of their age; starting from 2023, health check-up subsidies for senior staffs (more than 15 years of experience) have 
been increased to NT$8,000 every five years, and the expenses are fully borne by the Company. A health checkup set that is 
conducted in hospital is granted to top managerial personnel at or above the division level. Through the check-ups, we identify, 
track, and manage health-related risks and plan subsequent health promotion events. The Company has a health center where 
health services are provided by 4 contract resident physicians (Department of Occupational Medicine and Family Medicine 
Department), 3 full-time nurses, and a contract physician who comes onsite to provide services for 9 times per month and 3 
hours per time.

After reviewing health check-up reports and the questionnaires on the four major plans, we identified three health risks that pose 
the greatest threat to employees, including metabolic syndrome, anomalous workload and human-factors hazards. We carefully 
regarded these risks and proposed preventive measures, and we carried out continuous assessment and improvement.

For operators working in a factory area entailing higher risks (lead-related operations and ionizing radiation operations), Phison 
provides them with purpose-specific health check-ups every year to track and ensure their health. Tiered management is 
implemented in accordance with the Worker Health Protection Rules. The management methods can be divided into 4 levels: 
Level 1 (no anomalies); Level 2 (anomalies are found but are unrelated to work); Level 3 (anomalies are found, but their relation 
to work cannot be confirmed); and Level 4 (anomalies are found and confirmed to be related to work). For any case of Level 
3 or above, health consultation will be arranged for during the doctors' on-site services. According to the 2024 statistics of 
health check-ups for employees performing extraordinary operations, of the operators engaging in over two types of operation 
entailing high risks, no one was classified as subjects for Level 3 and Level 4 management.

Arrange for in-house 
occupational health 
physicians to provide 
consultation

OHS personnel assess 
and identify the risks 
entailed in operating 
environment

Report to superiors and 
negotiate and re-assign 
work content

Assist in registering 
for consultation with 
an occupational health 
physician

Follow-up health 
management

Level 3 Management Procedures for Personnel Engaging in Extraordinary Operation

Maternity Protection

The Company has several nursery rooms, all equipped with refrigerators for storing breast milk, sterilizers, cleaning supplies, 
and sinks, convenient for new mothers to breastfeed her baby in a comfortable, private, and hygienic environment. Meanwhile, 
we provide health risk assessment and health education to our female colleagues before and after child birth in order to 
assess whether the current environment or work posts any health risks to our female worker. If there is a concern of risk after 
assessment, the health center will arrange for the occupational physician to have an interview with the female staff, to visit 
and inspect her work environment, and to inform her supervisor at the unit, so that subsequent health management can be 
arranged. In addition, the Company also provides expectant mothers with a gift pack holding mostly baby care products, so 
that they can prepare the motherhood early on.

To grade maternity hazards in work environment for management purpose, the Company begins by issuing a questionnaire to 
the ISO 45001 member of each unit for it to fill in. Subsequently, the OHS Department will summarize, grade the hazards and 
submit the grading results to the Health Center for use in an interview. After assessing the risk hazard level, there are currently 
no workplaces in the Company that may pose maternal health hazards.

Workplace Stress Management

Every year, employees will fill in a “workload assessment scale” to determine whether an interview is required based on 
workload risks and cerebrovascular / cardiovascular disease risks. For those who need an interview, the infirmary will arrange 
individual consultations and fill out abnormal workload hazard assessment and suggestion forms, and will conduct overtime 
management and health reminders every month.

When facing stress, in addition to personal adjustments, employees can use the employee assistance programs (EAPs) to help 
them adjust through professional consultation. The Company will also organize stress relief-related courses and encourage 
employees to participate in more club activities to relax physically and mentally.

Health Promoting Activities

Phison continues to promote diverse health promotion seminars and employee assistance programs. When major diseases 
or epidemics occur, the Company will also inform employees of important matters and response measures via internal mails 
to raise employees' preventive awareness and improve their ability to respond. In 2024, a total of 3 health screening events and 
12 health seminars were organized (with topics including parent-child relationships, acupressure massage DIY, stress-relief 
pastel drawing, muscle building and fat reduction, diabetes prevention and management, weight loss, road running experience 
sharing, and EAPs promotion courses), with 1,025 participants attending these health promotion activities.

■ Stress-relief pastel drawing ■ Health seminar

Rank Preventive/Corrective measuresRisk/Hazard Level of 
impact

Metabolic syndrome High1 Medical care personnel offer health advice.
Implement health seminars and body weight loss activities.
Ensure the healthiness and safety of group meal ingredients and 
cookery and avoid using processed and fried food.
Encourage sports clubs activities and the use of sports areas.

Anomalous workload High2 Formulate plans to prevent and manage anomalous workload.
Control employees’ overtime work.
Track and manage three highs (high blood pressure, high cholesterol, 
and high blood sugars).
Implement health seminars.
Promote health passbooks (monthly measurements of body weight, 
body fat, waist, and blood pressure).

