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Chapter 4: Summary of 2021

Highlights

Performance Highlights

High-performing human capital is the cornerstone to a company’s sustainable
management and the key to its pursuit of excellence. Founded on our human-centric philosophy, PEC provides well-rounded beneﬁts system, enriched and diverse
learning resources and training courses, as well as a competitive salary system to
enhance our employees’ core competencies and our corporate competitiveness,
thereby attracting professional talents from the biotechnology industry to form a
high-quality team at PEC. Over the past three years, we have successfully created a safe, healthy, and happy workplace environment for our employees through
maintaining an excellent record of zero occupational accidents.

Relevant Material topics

Attraction and
Retention

Relevant stakeholders

Employees

Shareholders
and Investors

91%

69%

Average retention rate
of PEC Taiwan

Nearly 70% of our employees hold
Master’s and PhD degrees.

Gender-balanced

100%

Equivalent number of male and
female employees in Taiwan.

Completion rate of employee
performance assessment.

49%

100%

Nearly 50% of PEC Taiwan employees
have been working with us
for more than 5 years.

Employee reinstatement and
retention rate after parental leave.

NT$2.52 million

100%

Total employee beneﬁt expense
in Taiwan.

Implementation rate of maternal
health protection program in Taiwan.

0 occupational accident
Human Rights

Suppliers and
Business Partners

Local
Community

58+ sessions
252 participants
Internal and external occupational
safety and health staff training
in Taiwan.
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4-1

A Happy Workplace

Creating a Stable and Inspiring Environment for Employees
To formulate a work environment conducive to stable retention, we strive to inspire the developments of internal staff through
various systems. We understand employees’ expectations through referring to Global Culture Report and routine new employee
feedback survey to strive for improvement. In addition, we systematically develop and attract external talents to join us through
corporate internships, government projects, etc
.
We set up subsidiaries all over the world. The workforce structure in Taiwan and the U.S. also highlights the three main characteristics of our human resources: globalized operations, localization recruitment and promotion, gender equality and inclusion,
and stable retention of talented people. Our U.S. Subsidiary currently has 75 employees engaged in various functions, ranging
from marketing and product sales, medical research, clinical trials, administrative management, and business management.

Humane
Management
Training
and
Development

Friendly
Environment

Stable and
Motivating Talent
Environment
Internship
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Governmental
Project
Cooperation

Average retention rate
of PEC Taiwan is
over 90%

Gender-balanced
Smooth
Internal
Rotation

Compensations
and Benefits

91%

Equivalent number of
male and female employees
in Taiwan.

High retention rate
Nearly 50% of senior employees
with more than 5 years of
experience in Taiwan headquarter
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GRI 405-1

  Manpower Structure of Taiwan in 2021
Category

By job type

By position
(Note 1）

By age

By
educational
background

By seniority

Total (Note 2 -3)
Note 1:
Note 2:
Note 3:

Sub-category

Male
Number of
person(s)

Female

As a percentage
of sub-category

Number of
person(s)

Total

As a percentage
of sub-category

Number of
person(s)

As a percentage of
total employees

R&D

31

48%

34

52%

65

30%

Manufacture and production

61

54%

53

46%

114

53%

Administrative

10

26%

28

74%

38

18%

Operational management directors
(Vice President and above)

3

75%

1

25%

4

2%

Senior-level supervisors
(department directors and above)

9

60%

6

40%

15

7%

Middle-level supervisors (managers and above)

13

48%

14

52%

27

12%

Junior-level supervisors
(team leaders)

15

63%

9

38%

24

11%

Staff level

62

42%

85

58%

147

68%

< 30 (incl.)

10

37%

17

63%

27

12%

30 - 50 (incl.)

78

48%

86

52%

164

76%

> 51 (incl.)

14

54%

12

46%

26

12%

PhD

21

64%

12

36%

33

15%

Master’s

56

46%

67

54%

123

57%

Bachelor

22

42%

30

58%

52

24%

3

33%

6

67%

9

4%

< 1 year

11

39%

17

61%

28

13%

1 － 3 years

21

45%

26

55%

47

22%

3 － 5 years

13

42%

18

58%

31

14%

5 － 10 years

45

55%

37

45%

82

38%

10 － 20 years

13

43%

17

57%

30

14%

102

47%

115

53%

217

100%

Others

Among the positions, middle-level managers and above refer to senior managers. The ratio of local recruitment has reached 89.5% (of the19 persons, 17 are local residents), and the data do not
include Panco Healthcare or other PEC subsidiaries.
All employees of PEC headquarters are full-time employees (indeﬁnite contract employees) and full-time contract workers (work at PEC for at least 40 hours per week).
As of December 31, 2021, PEC headquarters has 2 physically or mentally disabled employees, and the weighted number of disabled employees amounts to 3.
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  Manpower Structure of Panco Healthcare in 2021
Category
By job type

By position
(Note 1)

By age

By educational
background

By seniority

By contracts
Total (Note 2)
Note 1:
Note 2:
Note 3:
Note 4:
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Sub-category

Male
Number of
person(s)

Female

As a percentage
of sub-category

Number of
per-son(s)

Total

As a percentage
of sub-category

Number of
person(s)

s a percentage of
total employees

Manufacture and production

6

55%

5

45%

11

69%

Administrative

2

40%

3

60%

5

31%

Operational management directors
(Vice President and above)

0

0%

1

100%

1

6%

Senior-level supervisors
(department directors and above)

0

0%

0

0%

0

0%

Middle-level supervisors
(managers and above)

1

33%

2

67%

3

19%

Junior-level supervisors
(team leaders)

2

100%

0

0%

2

13%

Staff level

5

50%

5

50%

10

63%

< 30 (incl.)

1

33%

2

67%

3

19%

30 - 50 (incl.)

7

64%

4

36%

11

69%

> 51 (incl.)

