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WORKFORCE STRUCTURE

Workforce structure

With the diversi f icat ion of  Gamania 's investments,  
as of  December 31, 2024, Gamania employed a to-
ta l  of  1,022 workers in Taiwan,  inc luding 982 fu l l -
t ime staff  and 40 contract  employees (pr imari ly for  
spec i f ic  pro jec ts  or  temporary  suppor t ) .  Gamania 
employees are ent i t led to fa i r  opportuni t ies and do 
no t  d i sc r im ina te  aga ins t  t hem based  on  gender,  
age,  race,  re l ig ion,  d isabi l i ty,  or  other  condi t ions.  
Contract  staff  are also members of  the Group, and 
therefore enjoy var ious employee benef i ts  wi thout 
dist inct ion based on their  status.

G R I  2 - 7 G R I  4 0 5 - 1

M a l e F e m a l e
T o t a l

N u m b e r  o f  
p e o p l e

P e r c e n t -
a g e

N u m b e r  o f  
p e o p l e

P e r c e n t -
a g e

Permanent contract 508 49.71% 474 46.38% 96.09%

Temporary contract  (contractual  employment) 15 1.47% 25 2.44% 3.91%

Age 30 and below 133 13.01% 170 16.63% 29.64%

Age 31-50 357 34.93% 318 31.12% 66.05%

Age 51 and above 33 3.23% 11 1.08% 4.31%

Physical  or  mental  d isabi l i ty 5 0.49% 2 0.20% 0.69%

Taiwanese Nat ional i ty 518 50.68% 497 48.63% 99.31%

Indigenous people 0 0.00% 1 0.10% 0.10%

Foreigner 5 0.49% 1 0.10% 0.59%

Manager 103 10.08% 76 7.44% 17.52%

Research and development 109 10.67% 52 5.08% 15.75%

Management and distr ibut ion 311 30.43% 371 36.30% 66.73%

Managerial  grade 103 10.08% 76 7.43% 17.51%

Entry- level  grade 420 41.10% 423 41.39% 82.49%

4.1.1

註 ：Notes: 1  This chart  has been prepared based on stat ist ics of  employees in Taiwan.
　　  2  Managerial  ro le refers to manager grade and above.

3  Compared to the previous year,  the total  number of  employees in 2024 remained relat ively stable. 	
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Average Age and Seniority by Gender

Employee Skill /Job Function by Gender and Nationality Ratio

Note: This chart  has been prepared based on stat ist ics of  employees in Taiwan.

Notes:  註 ： 1  Execut ive management:  Managers wi th in two grades below the president,  includ -
ing the president and chief  of f icers.

Notes:  註 ： 1  In the stat ist ics above, female senior managers refer to chief  of f icers (wi th in two grades 
below the president) ,  whi le female entry- level  managers and female for-prof i t  department 
managers are of  manager grade and above.

2  For-prof i t  departments refer to Gamania Taiwan, hidol ,  and other subsidiar ies.

： 2  Execut ive management:  Managers wi th in two grades below the president,  in -
cluding the president and chief  of f icers.

： 4  Other employees: Employees not classi f ied as the categor ies above. ： 5  The data of  the table includes ful l - t ime, part- t ime, contracted and dispatched personnel .

： 3  Technicians: IT personnel  such as engineers.

N a t i o n a l i t y T a i w a n C h i n a S o u t h  K o r e a H o n g  K o n g T h e  P h i l i p p i n e s M a l a y s i a

G e n d e r M a l e F e m a l e M a l e F e m a l e M a l e F e m a l e M a l e F e m a l e M a l e F e m a l e M a l e F e m a l e

Execut ive management 76.47% 23.53% 0 0 0 0 0 0 0 0 0 0

Non-execut ive management 54.94% 43.82% 0.62% 0 0.62% 0 0 0 0 0 0 0

Technic ians 64.94% 33.92% 0 0 0 0 0.57% 0 0 0 0.57% 0

Other employees 50.11% 49.56% 0 0 0 0 0.11% 0 0.11% 0 0 0.11%

Female Employee Composition
In 2024, Gamania Group cont inued to wi tness an increase in the propor-
t ion of  female managers.  The percentage of  senior female managers in-
creased from 22.22% to 23.53%. The percentage of  junior female man-
agers increased from 39.74% to 42.46%. This demonstrates the Group's 
commitment to foster ing a more diverse and inclusive workplace.

2 0 2 3 2 0 2 4 A n n u a l  
C h a n g e  R a t e

Female senior managers 
/  Total  senior managers

22.22% 23.53% 1.31%

Female entry-level managers 
/  Total  entry-level managers

39.74% 42.46% 2.72%

* Female for-profit  department managers
/ Total  for-profit  department managers

36.28% 42.45% 6.17%

37.17 35.54 36.38

5.25 5.24 5.25

Average age Average age Average age

Average years 
of  service

Average years 
of  service

Average years 
of  service

Male Female Total
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2024 Statistics on New Hires and Departures for Full-Time Employees
As of  2024, 346 Gamania employees have been with the Company for f ive years or more. Long-serving employees not only accumulate r ich professional  exper ience but also 
become crucial  assets for  knowledge transfer and cul tural  cont inui ty wi th in departments.  Furthermore, a stable team structure s igni f icant ly contr ibutes to the accumulat ion and 
transfer of  corporate knowledge.

For  new recru i ts ,  Gamania organizes "beginner miss ions"  and uses a ser ies of  
act iv i t ies including: exper ience shar ing wi th seniors and simple tests to faci l i tate 
interact ions among recrui ts to help them f ind col leagues that share s imi lar  inter-
ests and hobbies.  fami l iar ize wi th the group's phi losophy, history,  prospects.  The 
new recrui tment rate was 25.6% in 2024, and most of  the new recrui ts were un-
der the age of  30,  for  Gamania has created a work environment featur ing the de-
velopment of  energet ic creat iv i ty,  abi l i ty  and exper ience and thus at t racted many 
outstanding young talents.

Note: New recrui tment rate = number of  new recrui ts in the age group ÷ total  number of  employees in the age 
group, and the total  number of  employees are those st i l l  in service on December 31, 2024.

Active new recruitment rate

Overview of 
new recruits

Male Female

Number of 
people

New recruit-
ment rate

Number of 
people

New recruit-
ment rate

Age 30 and below 54 44.63% 73 47.10%

Age 31-50 64 18.08% 54 17.48%

Age 51 and above 5 15.15% 1 10.00%

Subtotal 123 24.21% 128 27.00%

Healthy turnover rate

The digi ta l  technology industry has always maintained a certain level  of  turnover 
rate.  The years of  serv ice of  Gamania 's  employees are 5.25 years on average. 
The to ta l  tu rnover  ra te  in  2024 was 23.12%,  and i t ’s  s l igh t ly  be low the  indus-
t ry average.  Gamania conducts exi t  in terv iews wi th depart ing employees as we 
bel ieve that  l is tening to employees '  vo ices wi l l  he lp improve ex is t ing problems 
and take handl ing measures,  which further enables the establ ishment of  a more 
fr iendly workplace in an environment where turnover is a s igni f icant chal lenge.

Overview 
of resigna-

tions

Male Female

Number 
of people

Voluntary 
Turnover Rate

Overall Turnover 
Rate

Number 
of people

Voluntary 
Turnover Rate

Overall Turnover 
Rate

Age 30  
and below

32 23.14% 26.45% 44 25.81% 28.39%

Age 31-50 76 17.80% 21.47% 68 19.42% 22.01%

Age 51  
and above

4 12.12% 12.12% 3 20.00% 30.00%

Subtotal 112 18.70% 22.05% 115 21.52% 24.26%

Note: Turnover Rate = number of  resigned employees in the age group ÷ total  number of  employees in the age 
group, and the total  number of  employees are those st i l l  in service on December 31, 2024.

2024 new recrui tment rate 25.6% 5.25years 23.12%The years of  service of  
Gamania's employees total  turnover rate in 2024
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TALENT RECRUITMENT AND RETENTION

Fac ing  t he  mob i l e  t echno logy  wave ,  Gaman ia  i s  ac t i ve l y  t r ans fo rm ing  to  rap -
i d l y  l a u n c h  o n l i n e  s e r v i c e s  t h a t  m e e t  m a r k e t  a n d  c o n s u m e r s ’  d e m a n d s .  To  
a c h i e v e  t h i s ,  t h e  C o m p a n y  c o n t i n u o u s l y  s t r e n g t h e n s  i t s  e m p l o y e r  b r a n d  
t h r o u g h  v a r i o u s  c h a n n e l s :  j o b  s e a r c h  p l a t f o r m s ,  s o c i a l  m e d i a ,  r e c r u i t m e n t  
even ts ,  and  i n te rna l  emp loyee  re fe r ra l s .  Th i s  app roach  a ims  to  a t t rac t  t a len t  
f rom s i x  ma jo r  a reas :  d ig i t a l  games ,  news  med ia ,  Gaman ia  Or ig ina l ,  l i f es t y le ,  
en te rp r i se  se rv i ces ,  and  A I  i nnova t ion .