Human factors hazards
(office working posture)

Medium3 Formulate human-factors hazard preventive management plans.
Employ visually impaired massage therapists, whose service can help 
employees relax their bodies.
Promote sports club activities, with instructors leading full-body 
muscle stretching and relaxation exercises.
During annual health check-ups, colleagues are asked to complete 
musculoskeletal assessment questionnaires. Statistical analysis is 
conducted based on the responses. For high-risk groups (those with 
pain in a single area scoring above 3 points or total pain scores across 
all areas exceeding 15 points), those who request pain relief patches 
3 or more times in a single month, or those who take sick leave for 
over 7 days due to musculoskeletal injuries, individual assessments 
and recommendations are arranged with occupational medicine 
physicians. In 2024, a total of 52 individuals received individual 
physician assessments.
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Employee Assistance Programs, EAPs

Since 2011, the Company has been cooperating with consulting companies for employee assistance programs for the long 
term to plan and provide counseling services. Over the years, the scope of counseling services has extended to work, family, 
interpersonal relationships, physical and mental health, mental illness, finance, law, and management consulting, and the 
service subjects include all employees (no limit on the number of times using the services) and second-degree relatives 
or relatives of higher degrees (three times per person per year; additional times may be applied for according to individual 
needs). Employees are allowed to bring a partner when seeking consultation. We also explain the services to employees and 
encourage them to use the services via non-periodic courses and publicities.

In 2024, the first phase of EAPs telephone consultations (case managers) was used by 5,590 people, while the second phase 
of consultations (professional consultants) was used by 345 people, totaling 5,935 consultations, which represents a 193% 
increase compared to the previous year. The annual average score of user satisfaction is 5.8 (out of 6). We will continue this 
service to assist employees and their families in overcoming difficulties in work and life or emotional issues, thus helping to 
maintain their mind-body balance.

Occupational Injury Handling and Reporting System

Phison established the Regulations Governing the Reporting and Investigation of Occupational Injuries. When a major 
occupational incident occurs, we will implement handling procedures in accordance with the regulations and applicable labor 
laws, and report the incident to the local labor inspection agency (Occupational Safety and Health Center in central Taiwan) 
within 8 hours of its occurrence. In addition, we conduct statistical analysis of investigation reports and propose corrective 
and preventive measures.

7.4.4 Analysis of Occupational Injuries and Occupational Disease

In 2024, there were no industrial accidents or work-related incident or deaths of employees in the Company. There were a total 
of 21 injuries, all of which resulted from traffic accidents during employees' travels to/from work.

In addition, in 2024, contractors worked a total of 1,931,740 hours, with 3 work injury accidents occurring among contractors 
(occupational injury rate of 1.55). These included a restaurant staff member who suffered a burn resulting in 32 lost workdays, 
and cleaning and security personnel who suffered fall injuries at work, resulting in 3 and 6 lost workdays respectively, for a total 
of 41 lost workdays. All 3 incidents have completed accident investigations and corrective preventive measures have been 
implemented to prevent similar work injury accidents from recurring. There were no contractor fatalities this year.

The Company's occupational health and safety performance goal is to keep the number of material work-related accident at 
0. Below is the statistical information of occupational injury and occupational disease statistics in recent years.

Note 1: Occupational injury fatality rate = Number of occupational injury fatalities ÷ Total working hours × 1,000,000.
Note 2: Serious occupational injury refers to an occupational injury that prevents or makes it difficult for an employee to recover to their pre-injury 
              health condition within 6 months, excluding fatalities.
Note 3: Serious occupational injury rate = Number of serious occupational injuries ÷ Total working hours × 1,000,000.
Note 4: Number of recordable incidents refers to all occupational injury events that occurred during the year, including the number of serious 
              occupational injuries and occupational fatalities.
Note 5: Recordable incident rate = Number of recordable occupational injuries ÷ Total working hours × 1,000,000.
Note 6: Occupational disease incidence rate = Number of occupational diseases ÷ Total working hours × 1,000,000.
Note 7: Material work-related accident was defined as (1) Accidents involving death; (2) Accidents causing injuries to three people or more; (3) 
                Accidents causing injuries to one person or more that require hospitalization; or (4) All other categories of accidents designated and officially 
              announced by the central competent authority.

Statistical Items 2022 2023 2024

Total working hours 

Number of occupational injury fatalities 

Occupational injury fatality rateNote 1

Recordable incident rateNote 5

Serious occupational injury rateNote 3

Number of serious occupational injuriesNote 2

Number of recordable incidentsNote 4

Occupational disease incidence rateNote 6

Number of occupational disease cases

0

0

0

0

0

0

21

3.35

6,277,831 6,640,450 6,968,464

0

0

0

0

0

0

22

3.31

0

0

0

0

0

0

21

3.01

Subcontractor Occupational Safety and Health (OHS) Management

In order to achieve the goal of zero occupational accidents for contractors and prevent damage to plants, the Company 
established the "OHS Procurement Management Regulations" and the "Contractor Management Regulations". We screen for 
contractors deemed appropriate to undertake the commissioned work, and ask them to sign the "Subcontractor Safety and 
Health Commitment Letter” before work, declaring compliance with government labor and environmental regulations, Code 
of Conduct of the Responsible Business Alliance and other standards.