0

0%

2

100%

2

13%

PhD

1

100%

0

0%

1

6%

Master’s

2

50%

2

50%

4

25%

Bachelor

5

46%

6

54%

11

69%

Others

0

0%

0

0%

0

0%

< 1 year

0

0%

2

100%

2

13%

1-3 year

2

50%

2

50%

4

25%

3-5 year

5

71%

2

29%

7

44%

5-10 year

1

50%

1

50%

2

13%

10-20 year

0

0%

1

100%

1

6%

Full-time job

8

57%

6

43%

14

88%

Part-time job

0

0%

2

100%

2

13%

8

50%

8

50%

16

100.00%

Among the positions, middle-level managers and above are senior managers.
All employees of Panco Healthcare are full-time contract workers (work at PEC for at least 40 hours per week).
At the end of 2021, Panco Healthcare has not had current physically or mentally disabled employees.
The complete HR capital data only includes PEC HQ and Panco Healthcare, and do not include other foreign subsidiaries. The total number of employees disclosed was 109 persons.
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HC-BP-330a.1~a.2

BP-330a.1~a.2

To meet the milestone of globalization and continuous development of innovative new drug research and development,
PEC has been recruiting talents from biomedical, R&D, medical and clinical ﬁelds, and those with expertise in globalized
management. We select employees based on their skills and
core competence and we use diverse and openness recruitment channels in the spirit of non-discrimination and fair treatment to select suitable candidates. The amount of employees
have steadily grown over the past three years. To stimulate
organizational revitalization and cultivate a wide range of talents, when new business needs arise or important job vacancies arise, we will also give priority to staff rotation evaluation.
For resigning employees, supervisors are required to interview
with each resigning employee to understand the reasons and
room for improvement. Building talent retention programs, reduce the turnover rate and stabilize the continuous retention of
outstanding talents.

  Growth rate of employee numbers of Taiwan headquarters in the recent 3 years
2019

2020

2021

9.04%

4.15%

7.96%

Note 1. Growth rate of employee number =
(employee number at current year-end
- that at prior year-end) ÷ employee
number at prior year-end

  New regular hires and employee turnover of Taiwan headquarters and Panco Healthcare in the most recent 3 years   
2019
Category

New hires
Male

< 30 (incl.) of age
30 - 50 (incl.) of age
> 51 (incl.) of age
Total
Percentage of new hires to employee turnover

2020
Employee turnover

Female

GRI 401-1

Male

New hires

Female

Male

2021
Employee turnover

Female

Male

New hires

Female

Male

Employee turnover

Female

Male

Female

5

5

-

3

4

5

2

2

5

8

1

1

17

6

11

4

8

13

12

6

8

13

10

5

-

-

1

1

3

3

2

1

1

2

3

0

22

11

12

8

15

21

16

9

14

23

14

6

11.96%

5.98%

6.52%

4.35%

7.35%

10.29%

7.84%

4.41%

6.24%

10.24%

6.24%

2.67%

Note 1. The data from 2019 does not include the subsidiary Panco Healthcare.
Note 2. Percentage of new hires = 2021 accumulated new hires ÷ (employee number at the beginning of period + end of period) / 2.
Note 3. Percentage of resignees = 2021 accumulated resignees ÷ (employee number at the beginning of period + end of period) / 2.
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Global Recruitment Strategies -

Recruitment in the United States
As an industry requiring extensive knowledge and experience, employees are our
most valuable assets. Besides formulating
a comprehensive talent system in Taiwan
HQ, for our U.S. subsidiary, we have also
formulated a specific employee system
and benefits handbook which elaborates
our commitment and protection of the employees.

Fair Employment and Recruitment
We provide equal opportunities to all and
do not factor in a person’s race, religion,
skin color, gender (including pregnancy,
sexual orientation, or gender identity), nationality, disability, age, hereditary information, or any other status protected by Federal, state, or local laws. We strictly abide
by our commitment to equal employment
principles and anti-discriminations policy.
When recruiting new employees, besides
factoring in abilities and experiences, we
also encourage employees to ﬁle applications and to recruit new talents for us. We
gladly provide referral bonuses to eligible
employees.
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Employees Performance Evaluation
and Promotional System
PEC has formulated a systematic performance management system that conducts
performance evaluation on an annual basis.
The salary adjustments and promotions of
employees are determined by their work
performance, attendance, quality of work,
ability to work independently, attitude, coordination skills, incentives/disincentives given, and the ratio of their overall performance
improvements.

Employee Care Policy
Besides specifying the implementation of
various employee care policies, including
telephone communications, rules on smoking, realizing a workplace environment with
no drug abuse, drug abuse management,
and rules on safety and accident prevention,
we have also formulated policies on workplace violence preventions and promise to
thoroughly investigate any violent conduct
against employees when employees are fulﬁlling their duties. We also adopt proper response measures, including accepting legal
investigations at proper times to build a safe
and reliable workplace environment.

Anti-discrimination and Anti-harassment
PEC commits to providing employees with a work environment that is
fair, respectful, and digniﬁed, and we respect all basic human rights
of our employees. To honor this promise, PEC adopts a zero-tolerance policy against employee harassments. We clearly follow anti-discrimination, Pregnancy Discrimination Act, and the Americans
with Disabilities Act to safeguard the provision of a quality work environment. We have formulated comprehensive handling procedures
against workplace harassments, and we prudently handle sexual
harassment reports. Internal grievance channels and comprehensive investigation mechanisms have been established and punitive
measures are included to root out such conduct. In addition, we also
provide remedies to employees to truly build a friendly work environment in practice.