With Gamania's at tent ion to the DEI t rend in recent years,  the Group's Human Re-
sources Off ice act ively col lects re levant  indicators to provide a workplace where 
employees develop h igh sense of  ident i ty.  Wi th  Generat ion P enter ing the work-
fo rce ,  the re  i s  an  inc reased  emphas is  on  the  mean ing  and  au tonomy o f  work .  
These diverse perspect ives prompt Gamania to cont inuously innovate i ts manage-
ment  sys tems,  tak ing  a  "Dare  to  Cha l lenge"  approach to  o f fe r  indus t ry - lead ing 
benef i ts and protect  outstanding talents in al l  aspects.

Gamania Group cont inued to at t ract  top ta lent  through d iverse recru i tment  chan-
nels in 2024 to meet i ts rapid development needs. Gamania's recrui tment strategy 
encompasses the fol lowing key aspects:

Talent recruitment strategy Talent Recruitment Activities

4.1.2

In addition to existing job platforms, campus recruitment, social media, and in-
ternal referrals, Gamania actively expands internship collaborations with uni-
versities and colleges, to offer internship opportunities to attract potential new 
talent. The Company also holds more online and offline recruitment events, 
such as online briefings and quick interviews, to increase interaction opportu-
nities with job seekers.

Expanding 
recruitment 

channels

Gamania publishes more information on social media about its corporate cul-
ture, benefits, and employee development opportunities, and shares success 
stories to attract more talent who align with Gamania's values.

Strengthen-
ing employer 
brand image

Gamania has "Regulations for Job Rotation" that encourages employees to 
find suitable positions within the Group to provide opportunities for internal 
transfers. This allows talented individuals to excel in different fields, while in-
creasing their sense of belonging and loyalty. In 2024, the internal employee 
vacancy fill rate was 15.63%, indicating strong employee recognition of the 
Group and effective use of flexible internal channels to optimize human capital 
utilization and reduce external recruitment costs.

Promoting 
internal 
transfer 
system

Gamania will continue to focus on DEI trends, such as expanding diverse re-
cruitment platforms. Besides traditional recruiting websites, the Company con-
siders collaborating with diverse student clubs at universities and disability 
welfare organizations. Additionally, the employee referral program encourages 
employees to recommend candidates from diverse backgrounds, and the re-
ferral process is transparent to ensure fairness in recruitment and help build a 
diverse team.

Continuing
 to focus on 
DEI trends
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HUMAN RESOURCES DEVELOPMENT

The "Gaman ian  Deve lopment  Program"  p rov ides  t ra in ing  re la ted  to  the  p ro fes-
s iona l  f ie lds  o f  Gamania  employees,  he lp ing  accumula te  var ious  market  knowl -
edge through s ix major  d imensions so that  the ta lents can remain compet i t ive in 
the t rending industry.We have a comprehensive learning environment and a com-
plete t ra in ing bluepr int ,  and plans diversi f ied t ra in ing for employees of  var ious job 
levels,  inc luding t ra in ing courses,  lectures,  symposiums (“Gamania Podium” and 
"Gamania  Ins iders" ) ,  wh ich are  supp lemented wi th  d ig i ta l  learn ing (Gamania  re -
sources) for  t ra in ing.

Putt ing more and more at tent ion to sustainable development,  Gamania has incor-
porated ESG issues such as ethical  corporate management,  informat ion secur i ty 
management,  and environmental  management ( including water resources,  waste,  
energy conservat ion  and carbon reduct ion)  in to  the educat ion and t ra in ing,  so 
as to  have the employees improve the i r  profess ional  ab i l i t ies whi le  understand-
ing and agreeing wi th  Gamania 's  ESG phi losophy and miss ion.  In  addi t ion,  em-
ployees are subsidized to part ic ipate in external  professional  courses. More than 
NT$5.1 mi l l ion was invested in t ra in ing in 2024, wi th an average of  NT$4,059 per 
employee. A total  of  269 training courses were held,  wi th a total  of  9,120 part ic-
ipants,  a tota l  of  12,012.5 t ra in ing hours,  and an average of  9.54 t ra in ing hours 
per employee.

Gamanian Development Program

Managerial 
competency

Training for 
new recruits/

newly 
promoted 
managers

External 
training 
courses

General 
knowledge 

seminar

Digital 
learning

Orientation

Gamanian 
Development Program

Total  t ra in ing hoursAverage training 
hours per person

Investment amount Number of  
courses

4.1.3

Number of  t ra inee

NT$5.106 million 9,120people

9.54 hours 12,012.5 hours

269courses
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Education and training overview

Professionalism development 
plan

2021 2022 2023 2024

Total  t ra in ing 
hours
(hour)

Managerial  
grade

2,459 3,329 2,880 2,819

Entry- level  
grade

11,065 13,362 10,354 9,193

Total 13,524 16,691 13,234 12,012

Training hours 
per person

(hour/person)

Managerial  
grade

15 20 17 16

Entry- level  
grade

12 16 12 9

Comprehensive talent training program

Orientation
Gamania 

Talents Learning

General 
knowledge 

seminar

Specialized 
training

Gamania Resources 
Online

Senior 
managers

Notes for new 
recruits/newly pro-
moted managers

Training courses arranged by 
level :

  Management courses for 
senior/mid- level /entry- level  
managers

  Courses on execut ion,  
work management,  t ime 
management and project  
management for  general  
employees

Courses including but not l im-
i ted to the above examples

1  Gamania 
Podium 
(Speech)

2  Gamania 
Shar ing

1  Uni t  t ra in ing 
require-
ments

2  Employee 
external  
t ra in ing 
needs

1  Sel f -produced on-
l ine courses

2  Author ized onl ine 
courses

3  Open courses

Mid- level  
managers

Entry- level  
managers

General  
employees

New recrui ts

Notes to new re-
cruits
Beginner missions
Workplace legal 
issues

Note: Average training hours per person are calculated as total  t ra in ing hours div ided by the total  number of  employees employed as of  December 31, 2024.

These courses were ar ranged to  he lp  new man-
agers become more fami l iar  wi th the of  job func-
t ions and management expert ise required, and to 
make them more competent  for  their  manager ia l  
pos i t ions .  Accord ing ly,  we  no t  on ly  d i rec t l y  en-
ab led  them to  p ick  up  leadersh ip  sk i l l s  and  re-
move the s t ress of  incompetence,  but  a lso ind i -
rect ly  reta ined ta lents,  reducing the recru i tment 
cos ts  and tu rnover  ra te  th rough more  e f fec t i ve 
ut i l izat ion of  human capi tal .  In 2024, two courses 
on in terv iew sk i l ls  for  accurate recru i tment  and 
o n  p e r f o r m a n c e  m a n a g e m e n t  i n t e r v i e w s  w e r e 
a r ranged ;  each  cou rse  had  two  sess ions ,  w i th 
a  to ta l  o f  99 par t ic ipants  and par t ic ipa t ion  ra te 
reaching 7.8% of al l  employees.

In  o rder  to  make up  fo r  the  lack  o f  in te rna l  re -
sources and stay on top of  the compet i t iveness 
o f  employees ,  Gamania  suppor ted  the  learn ing 
o f  spec i f i c  expe r t i se  th rough  ex te rna l  t r a in ing 
c o u r s e s .  A d d i t i o n a l l y  11 5  o f  G a m a n i a  C l o u d -
Fo rce ’s  emp loyees  pa r t i c i pa ted  i n  spec ia l i zed 
courses to enhance their  professional  ski l ls ,  wi th 
cer t i f icat ions obta ined,  such as EC-Counci l  Cer -
t i f ied Ethical  Hacker (CEH) and EC-Counci l  Cer-
t i f ied Penetrat ion Test ing Profess ional  (CPENT) 
in 2024.

Training courses for newly 
hired/promoted managers

External training courses
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TA LE N T,  in  Ta i wa n  

To Gamania Group,  the sustainabi l i ty  of  ta lents has always been a cr i t ica l  devel -
opment goal .  To foster a more diverse, equi table,  and inclusive workplace and ac-
knowledge the global  corporate emphasis on talent social  responsibi l i ty,  Gamania 
Group has once again jo ined the "TALENT, in Taiwan: Talent Sustainabi l i ty  Act ion 
Al l iance".

Gamania commits to:

Gamania  wi l l  cont inue to  ac t ive ly  suppor t  and co l laborate  wi th  “CommonWeal th 
Learning”,  “Cheers” (magazine),  the Talent Sustainabi l i ty  Channel ,  and over 400+ 
al l iance partners to advance this in i t iat ive,  a iming to bui ld a hopeful  future for  ta l -
ent development and create a better tomorrow for every professional .

Join the  
Gamania Family

Providing industry-competitive compensation and benefits.

Fostering a harmonious and open communication culture.

Promoting a fair and objective performance management 
system and diverse employment opportunities.

Utilizing digital tools to streamline processes, while enhancing 
efficiency and experience.

Expanding learning resources and career development support, to empower 
Gamania's employees to continuously grow and embrace challenges.