In order to strengthen the safety and health management capabilities of contractors, the Company holds a consultative 
organization meeting for the on-site contractors on contract within one month of the new year, requiring mutual safety and 
health education guidance, assistance, communication, inspections and other necessary matters to prevent occupational 
disasters among contracting enterprises. In addition, high-risk operations in the plant (such as elevated operations, hot work, 
live electricity, crane operations or confined spaces) are also required to be confirmed by the OHS Office before they can be 
carried out. The OHS Office conducts random inspections during the contractor's operations to review the implementation of 
the contractor's operation safety management.

There were a total of 387 applications for contractor operations in the plant in 2024. According to the regulations, the OHS Office 
conducted the annual safety and health performance evaluation on the contractors (33 in total) who had signed the contracts 
with Phison or worked in the plant every quarter before the end of the year, and reported the results to the management unit for 
contracting and outsourcing as a reference for future selection of contractors. The evaluation results of contractors this year 
showed only 1 contractor was listed as "Under Observation," while the rest were classified as excellent or standard. The main 
reason for being placed under observation was that the contractor failed to adopt fall prevention measures during elevated 
work operations, violating contractor management regulations.

Treat personnel injuries, 
control the site, and prevent 
secondary injuries

Emergency Drills

The Safety and Health Office 
gathers relevant personnel 
to complete the accident 
investigation report within 
the specified time limit

Accident 
Investigation

Based on the accident 
investigation results, 
propose effective 
improvement measures and 
keep relevant records

Correction and 
Prevention

Report the work-related 
accidents inside or outside 
the plant to the Safety and 
Health Office

Incident Occurs
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7.5 Employee-Employer Communication

The Company values employees' right to free associations, and set up Employee Code of Conduct, which stipulates employees' 
right to participate in associations, which will not affect their remuneration, promotion, and employment. Upholding the idea 
of respect and two-way communication, the Company not only holds the employee-employer meetings as required by 
law, but also actively establishes multiple communication channels, such as physical and online forum, anonymous mail 
box, complaints hotline, email address for complaints filing. The Company conducted an employee opinion survey again 
in 2024. Through the survey results, improvement policies will be implemented to enhance the quality and effectiveness 
of communication between labor and management, while also collecting employee suggestions as a basis for improving 
management effectiveness. In addition, if the Company needs to implement mass layoffs due to operational adjustments, 
it will comply with the notification and advance notice period requirements stipulated in Taiwan's Mass Layoff of Workers 
Protection Act and the Labor Standards Act.

Survey dimensions Included topics Satisfaction 
percentageAverage score18

4.18 81%

4.05 77%

3.85 68%

3.78 66%

To understand employees' perspectives on the organization's work culture, the Company's core values, managers' 
leadership styles, and various suggestions, the Company conducted an employee opinion survey targeting full-time 
employees in Taiwan who had been employed for at least three months. The number of respondents was 2,059, with 
a response rate of 53.80%. The survey covered four major dimensions, including "Immediate Manager Effectiveness," 
"Organizational Identification," "Employee Development," and "Compensation and Benefits." According to the survey 
results, the proportion of employees with a positive evaluation of overall employee satisfaction was 76.20%.

The Company also compared and analyzed the results across five dimensions: business groups, gender, years of 
service, age, and management/non-management roles versus the Company's overall satisfaction. The analysis results 
showed that the Sales & Marketing Group, System Solution Development Group, administrative departments, and female 
employees had significant differences from the Company's overall satisfaction rate of 76.20%. Other specific groups 
(aged 20 to 39 years, 3 to 8 years of service, non-management colleagues) also showed slightly lower satisfaction than 
the Company's overall satisfaction, but the differences were all below 5 percentage points, which is within a reasonable 
range.

Employee Opinion Survey

18The questionnaire uses a five-point scale (Strongly agree = 5 points, Agree = 4 points, Neutral = 3 points, Disagree = 2 points, Strongly 
    disagree = 1 point) for responses.

Leadership
Supervisor effectiveness
Supervisor guidance
Leadership

Organizational 
identification

Organizational loyalty
Organizational commitment
Shared goals and sense of values

Career development
Job clarity
Education and training
Sense of personal achievement

Salary and benefits
Basic salary
Benefits and bonuses
Salary equity

Improvement plan

1. Due to the anonymity of the questionnaire, HR will arrange interviews with some employees monthly to 
     further understand their thoughts and focus on employee issues, facilitating subsequent planning and 
     improvement.
2. Strengthen course training needs analysis and planning. In 2025, we will first focus on management 
     courses, and in 2026, we will plan the professional skills needed for each job category according to the 
     analysis results.
3. Regarding the promotion opportunities , HR will provide relevant performance data to division-level 
    managers twice a year, asking them to proactively review and discuss with department-level managers.
4. Expand the flexible work hours eligibility from the current RD and sales staff to include all personnel (some 
     positions will maintain the current work schedule due to operational needs and job characteristics). 