Competitive Compensation and Benefits
PEC is very open about our compensations system such as salary
levels, taxes and insurance deductions, and descriptions of salaries
and benefits. Comprehensive benefits standards that specify general beneﬁts, medical insurance, health insurance system, pension
plan, employee relief system, labor insurance, and business travel
system, have been formulated, so that all employees can clearly
understand their rights and beneﬁts. In terms of leaves, on top of the
general personal leave, sick leave, and funeral leave, we have also
formulated religious activity leave, annual leave, paid sick leave,
paid leave, military leave, and civil duty leave (e.g., jury duty, serving
as a witness, or elections) and ﬂexible work hours for nursing mothers, to care for our employees’ physical and mental well-being.
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Competitive Compensation and Benefits

Competitive and Fair Salary System
PharmaEssentia is equal towards all employees, and the overall salary does not vary
regarding differences in gender, religion, race, nationality, or party afﬁliation. To stay
on top of the biotech job market and to both retain high-performing staff and attract external talents, we also commissioned external consulting companies to research about
the average compensations and beneﬁts standard in the industry. Each year, based on
the achievement of the Company's annual management goals, the individual's annual
performance appraisal and the external salary and benefit survey, performance pay
adjustment, promotion pay adjustment and structured pay adjustment are conducted
respectively to provide salaries that are better than the industry level. To encourage employees' long-term retention and boost employee cohesion, we also provide proﬁt-sharing mechanisms such as employee stock options, issuance of new restricted employee
shares treasury shares transfers or cash capital increase by issuance of new employee
shares to motivate employees to co-create innovations and operating performance, as
well as to create long-term value with PEC.

Over the past three years, the total salary and average salary of our full-time employees who are not in supervisory positions (excluding managers) have increased
signiﬁcantly, which is an exemplary of our salary incentive for mid-tier and advanced
talents and personnel who have received promotions, as well as our continuous salary increase for our junior staff.
  Information on salary of 2019~ 2021 non-managerial full-time employees of Taiwan
headquarters
Year
Amount of employee
Total Salary
Average Salary

  Ratio of remuneration and compensation of male employees compared to
female employees in 2020 of Taiwan headquarters (Note)                            
Type

Management

Remuneration

Operational management directors
(Vice President and above)

1

Senior-level supervisors
(de-partment directors and above)

0.98

0.94

1.2

1.92

Junior-level supervisors (team leaders)

1.33

1.38

Staff level

1.04

1.18

Middle-level supervisors
(managers and above)

Non-managerial
employees

Compensation

GRI 405-2

Median

2019

2020

2021

Changing rate between
2021 and 2020

168

181

198

+9.4%

175,752

196,378

228,391

+16.3%

1,046

1,085

1,153

+6.3%

857

853

918

+7.6%

Note 1: The information in this table has been audited by Ernst & Young.
Note 2: The denominator of “Average Salary” is the number of non-managerial employees,
which is a weighted average of the proportion of monthly salary.

0.95

  Information on salary of 2021 non-managerial full-time employees
of Panco Healthcare(Unit: NT$ thousands)

Total Salary
Average Salary
Median

17,486
1,142
700

Note : Compensation refers to monthly salary, while remuneration is compensation plus bonus.
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Diversified Benefit System

GRI 201-3

GRI 401-2

PEC established the Employee Welfare Committee in 2013. The committee regularly convenes 4 times in each year, and PEC joins the committee in planning many employee beneﬁts and welfare activities. In 2021, the total expenses for employee beneﬁts for Taiwan headquarter and the subsidiary, Panco Healthcare, amounted to NT$2.52 million, with a total
of 473 claims for various types of beneﬁts.

Competitive
salary
system

Comprehensive
insurance
plans

• Holiday bonuses
• Project bonuses
• Employee stock options

•
•
•
•

Retirement
protection
and benefits

Labor insurance
Health insurance
Group insurance
Overseas business travel insurance

Marriage
and
childbirth
care

• Kindergarten cooperation plans
• Leaves related to pregnancy and childbirth, and unpaid parental leaves
• Nursing room establishment
• NT$6,000 maternity allowance per child

Flexible
vacation
system

• Flexible working hours
• Comprehensive vacation system (partly
better than the Labor Standards Act)

Overall
employee
care

Diverse
employee
activities

• For the employees under the old pension system, 2%
of their monthly salary is deposited into the old retirement reserve account of the Bank of Taiwan on a
monthly basis.
• After the implementation of the new pension system,
the Company allocates 6% of individuals’ monthly
salary to their pension accounts on a monthly basis
according to the pension level of employees.
• Retirement farewell dinner party.

•
•
•
•
•
•
•
•

•
•
•
•

Health examination
Weight loss activities
Massage
Unpaid leaves
Health seminars
Commendation to excellent employees
Special store offer
Free taxi rides for evening shifts

Department dinner
Club Activities
Sports activities
Employee travel

Note: This table does not include the compensations and beneﬁts for the U.S. Subsidiary. Please refer to Section 4.1 Recruitment in the United States for details on the beneﬁts system in the U.S.
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GRI 401-3

2019
Male

Environmental
Impacts

Human Capital
Management

2020

Female

Total

Male

2021

Female

Total

Male

Female

Total

Number of employees qualiﬁed to apply for unpaid paternity leave in the
given year (A)

24

15

39

23

11

34

18

16

34

Actual number of employees applied for unpaid paternity leave in the given
year (B)

1

6

7

-

5

5

0

5

5

4%

40%

18%

0%

45%

15%

0%

31%

15%

Number of employees antici-pated returning to work after unpaid paternity
leave in the given year (C)

1

5

6

-

3

3

0

4

4

Actual number of employees that return to work after the unpaid paternity
leave in the given year (D)

1

3

4

-

3

3

0

4

4

100%

60%

67%

-

100%

100%

0%

100%

100%

Number of employees that returned to work after unpaid paternity leave in
the previous year (E)

-

2

2

1

3

4

0

3

3

Number of employees that returned to work who contin-ued to work for one
year after the unpaid paternity leave in the previous year (F)

-

2

2

1

3

4

0

3

3

The retention rate for parental leave (F/E*100%)

