Israel Gender Pay Gap Report: Public Report @ rl b b O n

At Ribbon, we aim for our employees to be innovators, technology leaders, and to work together towards a sustainable and inclusive world. Our people
are our greatest asset, and they are the foundation of everything we do. We work together to align personal and professional growth with the need to
sustain Ribbon’s business. Our leaders provide an environment in which people are comfortable and can be at their best. We have a sense of belonging

and feel connected to each other, our work, customers, and communities.

Fair and equitable compensation for all employees is fundamental to Ribbon’s values and success as a global and publicly traded company. Ribbon’s
compensation philosophy is rooted in a “pay for performance” methodology and takes into consideration legitimate variables such as market factors
(including competition for talent), location, performance ratings and role and level. Ribbon prohibits unlawful discrimination in all facets of the employer-
employee relationship including, without limitation, compensation setting. Ribbon believes that gender pay gap analyses and reporting is an important
tool in any employer’s compliance toolbox, and we embrace the opportunity presented by the Equal Pay Law to review our Israel compensation data for

gender pay gaps among our Israel employees.

Ribbon is reporting on three entities (ECI Telecom Ltd, Negev Telecom Ltd and Ribbon Communications Israel Ltd) combined as one reporting group.
The data is segmented into 21groups. Our segmentation approach takes into account our organizational structure, legislative requirements, role and
level, Commission for Equal Opportunities at Work guidance, data privacy laws, while seeking to ensure maximum possible coverage and adequately
sized groups. Ribbon’s report is based on 2023 earnings and covers employees who were employed by the reporting entities between January 1, 2023,
and December 31, 2023 (“2023 Employees”).

The gender pay gap results within each group compares the average salary of all males and the average salary of all females, making no adjustments for
the fact that they may be doing completely different jobs, have different tenures, have different educational and/or on the job experiences, and work

overtime and/or on weekends, and/or being paid for allowances.

The median and weighted average of the gap in the segmented groups is between 0.3% favor of Men and 3.5% favor of Women. This is an improvement

for 2022 results where the median and weighted average of the gap in the segmented groups was 0.6% in favor of Men and 1.6% in favor of women.

None of the 2023 Employees received a salary supplement due to being paid below the minimum wage.
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Gender Pay Gap Analysis of 21 Employee Groups

Compensation Gap: All
Employees in the Group

Compensation Gap: Full
time Employees ("FTE")

Compensation Gap: Part
Time Employees in the

Percentage of Employees
Earning Less Total Salary +
Employer Contribution than

the Average Salary of the

Group in the Group Group Group
Index Salary for Gross Salary + Salary for Gross Salary + Salary for Gross Salary + Women in
Purposes Employer Purposes Employer Purposes Employer Men in Group
Severance Contributions Severance Contributions Severance Contributions Group
Group A -1.4% 0.0% -1.0% 0.4% - - 57.1% 35.4%
Group B -4.4% -3.6% -0.4% 0.0% -14.1% -12.0% 40.0% 39.6%
Group C -2.2% -2.7% -0.4% -1.1% 1.6% -1.3% 46.7% 43.9%
Group D -2.1% -1.9% -2.2% -2.0% --- --- 64.3% 48.0%
Group E 0.6% -1.0% 0.3% -1.3% --- --- 40.0% 47.4%
Group F -3.4% -6.6% -5.3% -8.5% --- --- 100.0% 76.9%
Group G 11.5% 16.9% - - 11.5% 16.9% 0.0% 38.5%
Group H 7.2% 6.9% 7.2% 6.9% --- --- 50.0% 50.0%
Group | -1.0% -7.0% 0.4% -5.1% -- -- 33.3% 55.3%
GroupJ -2.1% -2.8% 12.5% 10.6% --- --- 50.0% 20.0%
Group K 9.5% 7.0% 9.5% 7.0% --- --- 20.0% 80.0%
Group L -2.4% -3.1% -2.4% -3.1% - - 40.0% 33.3%
Group M 13.0% 15.1% 11.8% 11.5% --- --- 46.7% 75.0%
Group N 3.7% 1.8% 3.7% 1.8% --- -—- 50.0% 42.9%
Group O 11.8% 7.9% 11.8% 7.9% --- --- 0.0% 66.7%
Group P 4.8% 6.2% 8.0% 9.4% --- --- 42.9% 33.3%
Group Q 5.1% -0.8% 7.6% 7.2% -- -- 75.0% 66.7%
Group R -3.9% -5.0% -1.3% -2.2% --- --- 60.0% 40.0%
Group S 15.3% 19.9% 15.3% 19.9% - -- 0.0% 80.0%
Group T 12.4% 30.4% 12.4% 30.4% --- --- 33.3% 50.0%
Group U -1.2% -4.3% -2.8% -5.3% --- --- 55.6% 50.0%
3

&£ ridbon




Key to Table /n'nain% 220n1 a72ava NiITIMYY? Xn

Group Level/Group Index — The 21 groups reflected in the report according
to segmentation.
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Salary- base salary and global overtime pay used as the basis for calculating
employer contributions to the severance and pension funds.
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Total Salary + Employer Contributions- total payments for income tax
purposes including one-time payments, overtime payments, on-call hours,
bonuses, etc., in addition to the employer’s contributions to the employee’s
severance and pension funds.
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Positive gap - indicates the pay gap is in favor of women.
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Negative gap- indicates the pay gap is in favor of men.
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Average FTE in the Group- indicates percentage of full-time male and female
employees in the group.
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All employees in the group- all employees in the group in full-time and part-
time roles.
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Employees in full-time employment - indicates percentage of full-time
employees in the group.
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Employees in part-time employment - indicates percentage of part-time
employees in the group.
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Average Salary - indicates the average “Total Salary + Employer
Contributions” of all male employees and all female employees in the group.
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Lower Total Salary + Employer Contributions than Average Salary of the
group- Percentage of female and male employees whose Total Salary +
Employer Contributions is lower than the Average Salary of the group.
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Our commitment to ensure equal gender pay

Pay Equity Analysis:

e Conduct regular pay audits with independent third-party experts. Analyze base salary, bonuses, and stock options for gender
disparities.
¢ Implement a clear correction process for identified pay gaps. This ensures timely adjustments for affected employees.

Investing in Women's Career Development:
Expand current programs that promote women in leadership roles. This could include:

e Matching experienced women with high-potential female mentees.

e Leadership development programs specifically designed for women.

e Ribbon women business community hosting external speakers and workshops focused on women's career advancement.
e Executive leadership coaching for talented women

Leadership Accountability:

e Integrate Diversity & Inclusion (D&l) goals into leadership performance reviews and compensation.
e Provide D&l training for managers. This should cover unconscious bias, inclusive hiring practices, and promoting gender equality.
e Regularly review succession plans to ensure a diverse pipeline of future leaders.

Attract future women employees through inclusive hiring:

e Scholarship program for diverse candidates
e Workshops and meetups for female potential candidates

e Routine social media aimed for diverse talent such as Ribbon Women Leaders Spotlight and Social Media Campaign of attracting
female talent

e Use gender-neutral language in Job Descriptions: focus on skills and qualifications and Highlight work-life balance benefits and
flexible work options.
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Invest in a range of programs to support work/life aspects such as:

Flexible work hours and work week.
Gradual return from maternity leave.

A rewarding parental leave policy worldwide
Flexible and hybrid work environment

Metrics and Accountability:

e Establish clear metrics to track progress on all initiatives.
e Regularly communicate progress to employees and hold leadership accountable for achieving goals.
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