TALENT,
in Taiwan
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COMPENSATION AND BENEFITS

To embody the core spi r i t  of  "Dare to Chal lenge,"  Gamania has developed a per -
formance system tai lored to the fast-changing nature of  the internet industry.  This 
sys tem is  in tegra ted  in to  a  per fo rmance  eva lua t ion  sys tem,  w i th  emp loyee  ca-
reer development p lanning and performance evaluat ions conducted at  least  once 
a year.  Gamania adopts a goal  management approach.  At  the beginning of  each 
year,  every employee sets one to three goals related to f inancial  and task indica-
tors based on their  job nature and level .  Weights are assigned to each goal ,  serv-
ing as a basis  for  per formance evaluat ion.  To encourage employees to  adapt  to 
env i ronmenta l  changes,  ind iv idua ls  or  teams can add ext ra  goa ls  or  ra ise s tan -
dards  fo r  ex i s t i ng  p ro jec ts ,  such  as  se t t i ng  bonus  cha l lenges .  D ive rse  pe r fo r -
mance management methods,  including 360-degree performance evaluat ions and 
agi le d ia logues,  are also used depending on project  nature.  These pract ices aim 
to ref lect  goal  achievement in di fferent professional  f ie lds and mot ivate employees 
to perform at their  best .

We moni tor  industry salary t rends and considers employees'  basic l iv ing expens-
es  (such as  food,  hous ing ,  c lo th ing ,  and t ranspor ta t ion)  and make appropr ia te 
adjustments to ensure that  our compensat ion packages are compet i t ive to reta in 
ta lents .  The average sa lary  for  ent ry - leve l  pos i t ions is  1 .46 t imes the s ta tu tory 
minimum wage. Gamania subscr ibes to basic Labor Insurance and Nat ional  Heal th 
Insurance coverage as requi red by laws.  The Company a lso ar ranges employee 
group insurance to provide coverages including:  term l i fe,  accident,  work-related 
acc ident ,  acc ident  t reatment ,  hospi ta l izat ion,  cancer  protect ion,  and occupat ion-
al  hazard.  Employees'  dependents,  too,  may subscr ibe to group insurance at  ad-
di t ional  premiums for  accident ,  accident  t reatment,  and hospi ta l izat ion coverage. 
The Company's pension system is executed according to the "Labor Pension Act."  
Please refer to P.69-70 of  the annual  report  for  detai ls.

Compensation system Performance management

2024 Non-Managerial  Compensation Information:

Item 2024

Gross salary per fu l l - t ime, non-managerial  employee (A) 653,169

No. of  fu l l - t ime, non-managerial  employees (B) 805

"Mean salary" for  fu l l - t ime, non-managerial  employees (A/B) 811

"Median salary" for  fu l l - t ime, non-managerial  employees 771

Note: The basic monthly wage in Taiwan as of  January 1,  2024, is NT$27,470.

Unit :  NTD thousand

4.1.4
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Performance evaluation

Reward system

Line managers may apply for small rewards as recognition for employees' 
outstanding performance, and thereby encourage employees to grow with the 
Company. A total of 206 ad-hoc rewards were granted in 2024; each winning 
employee was given a special Gama Medal and NT$100 of Gama Island meal 
voucher. Each quarter, outstanding employees are invited to the High Party to 
exchange opinions and enjoy with the CEO.

4

PO
IN

T Ad-hoc reward: Gama Medals

The reward targets Gamania employees who are committed to exe-
cuting line managers' instructions, tactics, performance goals, or crit-
ical assignments, and is paid based on the reward policy of each unit.

2

PO
IN

T Tactical reward

The reward mainly targets unit heads and their key subordinates (man-
agers and staff), and is granted based on long-term investments, plans, 
growth, results, and overall performance of each unit in the current year.

1

PO
IN

T Strategic reward

Line managers may apply for special rewards to reward 
teams or individuals for special contributions or performanc-
es that are not compensated by the existing reward system.

3 Special reward

PO
IN

T

Evaluation type Applicable to Frequency Implementation method

Management by 
Objectives

All employees Once a year

1   First, we initiate the performance review form, where employees document their annual achievements, with both met and unmet goals 
noted.

2   Next, employees will have a one-on-one discussion with their supervisors regarding the form, focusing on reaching a consensus and 
discussing their annual achievements.

3   Finally, once the annual performance results are confirmed, supervisors provide feedback on the employees’ self-evaluation. After sub-
mission, both supervisors and employees can simultaneously review the completed annual performance review form.

Multi-Dimensional 
Evaluation

Selected 
managers

Once every  
six months

1   Selected managers complete a self-evaluation and the managers’ own supervisors designate lists of peers from the same department, 
peers from other departments, and subordinates. 

2   Next, questionnaire scores are collected from each group (peers from the same department, peers from other departments, and subor-
dinates) regarding the managers’ demonstrated behavior against key leadership competencies.

3   Finally, scores for each competency and from each evaluating group are generated and compared against the managers’ self-evalua-
tion results.

4   The overall results are explained to and discussed with the selected managers.

Agile 
Performance 

Evaluation

Some 
teams

Weekly

1   Product Managers (PMs) outline development progress and goals and communicate overall status with engineers. 
2   Weekly reviews cover current week's achievements and the next two weeks' development progress and expected accomplishments.
3   If progress consistently falls behind, it triggers a personal performance improvement plan.
4   Weekly review results are factored into annual performance evaluations.

The GAMA STAR candidate is nominated by the COO of the respective unit/subsidiary; the candidates undergo a preliminary 
review by division heads, and the final winner is voted among unit heads. A total of 7 employees were nominated for GAMA 
STAR in 2024, and all of whom received special invitations from the CEO and unit heads to participate in the Super High Party, 
where they enjoyed a memorable night of respect and honors. After the final selection by the heads of the group headquarters 
and subsidiaries, three employees won the GAMA STAR trophy along with NT$30,000 cash and special identification badges 
made exclusively for GAMA STARs.

GAMA STAR5
PO

IN
T
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Gamania Benefits

Welfare planning Long-term benefit  plan

Gamania str ives to create a warm and vibrant fami ly environment as we recognize that every team member is i ts 
most valuable asset.  Beyond compet i t ive salar ies,  the Company thoughtful ly plans a var iety of  considerate ben-
ef i ts to help employees care for  themselves and their  fami l ies whi le at  work.  Al l  regular employees of  Gamania 
are ent i t led to f lexible working hours,  working from home, onl ine game point  purchasing, group insurance, f ree 
motorcycle parking spaces, company branded merchandises, annual  heal th checks, employee restaurants (wi th 
f ree dai ly  consumpt ion points) ,  gyms ( f ree for  24 hours) ,  nurs ing fac i l i t ies,  and f ree psychological  counsel ing 
serv ices for  employees (psycholog ica l /  f inanc ia l /medica l / lega l  counse l ing) ;  spec ia l  d iscounted psycholog ica l  
counsel ing services are avai lable to employees'  re lat ives wi th in the th i rd degree of  k inship ( inclusive),  and em-
ployees '  ch i ldren may at tend the Company's  aff i l ia ted k indergar ten and enjoy par t ia l  subsid ies.  Gamania pro -
vides mult ip le types of  leaves, such as unl imited spontaneous leave, 3 days of  paid employee travel  leave, paid 
bir thday leave, 8 days of  paid pregnancy test  leave and 10 weeks of  materni ty leave for female employees, and 
13 days of  paid pregnancy test  leave and paterni ty leave for male employees for their  partners '  pregnancy tests 
or del ivery (better than the statutory requirement of  7 days).  The Company also offer  mult ip le subsidies such as 
departmental  d in ing subsidies,  employee t ravel  subsidies,  employee c lub subsidies,  bonuses for  3 major fest i-
vals and bir thday, marr iage subsidies,  funeral  subsidies,  hospi ta l izat ion consolat ion subsidies,  materni ty subsi -
dies,  emergency assistance funds, home cleaning subsidies,  etc.  Gamania's benef i ts system and work environ-
ment are human-centered.  The Company bel ieves that  work is  not  just  work;  instead, i t  is  a part  of  l i fe.  Thus, 
we str ive to create a secure and happy work environment where every team member feels a sense of  belonging, 
grows together,  real izes their  dreams, and achieves work- l i fe balance.

In  add i t ion  to  es tab l i sh ing  the  "Employee  Ret i re -
men t  Regu la t i ons "  i n  acco rdance  w i th  the  Labor 
Standards Act and the Labor Pension Act,  Gamania 
has  a lso  fo rmu la ted  the  "Employee Stock  Owner-
ship Trust  Implementat ion Regulat ions" to support  
employees to have long-term savings and accumu-
la te  weal th  for  a  s tab le  fu ture  l i fe ,  and to  enable 
emp loyees  to  ho ld  the  Company ' s  sha res ,  en joy 
the  resu l ts  o f  corpora te  opera t ions  together,  and 
thereby have greater  sense of  par t ic ipat ion in  the 
Company.  Employees can form an employee stock 
o w n e r s h i p  a s s o c i a t i o n .  T h o s e  w h o  h a v e  s e r v e d 
for at  least  one year can freely apply to jo in.  Each 
member  agrees to  cont r ibute  a  cer ta in  amount  o f  
s a l a r y  e a c h  m o n t h ;  t h e  A s s o c i a t i o n  w i l l  e n t r u s t  
such amount,  a long wi th the subsid iary incent ives 
provided by the Company, to the Trust  Department 
o f  CTBC Bank to  manage and purchase the Com-
pany 's  shares on a month ly  bas is ,  and re turn the 
shares to the employees when relevant condi t ions 
are met.  As of  2024,  417 employees of  the Group 
appl ied for  the membership of  the associat ion.