-

100%

100%

100%

100%

100%

0%

100%

100%

Unpaid paternity leave appli-cation rate (B/A*100%)

The rate of return to work after the unpaid paternity leave (D/ C*100%)

Note: The data in this table cover Taiwan headquarters and subsidiary Panco Healthcare.
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4-3

Human Rights Protection

Human Rights Management Approach

Materiality Topic
GRI 103-2~3

Internal Policy

PEC’s “Human Rights Policy”
“Corporate Social Responsibility Best Practice Principles”
External Guidelines

Policies

1. UN Global Compact, “Universal Declaration of Human
Rights”
2. “Declaration on Fundamental Principles and Rights at
Work"

Responsibilities

• The Board of Directors of PEC headquarters, senior managers, the legal compliance department, the legal affairs department, the human resources department and all functional departments, as well as the senior management team and the legal compliance team
of all subsidiaries.
• Execution Center for Corporate Sustainability - Employee Care Taskforce, Corporate Governance Taskforce, IT department, and procurement department from Product Quality
and Patient Safety Taskforce

Personnel/operational input

Commitments
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• We commit to protecting the fundamental human rights
of all PEC employees. We formulate an environment that
protects human rights and privacy and identify with and
support various international human rights treaties including the Universal Declaration of Human Rights, UN Global
Compact, and ILO Declaration of Fundamental Principles
and Rights at Work. In addition, we request all vendors that
we have business dealing with to prohibit any conduct that
infringes or violates human rights throughout all operating
activities, so that all internal and external members of PEC
could receive fair and respectful treatment. Furthermore,
relevant information and communications security maintenance and control measures have also been adopted.
• To protect human rights and privacy, we comprehensively
control and manage information access, handling, transmission, storage, and personnel and equipment safety.
And relevant safety and maintenance and control measures
have also been deployed over the design and maintenance
in the development of relevant application systems, databases, networks, personal computers, and storage and
media devices.

Resources

• Each functional department of the Group's headquarter, and subsidiary shall prepare the
annual budgets related to various plans, which shall be reviewed by the ﬁnance department of the headquarter and submitted to the Board of Directors for approval.
• IT department will commission a qualiﬁed professional information management supplier
for information security risk control.
• Procurement department will advocate our “Supplier Code of Conduct” externally to
practice the human rights initiative in PEC’s supply chain.

2022 Short-term Goals

Goals & Targets

• Human resources department to organize training related to human rights protection to all
employees at Taiwan HQ. An online digital learning course will be concurrently formulated
and become a part of mandatory new employee training.
• Build a friendly environment and practice human rights protection policy in PEC’s day-today operations.
• IT department to organize relevant information security vulnerability scanning and social
engineering training for all employees at Taiwan HQ and strengthen information security
protection
• Procurement department will continue to advocate our “Supplier Code of Conduct” to
suppliers and contractors
• Reinforce the channel on PEC’s website designed to directly communicate or ﬁle grievances with the Independent Directors (Audit Committee)
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2023~2025 Mid-term Goals

• Adopt ISO 27001 Information Security Management System.
• Complete key IT equipment retirement and replacement management, expand scope of annual system disaster drills, and building of virtual private cloud
• Procurement department will continue to draft and amend the “Supplier Code of Conduct” to strengthen the
suppliers’ and contractors’ enforcement of human rights protection
• Plan to build human rights risk management plan to systematically identify, evaluate, reduce, and fully manage risks related to human rights infringements

Goals & Targets

2026 Long-term Goals

• Ensure the safety of suppliers’ work environment, protect employees’ rights and respectful treatment, practice environmental protection in business operations and comply with ethical and moral principles
• Protect PEC’s business secrets and competitiveness in the development of new drugs by continuing to improve the intensity of its conﬁdential information management policy.
• Comply with relevant policies and regulatory requirements, ensure the privacy and security over the personal
information of patients and employees, and maintain the rights and interests of stakeholders.

Mechanism of Evaluation

• “Employee Handbook” and “Management Procedures of Human Resources Processes” have been formulated in Taiwan headquarter.
• “PEC US Employee Handbook” has been formulated by the U.S. subsidiary
• Internal control system is regulated through “Control Operations over R&D Information and Documents” at
Taiwan HQ.
• Management of protection of personal information
• Internal audit feedback
• Implement system validity project with the goal of obtaining FDA certiﬁcation.

Evaluation of
Management
Approach

Environmental
Impacts
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GRI 412-2

To fulﬁll its corporate social responsibility and to protect the basic human rights of all employees, PEC
strictly abides by the labor-related laws and regulations in the operating locations around the world to
protect the legal rights and interests of employees.
The Company also supports the human rights protections and basic principles outlined in international
covenants such as “United Nation Global Compact”,
“Universal Declaration of Human Rights” and ”Declaration on Fundamental Principles and Rights at Work"
We take our corporate responsibility to respect and
protect human rights and treat all paid employees, including contract employees and interns, with dignity
and respect. There are no incidents of forced labor,
child labor or discrimination in any form. For more details on the Company’s “Human Right Policy,” please
refer to the ofﬁcial website.
Speciﬁc anti-discrimination and anti-harassment policy have also been formulated by our U.S. subsidiary,
and we also comply with relevant Federal laws and
those from the state of Massachusetts to protect the
equal opportunity to employment and to protect their
rights. Please refer to Section 4.1 “Recruitment in the
United States” for details.

2021 Assessment Result

• No grievance incident on infringement of human rights.
• No deﬁciencies reported in internal audit feedback.
• No complaints regarding customer privacy impairment.
• IT department has organized 2 sessions of social engineering and information security training with cumulative participants reaching 200 persons and total hours of training reaching 600 hours.
• Procurement department carried out PEC CSR Report advocacy to 177 suppliers
• Commissioned external practicing attorney to give 1 training session on legal risks from workplace unlawful
infringement, with participants reaching 198 persons and total hours of training reaching 297 hours.