Phison Taiwan 
operations location

2021 Mercer 2,194 1,695 77.26% 78.00% 64.26%

3,827 2,059 53.80% 76.20% 79.78%
Human 
Resources 
Department

2024

17Survey coverage rate = Total number of participants / Total number of Phison Electronics group employees at the end of 2024.

Year
Total 

number of 
participants

Number of 
respondents

Response rate 
(%)

Positive 
rating (%)

Survey coverage 
rate (%)17 

Survey 
implementing 

unit
Region

Channels and Frequency of Communication

Category No. of Sessions 
in 2023Timing

0 1Employee opinion 
survey Execute as necessary

4 4New employee 
opinion survey Prior to new employee symposium

4 4New employee 
symposium

At least held semiannually in which the CEO 
communicates with new employees

Employee seminar 4 4Held after the investor conference to inform employees 
of Phison's operations and future goals

4 4Employee-employer 
meeting

Held by the Human Resource Department on a 
quarterly basis to facilitate communications between 
employees and the employer on the subject of labor 
rights

No. of Sessions 
in 2024
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The Company fully understands that the sustainable development of an enterprise relies on the prosperity and stability 
of society. Therefore, we develop our strategies of social investment in pursuit of common good by leveraging our core 
businesses in combination with internal and external resources, and committing to five social work themes, namely 
"support for students", "support for the disadvantaged", "environmental protection", "community care", and "social 
innovation." In doing so, we hope to use our specialties to help solve social issues and exert Phison's unique social 
influence.

Our General Affairs Department of the Administration Division is in charge of the planning and implementation of social 
participation. We are also active in building a volunteer culture in Phison, hoping in doing so to not only facilitate social 
integration but also improve our employees' cohesion and our brand image.

As for the Company's for-benefit performance, the Company contributed a total of NT$13,292,320 (including donations 
of funds and resources) towards charitable causes, with 930 volunteer hours cumulatively in 2024.

8.1 Charity Events and Phison Group Strategies

8. Social Participation

Social Innovation

Sponsorship for the 2024 NYCU Electrical Engineering baseball team

Sponsorship for the 2024 NCKU Cultural and Educational Foundation 
spring/fall recruitment event expenses

Sponsorship for the establishment of Artificial Intelligence Voice 
Research and Development Center Laboratory at NYCU College of 
Industrial Innovation

Sponsorship for NYCU Electrical Engineering Week activities

Sponsorship for NYCU Electrical Engineering Department anniversary 
celebration

Sponsorship for NYCU 2024 Computer Science Night event expenses

Sponsorship for NYCU Overseas Chinese Student Association sound 
equipment upgrade

Sponsorship for Spring Foundation of NCTU 2024 Mei-Chu Hackathon 
Event

Sponsorship for Malaysian Business Association's 2024 Malaysian 
Sports Event/Malaysian Cultural Day

Donation of AI100E 320GB SSD *1pcs to National Taiwan Ocean 
University

Donation of AI100E 320GB *2pcs to NCKU Center for Humanities 
and Social Sciences

Sponsorship for the 27th International Conference on Oriental 
COCOSDA (Committee for the Co-ordination and Standardisation 
of Speech Databases and Assessment)

Sponsorship for the 35th VLSI Design/CAD Symposium

Donations in cash totaled NT$1,862,000, while the total value of 
supplies donated reached NT$7,842.

Support for the Disadvantaged

Donations in cash totaled NT$112,600, while the total value of 
supplies donated reached NT$34,378.

Donation to Syin-lu Foundation's “multiple support services for people 
with mental developmental disabilities”

Charity Visit and Donation of Supplies - Saint Joseph Social Welfare 
Foundation/ Huashan Social Welfare Foundation/ Shihguang Home 
for the Disabled

Sponsorship of 1919 Food Bank

Environmental Protection

Second year donation to Lovely Taiwan Foundation’s Shennong 
Farming Project

Donations in cash totaled NT$2,000,000.

Donation to the Tse-Xin Organic Agriculture Foundation (TOAF) 
"Coastal Forest Restoration Long-term Program" for tree 
cultivation

Adoption of Luodong Forest District Office's 2024 national forest 
afforestation plan

Donation for public facilities greening and beautification plants 
to Miaoli county government

Community Care

National Friends of the Police Association establishment sponsorship 
fund

Donation of 300 bags of rice to Wei Gong Hospital for health 
examination promotion

Donated Mentor-200AI Workstation to Good Liver Foundation

Fun to Go to Schools - Donation to Nanhe Elementary School/Liyu 
Elementary School

Taiwan Health Foundation 2024 Family Day Charity Run Donation

Donations in cash totaled NT$1,520,000, while the total value of 
supplies donated reached NT$2,640,500.

Support for Students

Sponsor the 2024 NCTU financial aid and guidance fund for 
disadvantaged students

Sponsor the NTHU Malaysia volunteer team

Sponsor the NYCU Department of Electrical Engineering talent 
cultivation scholarship

Sponsor the NYCU College of Electrical Engineering Simon Sze 
academician lecture and scholarship

Donation to NYCU Global Talent Program

Sponsor Pantao Elementary School for improving teaching 
environment, equipment, and campus team activity competition 
subsidies

Donation to 2024 NYCU Department of Electrical Engineering 
freshman orientation camp activities expenses

Sponsor NTHU's 2024 Family Day Charity Run Donation

Donations in cash totaled NT$5,115,000.