EMPLOYEE
BENEFITS

CHAPTER .1
Promoting 

Sustainable 
Management

CHAPTER .2
Promoting Digital 

Responsibility

CHAPTER .3
Promoting 

Environmental 
Friendliness

CHAPTER .4
Promoting  

Positive Value

Appendix

Introduction

145



Gama Garden

Dr iven  by  the  commi tment  to  p rov ide  job  and  fami l y  secur i t y,  Gaman ia  became the  f i r s t  company  in  Ta ipe i  wh ich  se t  
up  i t s  own k indergar ten ,  showcas ing  a  new he igh t  o f  co rpora te  we l fa re .  Group  CEO sa id :  "We hope  to  make  Gama 
Garden  so  g rea t  tha t  ta len ts  come to  work  fo r  Gaman ia  in  o rder  to  have  the i r  ch i ld ren  go  to  Gama Garden . "

橘 觀 點 —  
了 解 幼 橘 園  

FO
LLO

W
 TH

E C
H

ILD

Gamania Perspective— 
About Gama Garden

With "Love to play" as the core spir i t ,  Gama Garden is a learning environment of  chal lenge, adven-
ture,  and joy,  in the hope that each chi ld may develop his/her dist inct ive character ist ics,  and learn 
and grow in the adapt ive envi ronment.  The concept  of  space design is  "Fol low the Chi ld" .  I t  has 
won the Publ ic Space Award at  the Taiwan Inter ior  Design Award in 2019. In 2024, Gama Garden 
was honored with the "Parent ing Fr iendly Enterpr ise Award" by the Taipei  Ci ty Department of  Labor.  
This proves that the Group's employees can truly achieve the ideal  of  joyful  work and peaceful  l iv-
ing here at  Gamania.

Leave types more favorable than legal requirements in 2024 

Gamania encouraged employees to engage in public welfare by participat-
ing in charitable activities that the Group recognized and supported. Those 
without concerns of time and work progress may apply for this kind of leave.

Public welfare leave

Gamania values gender equal i ty and human r ights and respects the 
LGBTQ+ community. It introduced equality leave, where partners in same-
sex marriage are entitled to 8 days of wedding leave and paternity 
leave, and Gamania was the first among listed companies in Taiwan to im-
plement the idea.

Equality leave

Gamania encourages employees to seek work-life balance, and grants each 
employee a travel leave of 3 days and travel subsidies up to NT$10,000 
based on seniority.

In 2024, a total of 900 people applied for the leave.

Employee travel leave

Paid pregnancy test leave & paternity leave

If an employee's partner is pregnant, the employee is entitled to 13 days of 
paid pregnancy test leave and paternity leave during the period of preg-
nancy and childbirth of his partner.

Maternity leave

We actively promoted the mother and child protection plan, taking the 
lead in the industry to extend maternity leave from 8 weeks to 10 weeks.

Gamania encourages and promotes "grand tour leave". Employees who 
submit and receive approval for an adventure plan can take unlimited paid 
leave. This fosters a spirit of self-challenge and enhances work effi-
ciency. In 2024, two employees took this leave.

Grand tour leave

Gamania implements a unique “spontaneous leave”, which entitles employ-
ees to take unlimited days of paid leave after they have used up their annu-
al leaves. The spontaneous leave does not require line manager's approval 
on a leave-by-leave basis, and has been introduced to promote self-man-
agement and encourage improvements to work efficiency.

In 2024, the number of leaves was 38 person-times, with a cumulative time 
of 542 hours.

Spontaneous leave
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2 0 2 4  G a m a n i a  E m p l oye e  b e n e f i t s  t h e  i t e m s

Overview of unpaid 
parental leave -  2024

Male Female Total

No. of employees applying for unpaid pa-
rental leave

2 13 15

No. of employees expected to be reinstat-
ed in 2024 (a)

3 13 16

No. of employees actually reinstated in 
2024 (b)

1 13 14

Reinstatement rate (b/a) 33.33% 100.00% 87.50%

No. of employees actually reinstated in 
2023 (c)

3 9 12

No. of employees reinstated from unpaid 
parental leave in 2023 and having worked 

for more than one year since then (d)
2 9 11

Retention rate (d/c) 66.67% 100.00% 91.67%

Note: Al l  employees of  the company are ent i t led to parental  leave in accordance with the law.

Unpaid parental leave and reinstate-
ment statistics

Transportation subsidy
A fixed monthly allowance to help cover commuting costs for shuttle ser-
vices.

Lunch/Meal subsidy
Meal allowances, an employee cafeteria, or discounts with partner ven-
dors provided.

Health check-up subsidy
Subsidies for regular health check-ups, or options for more advanced 
health screening plans.

Employee care subsidy
Benefits, such as psychological counseling and legal consultation ser-
vices.

Childcare subsidy
Allowances for infant care and childcare services.

Holiday cash gifts/gifts
Cash gifts or gift sets provided during major festivals like Dragon Boat 
Festival, Mid-Autumn Festival, and Lunar New Year.

Wedding, funeral, and bereavement subsidies 
Cash gifts or condolence payments provided for events, such as wed-
dings, births, and funerals.

Employee travel subsidy
Domestic and international travel subsidies, or part ial ly-subsidized 
group tours.
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FRIENDLY WORKPLACE

Employee communication

Gamania Express M - Fully Anonymous 
Communication Channel

Gamania Town Hall— Company-Wide Town Halls

Gamania cares about  the qual i ty  of  l i fe  of  employees in var ious systems.  Str iv ing 
for  the highest  goal  of  employees'  happiness in their  work and l iv ing,  we cont inue 
to promote var ious measures so that employees can perform their  dut ies in a work-
p lace where they can fee l  conf ident  and suppor ted.  In  2024,  there were no com-
plaints of  sexual  harassment or v io lat ions of  regulat ions regarding labor and human 
r ights.  Aside f rom an employee cafeter ia (Gama Is land) and a k indergarten (Gama 
Garden),  we have also set  up brai l le s lates and pedestr ian ramps in the headquar-
ters bui ld ing, increasing employees'  wel l— being through fr iendly and accessible fa-
c i l i t ies.  Var ious large-scale events are held every year as wel l ,  such as the Mid-Au-
tumn Fest iva l  par ty,  the Gamania Fami ly  Day,  the Pet  Day,  the Gamania Fest iva l ,  
the Chr istmas Market,  etc.  for  greater cohesion among employees.

Gamania values both the f requency and qual i ty of  communicat ion between employ-
ers and employees a lo t ,  and implements innovat ive and d iverse channels to pro-
mote effect ive two-way communicat ion,  so that the company may learn employees'  
thoughts and needs in the shortest  t ime possib le and convey Gamania 's  business 
phi losophy and strategies to greater effect .  I f  there are any changes that could ser i-
ously affect  the r ights and interests of  employees, we wi l l  not i fy them r ight  af ter  the 
announcement of  re lated mater ia l  in format ion wi th in the not ice per iod speci f ied in 
the Labor Standards Act,  and help employees make t imely response with a f r iendly 
adaptat ion per iod.

Gamania has not  yet  establ ished a labor union or  entered into a col lect ive agree-
ment;  however,  we highly value our employees'  f reedom and r ight  to express their  
opinions.  We are devoted to fu l ly  understanding our employees'  needs and expec-
tat ions for  the workplace,  and ensure the f reedom to make suggest ions,  requests 
or  quest ions conf ident ia l ly  w i thout  the need to  worry  about  re ta l ia t ion .  Our  open 

In addi t ion to the quarter ly Gamania Town Hal l ,  Gamania has made good use of  i ts  
own network technology serv ices to create an anonymous communicat ion channel  
that  a l lows employees to communicate wi th the Company at  any t ime and anywhere; 
relevant responsible uni ts are in place to immediately handle any matters communi-
cated, ref lect ing high eff ic iency and workplace fr iendl iness.  The rat io of  employees 
using Gamania Express M was near ly 100%, wi th a total  of  322 handled cases re-
garding the management aspect in 2024.

G R I  4 0 2 - 1

4.1.5

Gamania Town Hal l  is  a quarter ly gather ing between the management and employ-
ees; reputable speakers are invi ted to share interest ing topics and open up Gama-
nia employees'  v is ions to t rends of  the wor ld.  Gamania Town Hal l  serves as an im-
portant communicat ion channel .  Al l  employees can submit  anonymous quest ions or 
suggest ions (even those not at tending can submit  through col leagues or employee 
representa t ives) .  The Group ’s  CEO answers  a l l  quest ions  d i rec t ly  and l i s tens  to 
employees’ voices to foster immediate two-way communicat ion,  thus enhancing in-
teract ion qual i ty  and labor-management re lat ions.  In 2024, 52 employee quest ions 
were addressed.

communicat ion plat forms al low the management uni t  to rapidly gather and respond to 
opinions and thereby create a more harmonious and eff ic ient  work environment.  For 
deta i ls ,  p lease refer  to  the sect ion of  whis t leb lowing and communicat ion channels 
under "1.3.2 Ethical  corporate management."