97

Transparent Internal Communication and Grievance Channels

GRI 406-1

To build a harmonious workplace environment, we actively create diverse and bilateral communication channels for our employees and regularly organize labor-management meetings to listen to their voices. We expect internal communication to be seamless and transparent in order to protect the legitimate rights of each employee. The issues and results of
each case are kept by the Audit Ofﬁce to ensure reasonable compliance. There were no cases in the various communication and grievance channels in 2021.
Regular staff meetings and department meetings
PEC has not set up a union and we regularly engage in bilateral communication with our staff through internal meetings. In
addition to announce important corporate issues and operational goals, it also allows senior managers to directly discuss
PEC's visions and culture with executives and employees, and
to build consensus and goals. All employees can respond to
comments or suggestions through this channel.
Internal announcement
The Company's internal system or important information will
also be announced in different categories according to the
content, so that employees can grasp the information content
immediately and achieve zero error in information.
Labor management meetings
At PharmaEssentia, we hold regular labor-management meetings to explain to employee representatives about various
issues such as employee health, environmental safety, and
welfare, and we announce the minutes of these meetings to
our employees. The Taipei headquarter and Taichung branch
held 4 meetings each in 2021.
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Prevention of workplace sexual harassment
• To ensure a gender-friendly workplace, we strictly prohibit any tangible or intangible sexual harassment in the workplace, and have clearly established relevant measures, such as: “Codes of Ethical
Conduct”, and we also set up a sexual harassment prevention and punishment complaint hotline and
an e-mail box to protect the information of complainants and to protect the rights of fellow employees.
• The Company does not have any sexual harassment complaints in 2021.
• In 2021, we commissioned external practicing attorney to strengthen the corporate human rights policy required for listed companies, and to provide training on legal risks from workplace unlawful infringement, with participants reaching 198 persons, or an attendance rate of 85.71% and total hours of
training reaching 297 hours.
Complaint channel
• Diverse channels of communication including the employee mailbox, labor-management meetings,
and Employee Welfare Committee meetings have been set up internally to welcome employee feedback.
• Employees mailbox: voice@pharmaessentia.com
• Grievance channel for reporting violations of Code of Ethics from stakeholders or employees have
been set up at PEC’s website, allowing external entities to report or ﬁle grievances.
• Unlawful infringement at workplace: hr@pharmaessentia.com
• All grievance cases received are submitted to the responsible units from the receiving department,
and will be communicated to the employees based on the contents of the incident.
• The issues and results of each case are kept by the Audit Ofﬁce to ensure reasonable compliance.
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Talent Training and Career Development

Management Policies of Talent Training

Materiality Topic

We are committed to employee development and training, and closely align the individual characteristics and qualities of our employees with the strategic development objectives
of the organization by focusing on core functionalities. This would allow us to enhance our human capital, so that human resources can be effectively used to achieve our business
objectives, and alternatively, it also allows us to help employees to acquire expertise in their professional ﬁelds or reﬁne their management skills, so that they can continue to grow in
their career path and achieve synergistic growth with PEC.
GRI 103-2~3

Internal Policy

Personnel/operational input

It is now implemented in accordance with
the "Procedures on Training Management"
and "Procedures for Incentives from Talent
Referral"
External Guidelines

Policies

Commitments

Responsibilities

Ethical Corporate Management Best Practice Principles for TWSE/GTSM Listed Companies
Sustainable Development Best Practice
Principles for TWSE/TPEx Listed Companies

Resources

As the responsibility and commitment of PEC
to its employees, we will continue to train and
develop talents in order to retain them.

• Talent cultivation and development policy:
human resources and management execu-tives
• Responsible unit for talent cultivation:
heads of departments
• Execution Center for Corporate Sustainability - Employee Care Taskforce

• Organize internal and external education training, and regularly invite experts from leading academic and
research institutions to exchange and share innovative new drug development expertise with all colleagues
for their learning and development.
• We continue to collaborate with academia and Academia Sinica on projects to refine the expertise and
project integration capabilities of our R&D personnel. Each project is a function of On-the-Job Training and
Project Leadership Training for R&D personnel.
• Each department uses a mentor system to help pass on experience, reduce the turnover rate of new recruits, and train senior colleagues in the function of cultivating talents.
• Commission expert consultants to optimize and to integrate the methodology of performance evaluation with
talent management development mechanisms
• Diversify the methodology of training for key talent development and to integrate the training with personal characteristics and career development goals; undertake employee rotation training both at home and
abroad in line with the Company’s long-term development objectives
• Launch digital learning platform to digitize internal training courses and to prepare in-house digital courses,
make learning more accessible to employees by uploading relevant contents on digital platform

Expense input

• We expect to invest over NT$100 million toward talent training and development

2022 Short-term Goals

Goals & Targets

• The training program starts with new recruits, and new recruits are given training courses to convey the
company culture and introduce the company's development history, systems, and procedures, so that new
recruits can be familiar with the working environment and bring their strengths into play as soon as possible.
• Continuous staff skills training by the department head to implement 1-2 skills for staff duties.
• Inventory the status of existing talent professional functions and complete the deﬁnition of professional functions in each department as a basis for talent development.
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2022 Short-term Goals

• Provide department heads with 2 professional function training courses, linked to the performance management system, to enhance various professional abilities and improve management performance.
• Establish the professional function system of each department to ensure the professional capabilities required for each position. Provide the standards and learning indicators of the employees, and at the same
time establish the talent hiring standards.
• Integrate the department's professional functions with performance evaluation and project execution, and
implement performance and function evaluation for all staff, and implement the learning and establishment
of professional functions through performance evaluation.
• Establish succession system.