Note: Of the 930 volunteer hours, 474 were in office hours, and the remaining 456 were in off-hours and on holidays.
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8.2 Annual Charity Performance

Analysis of Charity Categories

Category Amount (NT$) Percentage(%)

Charity donation 5,261,978 39.59%

Community investments 6,160,500 46.34%

Commercial donations 1,869,842 14.07%

13,292,320Total money for annual charity 
activities 100%

Cost Analysis of Charitable Expenses

Cash input

Time input

In-kind giving

Administrative costs

10,609,600

506,469

2,682,720

116,619

13,915,408Total costs of annual charity
activities

76.24%

3.64%

19.28%

0.84%

100%

Note: Time input calculation method:
Volunteer hourly wage = (Average salary for non-managerial positions / total working days in 2024) / daily working hour
Total volunteer time value = volunteer hours invested during business hours * volunteer hourly wage

Item

Lobbying group; advocacy group

Political activities; candidate

Business association, 
associations, or tax exempt group

Total

2021

0

0

0 

0 

2023

0

0

0

0

Donated funds and expenses in the past four years for political activities, industrial associations, and tax-exempt groups are 
as follows: donated fund in this regard was NTD 240 thousand in 2024. 

0

0

0

0

2022

0

0

240

240

2024
Unit: NT$ thousand

The Company's "Fun to Go to Schools" five-year support program has entered its fourth year. Volunteers chose to provide 
service before the Mid-Autumn Festival, leading children to learn about traditional festivals and the historical origins of 
Mid-Autumn customs. At the same time, they introduced STEAM education in an accessible way, presenting astronomy 
knowledge related to the moon, and worked with the children to DIY assemble and paint moon lamps.

Through this educational activity, the children not only learned about the origins of eating mooncakes and pomelos, but 
also acquired a wealth of knowledge about the moon, including that the moon is Earth's only natural satellite, as well as 
information about the moon's circumference, volume, and distance from Earth. Finally, they expressed their aesthetic 
creativity by using paintbrushes to complete their own dreamy moon lamps. When the instructing engineers introduced 
how Phison helped space startup Skycorp test SSDs in a lunar mission in September 2022, and showed photos of the 
SSDs that had returned to Earth after a space adventure, the children exclaimed in amazement, saying: "How romantic!

As the Company is located in Miaoli County, Phison has chosen to deeply cultivate the local community. For four con-
secutive years, we have recruited company colleagues to form volunteer teams to serve at Liyu Elementary School in 
Sanyi Township and Nanhe Elementary School in Gongguan Township in Miaoli County, making an effort to help local 
rural schools. We have also made donations to both schools to enrich the resources available to children on their learning 
journey. Over the past four years, the volunteer team has also grown together with the children, striving to bring more 
meaningful courses to everyone and cultivating students' potential.

Commercial donations, 
14.07%

Community investments, 
46.34%

Charity donation, 
39.59%

In-kind giving, 
19.28%

Time input, 
3.64%

Cash input, 
76.24%

Administrative costs, 
0.84%Category Amount (NT$) Percentage(%)

Highlight Project 1: 
Phison Electronics "Fun to Go to Schools" Five-Year Support Program Enters its Fourth Year
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Highlight Project 2: 
Xinpu Elementary School "Shennong Farming Project" Evolves by Integrating Coastal Features

The Company, in order to enhance community identity and reduce the urban-rural gap, has chosen to cooperate with 
Xinpu Elementary School in Miaoli, which has rich marine resources, on the "Shennong Farming Project" since 2023. The 
Company invests 1 million NTD annually to support the Lovely Taiwan Foundation in implementing this project for six 
consecutive years, and it has now successfully entered its second year.

In the first year of the project, Xinpu Elementary School already established the East School Field at the school entrance, 
with a total area of 90 square meters, collaborating with the local community for joint farming, promoting community 
development and interaction. This year, they further developed the West School Field inside the campus with a total area 
of 108 square meters, which not only has ten crop planters but also grows more diverse fruits and vegetables including 
Surinam cherry, avocado, and others, with trellises set up for climbing crops.

We deeply believe that food and agriculture education is not just about going from planting to eating, but should also be 
innovative education and environmental education. Through understanding and practical implementation of the "Shen-
nong Farming Project," children can experience the beauty of their hometown, truly feel the value of the land, strengthen 
their identification with their hometown, while also stimulating their curiosity about interdisciplinary knowledge, thereby 
cultivating their ability to comprehensively apply knowledge from various fields to solve practical problems.