CHAPTER .1
Promoting 

Sustainable 
Management

CHAPTER .2
Promoting Digital 

Responsibility

CHAPTER .3
Promoting 

Environmental 
Friendliness

CHAPTER .4
Promoting  

Positive Value

Appendix

Introduction

148



H i g h l i g h t s  f r o m  t h e  2 0 2 4  G a m a n i a  Tow n  H a l l

Gamania  Group is  commi t ted to  sa feguard ing the 
f undamen ta l  human  r i gh t s  o f  a l l  emp loyees  and 
s takeholders .  We have deve loped a human r ights 
p o l i c y  w i t h  r e f e r e n c e  t o  i n t e r n a t i o n a l l y  r e c o g -
nized human r ights standards such as the "Univer-
sa l  Declarat ion of  Human Rights"  and "UN Global  
Compac t , "  demons t ra t i ng  ou r  commi tmen t  t o  re -
spect ing and protect ing human r ights and t reat ing 
al l  employees and stakeholders ( including custom-
ers ,  supp l ie rs ,  shareho lders ,  and par tners)  fa i r ly.  
In 2024, Gamania updated i ts Group Human Rights 
Pol icy by expanding i ts scope and speci f ical ly com-
mit t ing to provid ing a safe and heal thy work envi -
ronment ,  an inc lus ive and respect fu l  a tmosphere, 
and equal  pay for  equal  work,  and offer ing human 
r ights educat ion.

To s t rengthen human r ights  r isk  management  and 
pol icy implementat ion,  Gamania Group has imple-
mented a human r ights due di l igence management 
p r o j e c t  t o  i d e n t i f y  a n d  a s s e s s  p o t e n t i a l  h u m a n 
r igh ts  r i sks .  The  Group has  a lso  fo rmu la ted  n ine 
k e y  h u m a n  r i g h t s - r e l a t e d  m a n a g e m e n t  p o l i c i e s ,  
cover ing crucial  issues, such as human r ights pol -
icy,  misuse of  ch i ld  labor,  ant i - forced labor,  whis-
t leb lower  pro tect ion,  and ant i - re ta l ia t ion manage-
ment .  Through  ins t i tu t iona l i zed  management  and 
educat ion and t ra in ing,  Gamania cont inuously  en-
hances  human  r i gh t s  awareness .  I n  2024 ,  t he re 
were no major human r ights incidents( include Dis-
cr iminat ion events) reported, indicat ing that Gama-
n i a ' s  e f f o r t s  i n  s a f e g u a r d i n g  h u m a n  r i g h t s  a n d 
promot ing  fa i r  t rea tment  have ach ieved in i t ia l  e f -
fect iveness.

What is ESG? Why is i t  important? How do both 
companies and individuals take the first step toward 
ESG? We invited industry expert, Yi-Hsi, Hsiung, 
Head of CWS, to share the most practical and rel-
evant ESG information with Gamania’s employees. 
The goal is to help everyone transform from ESG 
beginners into ESG experts, thereby supporting our 
"Company-wide ESG" literacy improvement initiative. 

Yung-Sheng Huang, the first of Gamania Group’s employ-
ees to be approved for the grand tour leave, shared his 
inspiring journey of hiking the Southern California section 
of the Pacific Crest Trail. Dr. Jiun-Chang Lee, known as 
the "Ultramarathon Doctor" in Taiwan's running commu-
nity and a two-time participant in the Gamania Coast-to-
Peak Ultramarathon, shared how taking up marathons for 
health reasons transformed his life with each race.

Meng-Lan Shu, a Golden Bell Award-winning host 
who has traveled to seven continents and 58 coun-
tries, shared her experiences and observations from 
hosting "Focus on the World." She conveyed the pro-
gram's message: "Only by understanding do we care, 
and only by caring can we truly make a change."

Tzu-Chien Kuo, known for imitating over 500 
characters in his career, shared how he chan-
neled his accumulated performance energy 
into emotionally resonant stories in dramas, 
to inspire laughter and give people strength to 
move forward.

Human Rights Policy 
and Management

G R I  2 - 2 3 G R I  2 - 2 4 G R I  2 - 3 0 G R I  4 0 6 - 1

Yi-Hsi, Hsiung, Head of CWSSpeaker

Yung-Sheng  Huang  f rom Gaman ia 
Group’s Original Creation Center, Dr. 
Jiun-Chang Lee, Ultramarathon Runner

Speaker
Meng-Lan Shu,  Golden Be l l  Award 
Winner, Host of "Focus on the World"

Speaker

Tzu-Chien Kuo, Taiwan's Top Impressionist ComedianSpeaker

The ESG Wave is Here: 
We are All on an Ongoing 
Sustainability Journey

Q1

Break Out of Your Comfort 
Zone, Challenge Your Lim-
its, Do What You Want to Do

Q3 Protect Our Planet – Focus on 
the World with Meng-Lan ShuQ4

Relieve Stress, Save LivesQ2
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Human rights due diligence Process of human rights due 
diligence

Gaman ia  conduc ts  human  r i gh ts  due  d i l i gence  eve ry  two  yea rs ,  and  we  have  es tab l i shed  a  human  r i gh ts  man-
agemen t  f ramework  i n  acco rdance  w i th  the  OECD Gu ide l i nes  and  i n teg ra ted  the  sys tem in to  ou r  da i l y  work .  
Meanwh i l e ,  r i s k  assessmen t  t oo l s  and  regu la r  r ev iews  have  been  app l i ed  t o  con t i nuous l y  imp rove  l abo r  hu-
man  r i gh ts .  The  l a tes t  round  o f  i nves t i ga t i ons  has  been  comp le ted  th i s  yea r,  and  re la ted  managemen t  mea -
su res  have  been  s t reng thened  acco rd ing l y.

Wi th a v iew to  assess ing Gamania 's  r isks and po-
ten t i a l  impac ts  i n  te rms  o f  human  r i gh ts ,  we  ad -
opted a dedicated human r ights  invest igat ion and 
assessment tool  and formed a Human Rights Proj -
ect  Team in 2024 to ident i fy  key r isks in the work-
place and supply chain and to conduct  regular  hu-
man r igh ts  due d i l igence.  Accord ing ly,  m i t iga t ion 
o r  r e m e d i a t i o n  m e a s u r e s  w i l l  b e  a d o p t e d  u p o n 
d iscovery  o f  any  h igh  human r igh ts  r i sks ,  po ten-
t ia l  p rob lems,  o r  v io la t ions  o f  regu la t ions  dur ing 
the r isk assessment process. Through this process, 
we  have  managed  to  assess  and  iden t i f y  human 
r ights  r isks,  potent ia l  impacts ,  or  non-compl iance 
incidents,  and evaluate the effect iveness of  human 
r igh ts  governance  measures .  The  resu l t s  w i l l  be 
used to regular ly review and update var ious human 
r ights management measures under the human re-
source management regulat ions,  so as to improve 
the Company 's  human r ights  per formance unceas-
ingly.  In 2024, the Company assessed a total  of  27 
human r ights  r isk  issues;  the categor ies  inc luded 
f ree  cho ice  o f  emp loyment ,  you th  labor,  work ing 
hour  management ,  remunera t ion  and we l fa re ,  hu -
mane  t r ea tmen t ,  an t i - d i sc r im ina t i on  and  ha rass -
ment ,  f reedom o f  assoc ia t ion ,  p r i vacy,  and  occu-
pat ional  safety and heal th.  No issues were of  h igh 
r isk level ,  4 issues were of  medium r isk level ,  and 
23 issues were of  low r isk level .

27
human rights 

r isk issues

high risk level0

medium risk level4

low risk level23

Integration of re-
sponsible business 
behaviors into poli-
cies and manage-
ment systems

N i n e  m a n a g e m e n t 
regulat ions have been 
f o r m u l a t e d  t o  e x p l i c -
i t l y  i n t e g r a t e  h u m a n 
r ights management is-
sues  in to  the  Compa-
n y ' s  P e r s o n n e l  M a n -
agement Regulat ions.

STEP

01

Tracking of the implemen-
tation status and results

Through  regu la r  r ev iew  mea-
s u r e s  b y  i n t e r n a l  p e r s o n n e l ,  
the  opera t iona l  e f fec t iveness, 
su i t ab i l i t y,  adequacy,  and  e f -
fect iveness of var ious manage-
ment  measures  a re  rev iewed. 
Necessary  improvement  mea-
su res  a re  t aken  acco rd ing  t o 
the resul ts of  the management 
rev iew reports ,  wi th the effec-
t iveness and complet ion status 
the reo f  t racked  in  a  cons tan t 
manner.