2023~2025 Mid-term Goals

Goals & Targets

• Develop and implement a duty rotation system to improve the efﬁciency of talent transfer by by 2%-3%.
• Establish and implement an internal lecturer system and train 5 to 7 internal lecturers to cultivate talents
and establish a knowledge management system to pass on professional knowledge
• Conduct employee satisfaction survey for the ﬁrst time and strengthen key issues.
• Implement six executive leadership-related programs from 2023 to 2025, supplemented by a leadership
assessment mechanism, to develop succession leadership and increase retention rates.
• Complete succession talent assessment and plan for 3-year succession development plan and leadership
training
• Construct a 5-year long-term talent development plan and to incorporate it into annual KPI for all departmental supervisors.
• Establishing a talent management and talent development system, prioritizing the development of key talents and successors and providing talent evaluation report to the management team.
• Translate corporate culture and core values into feasible core functions for employees (4-5 items) and to
build a learning organization and reﬁne PEC's core functions.
• Optimize the organizational developments through the results of the employee satisfaction survey to continuously improve employee retention rate and employee satisfaction, aiming to reach the market average.

On-the-job Training and Key Talent
Development Objectives
Through intensive on-the-job training, multiple learning
channels, and overseas training for quality personnel,
PEC strives to develop professional talents in the biomedical ﬁeld. In the future, we will hire expert consultants with the goal of optimizing performance evaluation
and developing a talent management system, and we
expect to invest millions of NTD toward talent training
and development. Through this process, we will identify
key quality personnel and focus on training them. This is
complemented by a corporate succession system that
allows us to upgrade the efficiency of our human resources management and reserve leadership for longterm sustainable management.
Graph of 2019~ 2021 training hours

4,000
3,443
3,000

2026 Long-term Goals

Hour

• Establish a succession system and conduct annual talent leadership evaluations to establish a succession
pool and continuously cultivate key talent in line with the Company's long-term goals for sustainable development.

2,000

1,398.5
1,000

Mechanism of Evaluation

Evaluation of
Management
Approach
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• Promotion rate for supervisory positions
from internal staff
• Manager retention rate

2021 Assessment Result

• Promotion rate for supervisory positions from internal
staff: 29.79% in 2021
• Manager retention rate: 89.36% in 2021

1,916

0

1,176

851

898.5
75

2019

PEC HQ internal training
Panco internal training

2020

283

2021

PEC HQ external training
Panco external training
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  2021 average training hours by position and gender (Unit: Hour)  
Category

Female

Panco Healthcare
Male

Female

Average training hours - Operational man-agement directors (Vice President and above)

16.25

10.50

NA

31

Average training hours - Senior-level super-visors (department directors and above)

11.34

17.43

NA

NA

Average training hours - Middle-level su-pervisors
(managers and above)

11.39

16.39

31

16.50

Average training hours - Junior-level super-visors (team
leaders)

10.10

11.35

34.50

NA

Average training hours – Staff level

10.10

7.40

23.30

9

Note: “NA” in the table indicates we currently do not have this type of employee.

Performance Evaluation and Promotion System

Product Quality and
Patient Safety

4-5

Human Capital
Management

Environmental
Impacts

Access to Healthcare and
Medicine Pricing

Appendix

Occupational Health and Safety

GRI 404-1

Taiwan Headquarters
Male

Business Ethics, Integrity,
and Compliance

GRI 404-3

PEC has established a fair and objective performance appraisal system that is integrated
with our strategic development and implemented it in a performance-based compensation
system as a reference for employees' work-related objectives and personal growth and development. 100% of full-time employees from PEC Headquarter and Panco Healthcare underwent performance and career development inspections in 2021 (deducting factors such
as probationary periods, leave without pay, etc., the completion rate of each job category,
regardless of male or female.) Employees and supervisors can jointly conﬁrm performance
output and status of target achievement through the annual mid-year interview and the endof-year appraisal, which are both conducted once per year. Supervisors will actively explore
the reasons for employees with relatively low performance output or those who are falling
behind on targets through adequate communications, individual instructions and making
proper adjustments or offering support and jointly formulate improvement plans and estimated completion times. At the same time, the human resources department will arrange for
proper courses so employees can improve accordingly. As for those with excellent performance and potential, they will have better promotional opportunities in the annual employee
promotion nomination and evaluation. We also plan relevant rotational mechanisms for employees; When internal vacancies are available, internal suitable candidates will be recommended ﬁrst. By developing talents with multiple professional capabilities, we can promote
the continuous retention of internal talents, and play the ability of cross-departmental communication and coordination capabilities.

Implementation of Occupational Health and Safety
We have been even more focused on our employees’ prevention against
infectious diseases since the outbreak of the COVID-19 pandemic in
2020. In line with PEC's “Occupational Safety and Health Policy”, we
have reinforced employees’ health management and health promotions,
and implement the ISO 45001 occupational safety and health management system in 2023 as well as to launch comprehensive, company-wide
hazard identiﬁcation, risk assessment, accident investigation and other
related measures to build a safe and healthy workplace environment with
zero hazards.

Complying with government
Implementing government
regulations and promote
safety and harmony

Valuing hazards prevention
Seeking zero disasters and
providing a safe environment

Implementing continuous
improvement

Promoting full participation
from employees

Creating a safe, hygienic
and good corporate image

Encouraging employee
participation and enhancing
safety awareness
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Workplace Health Promotion

GRI 403-3

Providing a safe and friendly workplace to our employees is
our commitment and the basic guarantee for them. We are
committed to reducing the risk of occupational injuries and
creating a work environment that allows employees to enjoy
a balanced, healthy, and happy environment. Following the
footsteps of our Taichung Plant, which again received the
" Workplace Health Certification/Health Promotion Label" in
2020, our Taipei HQ also received the 2021 Workplace Health
Certification” with a three-year validity, which confirms our
achievement in implementing health protection for our employees. PEC provides free routine physical examination to
all employees once a year. The examination items are more
superior than what is required by the law. This allows employees to understand their health status and key improvements,
thereby reducing and preventing from diseases. Moreover,
we also invited professional doctors to serve as lecturers in
our “Getting to know Cardiovascular System and Preventions” health promotional seminar in October 2021, which was
attended by 82 persons, which in 73.87% attendance rate .