Highlight Project 3: 
Protecting Coastal Ecosystems - Phison Electronics Implements "Coastal Forest Restoration 

Long-term Program" for Four Consecutive Years

Since 2021, Phison Electronics has been promoting the "Coastal Forest Restoration Long-term Program," leading volun-
teers for four consecutive years to plant sea hibiscus, screw pine, and casuarina seedlings that are adapted to the coast-
al environment along the shoreline. In 2024, Phison chose to plant a total of 1,000 new trees in the Mao'erding section of 
Zhubei, Hsinchu, and the Jixin and Jibao sections of Yilan. A coastal tree planting event was also held on coastal land at 
Zhubei New Moon Bay, working together with the Tse-Xin Organic Agriculture Foundation to maintain the stability of the 
coastline and protect the ecological environment.

In 2023, the strong typhoon Suala caused Taiwan's coastline to recede further. To stabilize the sand, the Tse-Xin Organic 
Agriculture Foundation urgently built fences and planted trees at New Moon Bay, which is now showing initial results. 
Under the guidance of the tour, Phison volunteers witnessed firsthand the effectiveness of coastal tree planting and were 
deeply moved by the newly accumulated soil and sand layers. Compared to wave breakers which only treat symptoms 
but not the root cause, tree planting is the best solution to prevent land loss. In addition, tree planting can also improve 
air quality, regulate climate, and enhance the stability and sustainability of coastal ecosystems.
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Appendix
Appendix 1: GRI Content Index Table

Disclosures

GRI 1: Foundation 2021

GRI 2: General Disclosures 2021

1. The organization and its reporting practices

3. Governance

4. Strategy, policies and practices

2. Activities and workers

5. Stakeholder engagement

Disclosure 2-1 Organizational details 1.1Company Profile 14

Disclosure 2-9 Governance structure and composition 3.2 Corporate Governance 28

Disclosure 2-22 Statement on sustainable development strategy A Message from the CEO 6-7

Disclosure 2-14 Role of the highest governance body in 
sustainability reporting 3.2 Corporate Governance 27

Disclosure 2-27 Compliance with laws and regulations 3.4 Regulatory Compliance 33

Disclosure 2-6 Activities, value chain and other business 
relationships

1.2 Primary Products and Sales 
       Regions 16

Disclosure 2-29 Approach to stakeholder engagement 2.1 Material Topics Identification 
       Procedures 18

Disclosure 2-2 Entities included in the organization’s 
sustainability reporting 3.6 Economic Performance 4

Disclosure 2-10 Nomination and selection of the highest 
governance body 3.2 Corporate Governance 28

Disclosure 2-23 Policy commitments 7.2 Talent Attraction & Retention 79

Disclosure 2-15 Conflicts of interest 3.2 Corporate Governance 28

Disclosure 2-28 Membership associations 1.3 Participation in External 
       Organizations 17

Disclosure 2-7 Employees 7.1 Employment Overview 69

Disclosure 2-30 Collective bargaining agreements Omission

Disclosure 2-3 Reporting period, frequency and contact point About this Report 4

Disclosure 2-11 Chair of the highest governance body 3.2 Corporate Governance 27

Disclosure 2-24 Embedding policy commitments 5.1 Supply Chain Management 50

Disclosure 2-16 Communication of critical concerns 3.2 Corporate Governance 27

Disclosure 2-19 Remuneration policies 3.2 Corporate Governance 30

Disclosure 2-8 Workers who are not employees 7.1 Employment Overview 69

Disclosure 2-4 Restatements of information No information restatement events 
this year

4

Disclosure 2-12 Role of the highest governance body in 
overseeing the management of impacts 3.2 Corporate Governance 27

Disclosure 2-25 Processes to remediate negative impacts 7.2 Talent Attraction & Retention 79

Disclosure 2-17 Collective knowledge of the highest governance 
body 3.2 Corporate Governance 29

Disclosure 2-20 Process to determine remuneration 3.2 Corporate Governance 30

Disclosure 2-5 External assurance Appendix 4 107-109

Disclosure 2-13 Delegation of responsibility for managing 
impacts 3.2 Corporate Governance 27

Disclosure 2-26 Mechanisms for seeking advice and raising 
concerns 3.3 Ethical Corporate Management 32

Disclosure 2-18 Evaluation of the performance of the highest 
governance body 3.2 Corporate Governance 30

Disclosure 2-21 Annual total compensation ratio 7.2 Talent Attraction & Retention 74

Related Report Section(s) Reasons for 
OmissionPage No.

Material Topics

Material Topic Disclosure

Economic Performance
Disclosure 3-3 Management of material topics 37

GRI 201: Economic Performance 2016

78Disclosure 201-3 Defined benefit plan obligations and other 
retirement plans

34Disclosure 3-3 Management of material topics

Disclosure 305-7 Nitrogen oxides (NOx), sulfur oxides (SOx), and 
other significant air emissions

4.Green Products

59Disclosure 305-3 Other indirect (Scope 3) GHG emissions

60Disclosure 302-1 Energy consumption within the organization

GRI 308: Supplier Environmental Assessment 2016

50Disclosure 414-1 New suppliers that were screened using social 
criteria

38Disclosure 201-1 Direct economic value generated and 
distributed 3.6 Economic Performance

38Disclosure 201-4 Financial assistance received from government 3.6 Economic Performance