STEP

04

Communication 
on how to elimi-
nate the effects

T h e  p r o g r e s s  o f  
the Company's hu-
m a n  r i g h t s  m a n -
agement measures 
a r e  c o n t i n u o u s l y 
commun i ca ted  v i a 
i n te rna l  educa t i on 
a n d  t r a i n i n g  a n d 
e x t e r n a l  d i v e r s e 
c o m m u n i c a t i o n 
channels.

STEP

05

Cooperation to implement 
remedies

S p e c i f i c  m a n a g e m e n t  o b j e c -
t ives are set ,  and corresponding 
r i sk  m i t i ga t ion  and  remed ia t ion 
strategies are developed. At  the 
s a m e  t i m e ,  w e  a s s e s s  w h e t h -
e r  t he  Company ' s  managemen t 
s y s t e m s ,  p r o c e s s e s  a n d  m e t h -
ods are consistent wi th the man-
a g e m e n t  o b j e c t i v e s  r e g a r d i n g 
human r igh ts  i ssues ,  and  make 
ad jus tmen ts  fo r  de f i c ienc ies ,  i f  
any.

STEP

06

Stopping, preven-
tion and mitigation 
of the adverse ef-
fects

Based on a  var ie ty  o f  
complaint  mechanisms 
a n d  c o r r e c t i v e / p r e -
vent ive  measures ,  we 
i n v e s t i g a t e  n e g a t i v e 
i n c i d e n t s  c o n c e r n i n g 
human r igh ts  ( i f  any) ,  
a n d  a c c e p t  f e e d b a c k 
f r o m  d i f f e r e n t  s t a k e -
holders for  cont inuous 
improvement.

STEP

03

Identification and assessment 
of the actual and potential ad-
verse effects on corporate op-
erations, products or services

Actua l  and  po ten t ia l  human r igh ts 
r i s k s  ( i n c l u d i n g  c o m m o n  i n t e r n a -
t i o n a l  h u m a n  r i g h t s  i s s u e s )  r e -
l a t e d  t o  t h e  C o m p a n y ' s  a c t i v i t i e s 
and  opera t i ons  a re  i den t i f i ed .  We 
determine var ious r isk  issues con-
cern ing human r ights  faced by the 
Company, and assess the r isk level  
of  each issue based on the sever i ty 
and probabi l i ty  thereof ,  in  order  to 
address the event  wi th  the h ighest 
r isk level  f i rst .

STEP

02
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Major human rights issues and remedial measures

Three -step human rights due 
diligence process

Human rights risk scenarios &
corresponding improvement measures

Gamania executes i ts  human r ights  due d i l igence 
t h r o u g h  a  s y s t e m a t i c  t h r e e - s t e p  p r o c e s s :  f r o m 
r isk ident i f icat ion to assessment and grading,  and 
then to improvement act ions,  to ensure that human 
r igh ts  i ssues  are  e f fec t ive ly  ident i f ied ,  assessed, 
and addressed.

Gamania ident i f ies potent ia l  human r ights  r isk  scenar ios wi th in  i ts  actual  operat ions across areas,  such as 
work management ,  humane t reatment ,  young workers,  and f reedom of  choice of  employment .  The Company 
then proposes improvement act ions to strengthen i ts overal l  human r ights protect ion mechanism.

Identif ication 
of human rights 

r isk events

STEP

01

Risk assessment a
nd classif ication

STEP

02

Improvement 
actions for 

high risk events

STEP

03

Transfer  o f  employees wi thout  the i r  consent  to  cope wi th 
manpower deployment changes, resul t ing in an increase in 
the turnover rate.

1   Holding a t ransfer meet ing wi th in the not ice per iod.
2   Providing diversi f ied whist leblowing systems for making 

complaints.
3   Offer ing guidance in  in terv iews wi th depar t ing employ-

ees.
4   Devis ing t imely incent ives and support ing mechanisms.
5   Increasing the ful l - t ime manpower.
6   Requir ing suppl ier  management declarat ion and review.

Free choice of employment

Increase in working hours due to game revis ions or special  
projects.

1   Increasing advance communicat ion.
2   Conf i rming the reason and al locat ing more manpower.
3  Mon i to r ing  work ing  hours ,  ensur ing  reasonab le  ove r -

t ime pay, or faci l i tat ing compensatory leave requests.
4   Introducing a system-based warning mechanism.
5   Requir ing suppl ier  management declarat ion and review.

Work management

Transfer  o f  employees wi thout  the i r  consent  to  cope wi th 
manpower deployment changes, resul t ing in an increase in 
the turnover rate.

1   Holding a t ransfer meet ing wi th in the not ice per iod.
2   Providing diversi f ied whist leblowing systems for making 

complaints.
3  Offer ing gu idance in  in terv iews wi th  depar t ing employ-

ees.
4   Devis ing t imely incent ives and support ing mechanisms.
5   Increasing the ful l - t ime manpower.
6   Requir ing suppl ier  management declarat ion and review.

Free choice of employment

Managers or col leagues adopt ing a negat ive tone of  voice,  
speaking impol i te ly or emot ional ly out of  control .

1   Promot ing  the  course on un lawfu l  in f r ingement  in  the 
workplace.

2   Providing diversi f ied whist leblowing systems for making 
complaints.

3  H a v i n g  t h e  H R  u n i t  c o n d u c t  a n  i n v e s t i g a t i o n  t o  s e e 
whether the guidance or punishment.  

4  A r r a n g i n g  f o r  m o r e  e m o t i o n a l  i n t e l l i g e n c e  t r a i n i n g 
courses.

5   Requir ing suppl ier  management declarat ion and review.

Humane treatment
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Human rights issues and management plans

Note: The scope of  the human r ights due di l igence covers al l  operat ing si tes of  Gamania Group's headquarters.

Issue
Parties 

concerned
Management plan

Prohibition 
of forced 

labor

Al l  employees
Suppl iers
Contractors

  We never use violence, coercion, detention, or other il-
legal means to force workers to engage in labor.

  We do not withhold identity documents or other personal 
property of employees; the legal rights of employees 
are ensured.

Prohibition 
of child 

labor
Chi ld labor

  We hire job applicants that meet the minimum age stan-
dard of local regulations.

  Child labor protection and rescue measures are in place.

Elimination 
of unlawful 
discrimina-

tion

Al l  employees
Female 
employees
Foreign  
Employees

  For all labor rights matters, all employees are treated 
equally; none of them experience unlawful discrimina-
tion on the grounds of race, class, language, thinking, 
religion, political affiliation, place of origin, place of 
birth, gender, sexual orientation, age, marital status, 
pregnancy, appearance, facial features, physical and 
mental disabilities, constellation, blood type and other 
factors.

Diversity, 
inclusion 
and equal 
opportuni-

ties

Al l  employees

  We are committed to creating a diverse and inclusive 
workplace that embraces people with different back-
grounds and respects and preserves everyone's differ-
ences.

  We ensure that every member is treated fairly and with 
respect, and enjoys fair learning resources, fair remu-
neration conditions, and fair opportunities for promotion 
and development, to achieve equal pay for equal work.

  Through digital transformation courses, including those 
on AI, we help employees adapt to new trends, achiev-
ing information equity.

Issue
Parties 

concerned
Management plan

Mainte-
nance of 
physical 

and mental 
health and 
work-life 
balance

Al l  employees

  Support for healthy activities: We encourage employees 
to participate in various healthy activities by providing a 
venue or sponsorship funds.

  Team exchange activities: The Company provides funds 
every year to encourage department heads and em-
ployees to promote the relationship and collaboration 
therebetween through dinners and other exchange ac-
tivities.

  Employee welfare activities: In order to ensure physical 
and mental relaxation of employees and gather their co-
hesion, we regularly hold year-end party and company 
activities to boost the team spirit and corporate culture. 
We also encourage and remind employees to plan and 
utilize their leave through the attendance system.

  Employee assistance program: Beyond providing group 
insurance that exceeds legal requirements, Gamania 
expands its social and life support for employees, with a 
scope of care that goes beyond government programs.

Freedom of 
associa-
tion and
right to 

collective 
bargaining

Al l  employees

  We respect the freedom of association and the right to 
collective bargaining entitled to employees in accor-
dance with the law.

  Smooth communication channels with employees are 
maintained to establish harmonious labor-management 
relations.

  We regularly hold employee assemblies to communicate 
on working conditions.

Occupa-
tional 
health

and safety

Al l  employees
Suppl iers
Contractors

  Regular health checkups are provided for employees, 
and contracted professional medical staff are hired to 
offer health services. In addition, education and training 
on safety and health and fire prevention are held peri-
odically, and necessary preventive measures are taken 
to prevent occupational and climate-related disasters 
and reduce hazardous factors in the work environment.