Healthy workplace certiﬁcation/health
promotion label at Taipei Headquater

Healthy workplace certiﬁcation/health
promotion label at Taichung Plant
Employees participating in “Getting to know Cardiovascular System
and Preventions” health promotional seminar.
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Health examination

Medical and nursing
staff clinical health
education services

Routine safety health
examination and special
operational health
examination

Contracted nurses
to provide health
education services

• We assist employees in
health management by providing one health examination
per year. Health examination
was given to 208 employees
• Special operational health
examination is provided to
personnel engaged in hazardous operations. Special
health examination was given
to 47 employees. Among
them, the employees who are
classified as requiring tier 2
management were deemed
as having no relevance to
the work by professional
specialists, and PEC will subsequently arrange nurses or
doctors to provide healthcare
education.

• And arrange employees
to engage in interviews
and to receive healthcare
instructions. In 2021, we
invited nurses, doctors,
physiotherapists and
psychologists to visit our
plants for health education
and promotion. A total of
80 sessions were held.
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Contractor Safety Management
Protection of
mother's health
Evaluate hazardous factors to ensure the safety
of female employees
in the workplace
• For pregnant staff or female
staff who gave birth for less
than one year and are engaged in work that may affect
the health of the fetus, mother
and baby during pregnancy
or lactation, Health protection
measures such as changing
their work conditions, adjusting working hours, or switching their duties and tasks
may be implemented based
on the identification, evaluation, and control of workplace
or operational hazards, as
well as the classification of
hazardous chemicals in line
with professional physician's
assessment and recommendations. The implementation
rate of the maternal health
protection program for the
past three years has been
100%.

Human factors
hazard prevention
plan

Prevention against
diseases from overwork

Identify hazards and
research and evaluate
injuries and diseases

Implement integrated
health promotion services
to evaluate employees’
health-related risks

• Based on the statistical
results of the 2021 ergonomic hazard prevention survey, employees
who are suspected to
have risks of ergonomic
hazards are arranged
to be interviewed by
doctors and nurses and
their subsequent health
status is monitored and
tracked.

• Risk classification is
identiﬁed and evaluated
based on annual health
examination reports,
attendance forms, and
personal and workload
assessments. Those
with moderate risk after
assessment in 2021
will be interviewed by a
specialist and followed
up with a health care
provider.

Regarding the safety of contractors entering the Company's factory,
management mechanisms and management measures are established for the pre-construction, pre-entry, and construction period to
ensure the safety of the Company's colleagues and contractors. In
2021 PEC and Panco Healthcare did not have any occupational injury
accidents by contractors in the Company's workplace, nor did they
have any recordable number of occupational disease cases. In the
future, we will continue to ensure the safety of our contractors, protect
their rights, and promote a safe and secure working environment.
Before construction
• The “Contractor’s Safety, Health and Environmental Protection
Letter of Commitment” and the “Contractor In-plant Letter of Declaration” must be signed by the contractors and sent back to the
Company.
• Submit 6 hours of safety and health education training certiﬁcate.
• Retained by the Company’s environmental safety unit.
Before entering the factory
• Arrange for the contractor to receive pre-production safety and
health training.
• The contracts must sign the “Notification of Workplace Environment and Hazardous Factors”.
During construction
• The engineering unit must ensure the contractors comply with the
requirements stated in the “Regulations for Contractor Environmental, Safety and Health Management.”
• In case of special operations, a training certificate must be attached.
• Environmental safety unit conducts spot checks. In case of safety
concerns, construction work should be suspended immediately.
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Workplace safety maintenance in response to the COVID-19 pandemic
In the face of the continuing epidemic in 2021, which saw a nation-wide level three alert from May to October, PEC has established an epidemic response team consisting of the
Chairman, CEO, President, Chief Operating Ofﬁcer, Head of Production and Manufacturing Division, Human Resources and Environmental Safety units, etc. Meetings will be held in
any time, depending on the development of the pandemic, to protect the health and safety of employees. Going forward, we will also respond immediately to the announcement of
the pandemic threat level and the latest regulations, formulate a system platform that allows employees to work remotely from home, and prepare for the resumption of normal operations in case we were severely affected by the pandemic.

Our Response Measures to COVID-19 at PEC’s Headquarters
For internal personnel

1.
2.
3.
4.

Strengthen the promotion of prevention policies.
Diverse staff trafﬁc
Keep social distancing in the working area.
Strictly requiring employees to take temperature, wear masks, and
disinfect hands alcohol when entering the ofﬁce.
5. Remote ofﬁce to avoid cross-infection.
6. Prohibit all cross-site trafﬁc
7. Employees who were at “hot zones” are required to ﬁle an application to enter the plant and to use rapid test kits to screen for the virus
to reduce the risk of workplace infections.
8. Suspend large-scale educational training (except the ones required
by applicable laws and regulations).
9. Suspend all travels that are not necessary and adopt online/video
conferences
10. Reduce persons involved in offline meetings and add partitions to
meeting rooms
11. Regularly clean and disinfect the environment
12. Disinfection
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For external personnel

• Reduce non-essential visit, and essential visitors are required to ﬁle an application to enter
the plant and to use rapid test kits to screen for the virus
• In addition, subsidiary Panco Healthcare continued to regulate on-site operations from contractors, and personnel requiring access to the plant are required to use a rapid test kit
• PEC will apply for a special visa from the government by proposing an epidemic prevention plan and trafﬁc route and protective gears before plant inspection from foreign governmental bodies could ensue; a written request shall be submitted to the local competent
authority and all employees are required to undertake PCR test, practice self-healthy management measures, environmental and personal sanitation procedures, wear masks, and
to use the real-name registration system