GRI 305: Emissions 2016

3.Innovation Management

43Disclosure 3-3 Management of material topics 4.1 Innovative R&D

59Disclosure 305-4 GHG emissions intensity 6.1 Climate Strategy

Information not available/incompleteDisclosure 302-2 Energy consumption outside of the organization Omission

50Disclosure 308-1 New suppliers that were screened using 
environmental criteria 5.1 Supply Chain Management

50Disclosure 414-2 Negative social impacts in the supply chain and 
actions taken 5.1 Supply Chain Management

58Disclosure 201-2 Financial implications and other risks and 
opportunities due to climate change 6.1 Climate Strategy

2.Risk Management

Disclosure 305-6 Emissions of ozone-depleting substances (ODS) N/A

45Disclosure 302-5 Reductions in energy requirements of products 
and services 4.1 Innovative R&D

59Disclosure 305-2 Energy indirect (Scope 2) GHG emissions 6.1 Climate Strategy

GRI 302: Energy 2016

49Disclosure 3-3 Management of material topics 5.1 Supply Chain Management

GRI 414: Supplier Social Assessment 2016

59Disclosure 305-1 Direct (Scope 1) GHG emissions 6.1 Climate Strategy

43Disclosure 3-3 Management of material topics 4.1 Innovative R&D

N/A

5.Supply Chain Management

59Disclosure 305-5 Reduction of GHG emissions 6.1 Climate Strategy

61Disclosure 302-4 Reduction of energy consumption 6.2 Energy Resources Management

60Disclosure 302-3 Energy intensity 6.2 Energy Resources Management

50Disclosure 308-2 Negative environmental impacts in the supply 
chain and actions taken 5.1 Supply Chain Management

Related Report Section(s) Reasons for 
OmissionPage No.

Statement of Use: Phison Electronics Corp. has reported in accordance with the GRI Standards for the period from Jan-
uary 1, 2024 to December 31, 2024.
GRI 1 Used: GRI 1: Foundation 2021
Applicable GRI Sector Standard(s): N/A

Disclosures

Disclosure 3-1 Process to determine material topics

Disclosure 3-2 List of material topics

2.1 Material Topics Identification 
       Procedures
2.1 Material Topics Identification 
       Procedures

Related Report Section(s) Reasons for 
OmissionPage No.

3.6 Economic Performance

5.1 Supply Chain Management

6.2 Energy Resources Management

No ozone-depleting substances were 
used or discharged during the reporting 
period

No nitrogen oxides (NOX), sulfur oxides 
(SOX), and other major gases were 
used or discharged during the reporting 
period

As the Company does not have a labor 
union, there is currently no collective 
bargaining agreement.

6.1 Climate Strategy

3.5 Risk Management

7.2 Talent Attraction & Retention

18

24-25
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Material Topic Disclosure

6.Talent Attraction & Retention

GRI 401: Employment 2016

GRI 405: Diversity and Equal Opportunity 2016

GRI 406: Non-discrimination 2016

GRI 404: Training and Education 2016

7.Talent Development and Training

Related Report Section(s) Reasons for 
OmissionPage No.

71Disclosure 401-1 New employee hires and employee turnover 7.1 Employment Overview

75Disclosure 401-2 Benefits provided to full-time employees that 
are not provided to temporary or part-time employees 7.2 Talent Attraction & Retention

79Disclosure 406-1 Incidents of discrimination and corrective 
actions taken 7.2 Talent Attraction & Retention

86Disclosure 404-3 Percentage of employees receiving regular 
performance and career development reviews 7.3 Talent Development and Training

85Disclosure 404-1 Average hours of training per year per employee 7.3 Talent Development and Training

Disclosure 3-3 Management of material topics 7.2 Talent Attraction & Retention

Disclosure 404-2 Programs for upgrading employee skills and 
transition assistance programs Omission Information not available/incomplete

82Disclosure 3-3 Management of material topics 7.3 Talent Development and Training

78Disclosure 401-3 Parental leave 7.2 Talent Attraction & Retention

28
69Disclosure 405-1 Diversity of governance bodies and employees

747.2 Talent Attraction & RetentionDisclosure 405-2 Ratio of basic salary and remuneration of 
women to men

Other Topics

Other Topic Disclosure Related Report Section(s) Reasons for 
OmissionPage No.

GRI 205: Anti-corruption 2016

GRI 207: Tax 2019

GRI 206: Anti-competitive Behavior 2016

GRI 408: Child Labor 2016

GRI 418: Customer Privacy 2016

Disclosure 205-3 Confirmed incidents of corruption and actions 
taken 3.3 Ethical Corporate Management

33Disclosure 206-1 Legal actions for anti-competitive behavior, 
anti-trust, and monopoly practices 3.4 Regulatory Compliance

Disclosure 205-2 Communication and training about anti-
corruption policies and procedures 3.3 Ethical Corporate Management

42Disclosure 418-1 Substantiated complaints concerning 
breaches of customer privacy and losses of customer data 3.7 Information Security