  To ensure the occupational safety of partners and con-
tractors that enter the Company to provide services, we 
duly notify the personnel of relevant hazards and super-
vise the details during the performance of duties.
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Social human rights impact

Topics of training and awareness campaigns

Human rights due diligence management in the 
supply chain

The "Cross-Generat ion Forum," organized by NOWnews, entered i ts s ixth year.  Be-
yond cont inuing i ts  brand advocacy for  "youth part ic ipat ion in pol i t ics,"  in 2024, i t  
expanded i ts target audience from youth to new immigrant groups. The forum also 
deepened the impact  of  i ts  c iv ic  proposal  compet i t ion by t racking the implementa-
t ion of  proposals and matching them with publ ic-sector resources. Through camps, 
forums,  and par tners ’ resources,  the forum promotes educat ion and in ternat ional  
exchange, thus ampl i fy ing the discourse and giv ing the forum a more internat ional  
perspect ive,  whi le establ ishing i t  as a c iv ic act ion plat form in which students must 
part ic ipate.  In 2024,  there were a tota l  of  34 proposals:  three proposals were not 
approved, and 31 proposals are current ly  under review.The proposals inc luded 10 
on human r ights and just ice,  10 on administrat ive regulat ions,  7 on sustainable en-
vironment,  2 on technology educat ion,  and 2 on f inance and economy.

Gamania not  on ly  promotes the in ternal  management  of  human r ights  issues,  but 
also hopes that the partners can jo int ly improve the effect iveness of  human r ights 
management.  Through the suppl ier  management procedures,  the Company has in-
corporated human r ights issues ( including occupat ional  safety and heal th)  into the 
awareness campaigns for suppl iers,  select ion of  new suppl iers,  and annual  evalua-
t ion of  adopted suppl iers as key topics.  Please refer to "3.3.1 Sustainable procure-
ment" for  the performance detai ls.

Human rights training and awareness 
campaigns
In  2024,  Gamania  in tegra ted  human r igh ts  management  in to  i t s  mandatory  ESG 
courses for  the f i rs t  t ime.  This  a ims to  enhance employees '  awareness of  human 
r ights protect ion and effect ively reduce the l ikel ihood of  human r ights incidents.  To 
consider employees'  work environment and working hours,  Gamania ra ises aware-
ness of  certain issues through digi ta l  channels and electronic display boards,  in ad-
di t ion to onl ine t ra in ing. In 2024, the complet ion rate for  t ra in ing among al l  employ-
ees, including new hires,  reached 100%.

The Company's human rights policy and management measures

Labor rights principles

Prevention of sexual harassment at work

Unlawful infringement in the workplace

Diverse complaint channels

HUMAN RIGHTS TRAINING 
AND AWARENESS CAMPAIGNS

34
proposals

 10 on human rights & justice
 10 on administrative regulations
 7 on sustainable environment
 2 on technology education
 2 on finance and economy

3 proposals were 
not approved

31 proposals  are cur -
rent ly under review
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HEALTHY WORKPLACE

Gamania 's  "Employee Ass is tance Program" was implemented on a t r ia l  bas is  a t  
the beginning of  2021 and further off ic ia l ly  implemented in Apr i l  of  the same year.  
By offer ing counsel ing,  fami ly,  f inancia l ,  legal ,  and management  ass is tance at  a 
f ixed number of  t imes each year,  the program helps improve employees'  balance in 
l i fe and in mind, and address employees'  physical  and mental  stress or problems 
a t  work ;  a  s t ress- f ree  anonymous consu l ta t ion  channe l  i s  ava i lab le  fo r  employ -
ees, helping those who need assistance in a more effect ive manner.  In these four 
years,  the assistance program has served more than 1,000 employees, becoming 
an important  s tabi l iz ing force wi th in the Group.  Star t ing in  Apr i l  2024,  matern i ty 
consul tat ion serv ices were added to prov ide comprehensive support  to  pregnant 
employees or those whose partners are pregnant,  both dur ing and af ter  pregnancy. 
In 2024, 99 employees appl ied for  the services,  wi th a total  of  571 counsel ing ses-
sions. Employee sat isfact ion wi th the services reached 4.86 out of  5 points.

Employee assistance program (EAP)

4.1.6

EAP consultation services

99 571 4.86employees appl ied 
for  the services

counsel ing 
sessions

out of  5 points

Employee sat isfac-
t ion wi th the 

services reached
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Health promotion activities
Gamania has created a r ich and comprehensive heal thy workplace with programs such as employee heal th checkups, materni ty protect ion programs, sports and athlet ic act iv i -
t ies,  and a gym to cul t ivate good heal th habi ts among employees. In the future,  we wi l l  fur ther plan the emot ional  fat  loss and heal th promot ion program, focusing on the emo-
t ional  aspect which was less addressed in the past dur ing the fat  loss and weight loss process of  the high-r isk groups, plus the professional  one-on-one consul tat ion wi th nutr i -
t ionist  and customized nutr i t ion group program, in order to support  the sustainable heal th of  employees.

I tem 2024 Activit ies

Employee 

Health 

Program

  Gaman ia  o f fe rs  annua l  emp loyee  hea l th  check -ups .  In 
2024, 864 employees completed heal th check-ups, wi th a 
71.64% check-up rate.

  We a lso  quar te r l y  a r range  fo r  phys ic ians  to  s ta t ion  on 
si te to provide medical  consul tat ion,  heal th guidance and 
fol low-up for employees with abnormal heal th check f ind-
ings or heal th problems. In 2024, 22 employees benef i ted 
f rom the services.

Care for high 

health r isk 

groups

  InBody ana lys is  o f  body compos i t ion  is  per formed on a 
quar ter ly  bas is ,  and employees are g iven proper  adv ice 
on nutr i t ion and exercise heal th educat ion.

  We inv i ted  Coach Hs iang-Chieh Kao f rom West  Garden 
Hospi ta l  to conduct a seminar on "Calor ie Def ic i t  Calcula-
t ion and Home Exercise,"  wi th 16 part ic ipants.

Maternity 

protection 

program

  The Company provides relevant heal th educat ion to preg-
n a n t  a n d  p o s t p a r t u m  e m p l o y e e s ,  a n d  s e t  u p  n u r s i n g 
rooms on d i f ferent  f loors of  the off ice bui ld ing.  We a lso 
p lan to prov ide f ree park ing spaces,  B1 temporary park -
ing  spaces,  and ass is tance in  park ing /p ick-up  fo r  p reg -
nant women.

  We inv i ted a physical  therapist  to  conduct  a seminar  on 
"Prevent ing Common Postpartum Musculoskeletal  Issues,"  
with ten part ic ipants and a sat isfact ion rat ing of 5 out of 5.

I tem 2024 Activit ies

Prevention of 

musculoskele-

tal  disorders

  G a m a n i a  G r o u p  e m p l o y e e s  p r i m a r i l y  p e r f o r m  o f f i c e - b a s e d 
sedenta ry  work ,  wh ich  can  lead  to  muscu loske le ta l  pa in  and 
d i s c o m f o r t .  To  a d d r e s s  t h i s ,  t h e  G r o u p  p r o v i d e s  a u t o m a t i c 
height-adjustable desks for employees to use. Addi t ional ly,  em-
p loyees can app ly  fo r  one o f  two types  o f  pos ture-cor rec t ing 
chairs.  Our nurses also v is i t  employees’ workspaces to help ad-
just  desks and chairs for  proper s i t t ing and posture.  In 2024, a 
total  of  72 employees appl ied for  these ergonomic aids

  We a lso  inv i ted  a  phys ica l  therap is t  to  conduct  a  seminar  on 
"Rel iev ing Shoulder  and Neck Discomfor t :  Workplace Shoulder 
and Neck Care,”  wi th 32 par t ic ipants and a sat is fact ion rat ing 
of  4.6 out of  5.

  Based on the resul ts of  our Nordic Musculoskeletal  (NMQ) ques-
t ionnaire,  we have observed a decreasing t rend in the number 
of  employees with suspected musculoskeletal  hazards.

Care for 

intense 

activit ies

  For  h igh- intensi ty  act iv i t ies such as dragon boat  rac ing,  mara-
thon, and tr iathlon, registered nurses wi l l  help part ic ipants take 
month ly  InBody measurements,  prov ide d iet ,  exerc ise,  and re-
la ted  hea l th  care  fo r  ind iv idua l  hea l th  prob lems,  and prevent 
sports in jur ies.

NMQ comparison 2023 2024

No hazard (no pain) 54% 55%

No hazard (NMQ 1-2 points) 34% 36%

Suspected hazard (NMQ 3-5 points) 12% 9%

Hazard 0% 0%

Conf i rmed disease 0% 0%
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I tem 2024 Activit ies

Gym

  A 24-hour gym at the headquarters offers a compl imentary InBody analysis of  
the body's composi t ion,  wi th the guidance of  professional  f i tness coaches and 
nurses dur ing the use of  the equipment.

  We have  emp loyed  a  ded ica ted  f i t ness  coach  to  gu ide  the  co r rec t  use  o f  
equipment and regular ly assist  employees with physical  t ra in ing, to help them 
mainta in h igh f i tness levels and reduce the r isk of  hypertension,  h igh b lood 
sugar,  and high cholesterol .

  We have a lso  o f fe red  courses  on  yoga,  box ing  aerob ics ,  Zumba and o ther 
sports,  wi th more than three classes a day for employees to choose from. In 
2024, about 6,808 employees took the sports courses.

  We success ive ly  added unp lugged card io  equ ipment  such  as  e l l ip t i ca l  ma-
chines and rowing machines for both heal th and energy saving.