Note: From left to right: taking body temperature, recording body temperature,
disinfecting both hands with sanitizing alcohol, and environmental disinfections
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Workplace Safety and Accident Prevention Mechanism
33 sessions
189 participants
Internal and external
occupationalsafety and
health staff training
at PEC HQ

25+ sessions
63 participants
Internal and external
occupational safety and
health staff training
at Panco Healthcare

0
occupational accident
*Excludes traffic
accident while
commuting to/from work
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GRI 403-5
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and Compliance

GRI 403-7

To respond to various emergencies and for the prevention of industrial safety incidents, the Company
has formulated the “Labor Safety and Health Work
Rules” and “Procedures for Emergency Responses” to ensure environmental safety and employees’
health. Our employees receive regular safety and
health on-the-job education and trainings. Regarding the operation items or operation supervisors as
stipulated by laws and regulations, personnel shall
be delegated according to law, and non-operators
shall not be allowed to operate these operation
items. The Lost-Time Injury Frequency Rate (LTIFR)
for all employees in 2021 are 0.
To prevent injuries related to occupational health
and safety, the “Industrial Hygiene and Safety
Management Rules” and precautions regarding
material transportation have been formulated by
the logistics center of Panco Healthcare. In case
of emergency, the logistics center manager will be
immediately notiﬁed, and the emergency response
team will immediately commence relief and personnel evacuation or reporting and hospitalization
process in case of injury. In 2021, more than 25
rounds of internal occupational safety and health
training were organized, and the total number of
employees trained reached 63 people.
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GRI 403-9~10

  Statistics on Occupational Safety and Health Employee Training at PEC HQ in 2021
Sessions

Number of
participants

On-the-job safety and health training (includes current
employees and new employees)

6
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Annual self-defense ﬁreﬁghting team training

1

61

14

14

On-job safety and health education and training for
hazardous work supervisors

1

1

General training for professional responders of poisonous
disasters in Central Taiwan Science Park

3

3

Environmental protection seminars and
brieﬁngs on legal compliance

8

8

33

189

Training topic
Internal

On-the-job safety and health training (includes operators
of hazardous equipment, emergency relief personnel,
and fur-nace/boiler operators)
External

Total

  Statistics on Occupational Safety and Health Employee Training at Panco Healthcare in 2021
Training topic
Rules and procedures on health management and attire of operators
Emergency response operating procedures
Operating procedures on cleaning the processing and labeling
assembly line
Access management system procedures
Total

Number of par-ticipants
23
6
29
5
63

Occupational injury data from PEC headquarters, Panco Healthcare, and U.S, subsidiary indicated that the disabling injury frequency rate (FR), disabling injury severity rate (SR)
and frequency-severity indicator (FSI) were all 0 in 2021. The company does not have any occupational injuries caused by the number of deaths, serious occupational injuries, and
occupational diseases. When an occupational disaster occurs, we will investigate and follow-up improvement measures in accordance with the "Accident Investigation and Handling
Measures." In 2021, Taiwan HQ held 2 emergency response drills. The topics of the drills included self-defense ﬁre drill and biosafety emergency response drills. The total number
of participants was 72. We implement the ISO 45001 Occupational Health and Safety Management System in 2023 to conduct systematic safety risk assessment in production processes and experimental operations.
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Case Introduction

Case Introduction
Setting the drill scenario:
Microorganism specimen has overturned in the biosafety cabinet (BSC)
Participants:
A total of 9 colleagues from related units of the Taichung manufacturing plant.

Real Case of
Biosafety
Response Drill

1

Remove the outer glove
and to toss them in the
BSC sterilized bag.

2

5

3

Put on a new layer of
gloves, take a wipe clothe
and 1% bleach. Absorb
any spillover with the wipe
clothe, and pour the 1%
bleach over all surfaces
using an inward motion.

Maintain continuous operation of the BSC and the
doors at proper heights, and
to inform a lab supervisor.

Put on a second layer of
gloves and enter the BSC,
use a clamp to grip all
wipe clothes and to place
them inside the BSC sterilized bag.

4

Remove outer layer of
gloves inside the BSC and
to toss them in the BSC
sterilized bag. Leave BSC,
shut BSC door and maintain its operation, and turn
on the UV lamp for at least
30 minutes.

7

6
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Wipe all BSC interior
surface and all objects
with a clothe filled with
disinfectant, and the
clothe will also be placed
inside the BSC sterilized
bag, and the bag will be
sealed.

Response Measure
to Sudden Blackout
at Panco
Healthcare

8

1

Confirm the diesel level in the emergency
generator; the current level was at 840 liters,
which would allow the generator to run continuously for 65 hours or more

2

Schedule a 30-minute blackout in the morning of March 31 to check that the generator
and the automatic transfer switch (ATS) were
functioning normally. The simulation was
completed between 11:30 to 12:00

3

Arrange a warehousing personnel to Stay on
site between 23:00 on April 2nd to 05:00 On
April 3rd (6 hours total) and another warehousing personnel to be on call. The generator supplier was also notiﬁed to be on call
at the same time to handle any abnormalities
related to the generator during the blackout.

4

Currently, 5 areas at the plant are used to
store medicament inventory, and all areas
are equipped with 2 thermographs, which
are set up to record the changes in temperature within the warehouse in case the generator fails to initiate or fails to operate.

Shut BSC door and maintain its operation, and turn on the UV lamp for at
least 30 minutes, then either resume
work or turn off the BSC.

After personnel leaves D zone, sterilize
the gloves as one would with infected
waste, and wash hands with soap before leaving the lab.

Emergency response scenario:
Notice for blackout
Emergency response situation:
On March 26, 2021, Panco Healthcare received a notice from Taiwan Power Company that a 5-hour power outage would occur
from 00:00 to 05:00 on April 3, 2021. Since
various equipment at the company require
uninterrupted 24-hour power supply, the
plant had reported the situation to prevent
any discrepancies in power supply.