Disclosure 207-4 Country-by-country reporting 3.6 Economic Performance

GRI 403: Occupational Health and Safety 2018

927.4 Occupational Safety and HealthDisclosure 403-9 Work-related injuries

79,82Disclosure 408-1 Operations and suppliers at significant risk for 
incidents of child labor 7.2 Talent Attraction & Retention

Appendix 2: Sustainability Accounting Standards 
                         Board (SASB) Content Index

Topic Code Accounting Metric Report Contents / Data Page No.Category

Greenhouse 
Gas Emissions

Energy 
Management in 
Manufacturing

Water 
Management

Waste 
Management

Employee 
Health & Safety

Product Lifecycle 
Management

Activity Metrics

TC-SC-000.A Total production 102,166 thousand units of 
NAND Flash Memory Module 
Product
82,541 thousand units of ICs
330,902 thousand units of 
controller ICs

14Quantitative

Intellectual 
Property Protection 
& Competitive 
Behavior

TC-SC-520a.1 Total amount of monetary losses as a result 
of legal proceedings associated with anti-
competitive behavior regulations

In 2024, there was one patent 
litigation case, but it is still 
ongoing with no final judgment 
yet, so the amount of loss 
cannot be calculated at this 
time.

Quantitative

Materials Sourcing TC-SC-440a.1 Description of the management of risks 
associated with the use of critical materials

5.2 Conflict Minerals Control 55Discussion 
and Analysis

TC-SC-410a.2 Processor energy efficiency at a system-level for: 
(1) servers,
(2) desktops, and
(3) laptops

Phison Electronics is not an 
end products manufacturer 
of processors, so there is no 
corresponding applicable 
content.

Quantitative

TC-SC-410a.1 Percentage of products by revenue that contain 
IEC 62474 declarable substances

0%   The company's products 
do not meet the threshold for 
declaration of IEC 62474

Quantitative

Recruiting & 
Managing a Global & 
Skilled Workforce

TC-SC-330a.1 Percentage of employees that require a work 
visa

1.35% 69Quantitative

TC-SC-320a.2  Total amount of monetary losses as a result 
of legal proceedings associated with employee 
health and safety violations

NT$0 33Quantitative

TC-SC-320a.1 Description of efforts to assess, monitor, and 
reduce exposure of employees to human health 
hazards

7.4 Occupational Safety and 
Health

90-91Discussion 
and Analysis

TC-SC-150a.1 Amount of hazardous waste from 
manufacturing 
Percentage of hazardous waste recycled

39.33 metric tons
0.0051%

63Quantitative

TC-SC-140a.1 Total water withdrawn, 
Total water consumed, percentage of each in 
regions with High or Extremely High Baseline 
Water Stress

0%
0%

61Quantitative

TC-SC-130a.1 Total energy consumed
Percentage grid electricity
Percentage renewable

128,678.707 GJ
94.18%
5.55%

60Quantitative

TC-SC-110a.2 Discussion of long-term and short-term 
strategy or plan to manage Scope 1 emissions, 
emissions reduction targets, and an analysis of 
performance against those targets

Sustainability Management 
Indicators

10-11Discussion 
and Analysis

TC-SC-110a.1 Gross global Scope 1 emissions
Amount of total emissions from perfluorinated 
compounds

344.6144 metric ton CO2e
0 metric ton CO2e

59Quantitative

TC-SC-000.B QuantitativePercentage of production from owned facilities 0% 16

7.1 Employment Overview
3.2 Corporate Governance

72

32

32

39
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Appendix 3: Taipei Exchange Rules Governing the 
                        Preparation and Filing of Sustainability                           
                        Sustainability Reports by TPEx Listed 
                        Companies - Table 1-8 Sustainability 
                        Disclosure Indicators - 
                        Semiconductor Industry

Code Indicator Indicator 
Category UnitAnnual Disclosure Status

1

2

3

4

5

6

7

8

Total water intake and total water 
consumption Quantitative 101.57 Thousand cubic meters,

19.58 Thousand cubic meters
Thousand cubic meters 
(1,000m³)

Total energy consumption, percentage of 
purchased electricity, and percentage of 
renewable energy consumption

128,678.707 GJ, 94.18%, 5.55% Gigajoules (GJ), percentage (%)Quantitative

The weight and recycling percentage of 
hazardous waste generated 39.33(t), 0.0051% Metric tons (t), percentage (%)Quantitative

Description of work-related accident category, 
number of victims, and percentage No occupational injuries in 2024 Quantity, percentage (%)Quantitative

Disclosure of product life cycle management: 
Including the weight, and percentage of recycling, 
of electronics waste and scrapped products

39.33(t), 0.0051% Metric tons (t), percentage (%)Quantitative

A description of the risk management 
associated with the use of critical materials

Qualitative 
description 5.2 Conflict Minerals Control Not applicable

Total amount of monetary losses as a 
result of legal proceedings associated with 
anticompetitive behavior regulations

0 Reporting currencyQuantitative

QuantitativeProduction by product category

102,166 thousand units of NAND 
Flash Memory Module Product
82,541 thousand units of ICs
330,902 thousand units of controller 
ICs

Varies by product category

Appendix 4: Independent Assurance Opinion 
                       Statement
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