Stress rel ief  

& relaxation

  Gamania col laborates wi th the Taipei  Ci ty Foreign and Disabled Labor Off ice 
to arrange massage services every Wednesday af ternoon. Employees can en-
joy a 15 minute stress rel ief  massage through appointment.  The massage ser-
v ice was provided to 418 people in 2024.

  The Company also organizes fascia relaxat ion courses for neck and shoulder,  
which teach employees the connect ion between emot ion and heal th as wel l  as 
ways to examine emot ion and rel ieve stress.

Sports 

competit ion

Clubs

  Gamania has e ight  employee c lubs:  Dance Club,  Gamania Skateboard Club, 
Yoga Club, Gamania Book & Travel  Club, G RUN (running club),  Dondon Li t t le 
Hands Club, Vol leybal l  Club, and Gamania Board Game Club. In 2024, a total  
of  180 part ic ipants engaged in these clubs.

LED color 

temperature 

l ighting 

management

  In l ine wi th the Group's fu l l  replacement of  LED l ight ing,  Gamania introduced 
heal thy l ight ing in  2023 at  i ts  headquarters bui ld ing in  Neihu.  The combina-
t ion o f  ergonomic  l ight ing prov ides an o ff ice  env i ronment  that  meets  phys i -
cal  and mental  needs, and adjusts the c i rcadian rhythm system of employees, 
having a posi t ive effect  on heal th.

Gamania Perspect ive— to 
know more about the Gama -

nia Dragon Boat Team

  Gamania has long been compet ing in  dragon boat 
races  t o  p romo te  t eamwork  and  the  sp i r i t  o f  co -
o r d i n a t i o n ,  a n d  a t  t h e  s a m e  t i m e  e x e r c i s e  b o d y 
and  sp i r i t  as  we l l  as  p romote  phys i ca l  and  men-
tal  heal th.  The wel l - t ra ined team achieved the f i f th 
p lace in the 2025 Taipei  Internat ional  Dragon Boat 
Championships.
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Occupational safety and health
Gamania Group at taches great importance to the occupat ional  heal th and safety of  i ts  employees, and has set the target of  zero occupat ional  safety accidents.  Gamania is c las-
si f ied as a low-r isk business (Class I I I )  under the "Occupat ional  Safety and Health Management Regulat ions."  With most of  the operat ions being off ice-based, no management 
uni t  is  required to be establ ished. Nevertheless,  Gamania pays part icular at tent ion to environmental  monitor ing of  the off ice for  the management of  noise,  carbon dioxide, l ight ing,  
temperature,  humidi ty,  etc. ,  and more important ly,  the prevent ion of  a i r  pol lut ion.  Therefore,  regular environmental  moni tor ing is carr ied out  every year,  wi th the headquarters '  
smart  bui ld ing system integrated to review the relevant values of  the headquarters bui ld ing,  so that the qual i ty of  employees'  work environment can be ensured.

To enhance and protect  the work safety of  employees, Gamania has framed an "occupat ional  safety and heal th pol icy,"  which was signed by the CEO of the Group and made pub-
l ic ,  for  the employees and the contractors performing dut ies on the Company's premises. We ensure that our off ice environment operates in compl iance with domest ic "Occupa-
t ional  Safety and Health Act" .  We regular ly implement the four major worker heal th protect ion programs: Ergonomic Hazard Prevent ion Program, Prevent ion of  Diseases Caused 
by Abnormal Workload Program, Prevent ion of  Unlawful  Infr ingement Dur ing Work Performance Program, and Maternal  Heal th Protect ion Program. Through these, we systemat-
ical ly conduct workplace potent ia l  hazard and r isk assessments to ident i fy factors that  could cause physical  or  psychological  harm to employees. Each program includes hazard 
ident i f icat ion,  r isk level  assessment,  on-si te inspect ions,  formulat ion of  protect ive measures,  and a t racking and improvement process. We enhance overal l  workplace r isk percep-
t ion and prevent ion capabi l i t ies through educat ion and training, checkl ists,  and report ing systems, to ensure employees’ heal th and safety along with operat ional  stabi l i ty.  Af ter  
systemat ical ly assessing potent ia l  workplace heal th r isks,  we pr ior i t ize them based on their  sever i ty and the affected indiv iduals and then develop act ion plans for improvement.

To ensure the effect ive control  of  damage, the smooth t ransmission of  informat ion and the normal operat ion of  the Company in the event of  major disasters and emergencies that  
endanger or disrupt Gamania's informat ion systems, personnel ,  and normal operat ions,  we have establ ished the "group safety management pol icy" and relevant bylaws, such as 
the "Off ice Safety Management Regulat ions" to manage "physical  secur i ty,"  "access control  secur i ty,"  "publ ic safety,"  "equipment secur i ty"  and "operat ional  safety."  Addi t ional ly,  
an "Emergency Standard Operat ing Procedure" out l ines a standardized emergency report ing process for cr is is events,  as a establ ished comprehensive integrated act ion plan to 
respond to sudden si tuat ions such as f i res,  f loods, and other natural  d isasters or emergencies.  Response strategies,  procedures,  and relevant emergency equipment and rescue 
measures are def ined for di fferent emergency scenar ios.  We regular ly conduct emergency response dr i l ls  to ensure that employees are fami l iar  wi th emergency procedures and 
measures,  whi le evaluat ing and improving dr i l l  outcomes. In 2024, the Company had no major occupat ional  safety incidents or reported emergencies.

Simultaneously,  for  the aforement ioned occupat ional  safety and heal th pol ic ies,  we conduct regular sel f - inspect ions and internal  audi ts to ver i fy and evaluate the Company's man-
agement systems and processes. Any ident i f ied def ic iencies are responded to wi th correct ive measures and fo l low-up management to enhance operat ional  environment safety.  
Addi t ional ly,  when col laborat ing wi th our central ized procurement suppl iers,  we place signi f icant emphasis on occupat ional  safety and heal th.  At  the t ime of  s igning contracts,  a l l  
suppl iers are required to s ign a "Suppl ier  CSR Commitment,"  to aff i rm their  commitment to sustainabi l i ty  pr inciples,  such as occupat ional  safety,  labor r ights,  and environmental  
protect ion.

Stages and Sequence of Emergency Reporting

Condition Level Description Reporting recipient & handling unit

General issues Level 3 condition
The condition falls within the emergency scope that the on-site 

personnel can control.
Handled by on-site personnel/ unit head

Overall  service disruption Level  2 condi t ion
The condition is beyond the control of the operating site; it re-

quires collaboration of relevant departments for joint resolution.
Handled by relevant units (operations, IT, and logistics) 

coordinated by COO.
Overall  operational 

disruption
Level  1 condi t ion

The condition requires external assistance, or is beyond the scope 
of the senior executive’s responsibil i t ies.

Chief Executive Officer
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2 0 2 4  O c c u p a t i o n a l  S a f e t y  D r i l l s  a n d  Ed u c a t i o n  a n d  Tr a in in g

Statistics on occupational injuries
When an occupat ional  in jury occurs,  Gamania fo l lows the standard handl ing procedures according to the management regulat ions and local  regulat ions,  and immediately reports the 
matter to local  competent author i t ies.  Our stat ist ics on occupat ional  d isasters are compi led based on the important indicators announced in the Occupat ional  Safety and Health Act 
developed by the Ministry of  Labor,  Execut ive Yuan, and the Global  Report ing In i t iat ive (GRI Standards).  In part icular,  the disabl ing in jury f requency rate (FR),  d isabl ing in jury se-
ver i ty rate (SR),  absenteeism rate,  etc.  are the main data indicators.

Name Number of sessions Trainees Total trainees Total training hours

Gamania Group’s headquarters sel f -defense f i ref ight ing 
team member f i re safety t ra in ing ( f i rst  hal f  of  2024)

1
Gamania Group’s headquarters self-defense 

firefighting team members
24 4 hours

Gamania Group’s headquarters sel f -defense f i ref ight ing 
team member -  department head evacuat ion dr i l l  (second 

hal f  of  2024)
1

Gamania Group’s headquarters self-defense 
firefighting team members and department heads

27 3 hours

2022 2023 2024

Absenteeism rate (%) 0.96 0.70 0.75

Coverage rate (%) 100 100 100

%

0Number of deaths 
due to occupation-

al injuries 0Number of 
disabling injuries

0Number of 
serious occupa-
tional injuries 0Disabling injury 

frequency rate (FR)*

0Number of days of 
disabling injuries0%

Death rate due 
to occupational 

injuries 

0Disabling injury 
severity rate (SR)*0Serious occupa-

tional injury rate 
(excluding death)*

Notes: 註 ： 1  Death rate due to occupat ional  in jur ies = number of  deaths due to occupat ional  in jur ies /  total  working hours x 
1,000,000.

2  Ser ious occupat ional  in jury (wi th more than 180 lost  days; excluding death) rate = ser ious occupat ional  in jur ies 
/  total  working hours x 1,000,000.

3  Disabl ing in jury f requency rate (FR) = number of  disabl ing in jur ies /  total  working hours × 1,000,000.
4  Disabl ing in jury sever i ty rate (SR) = number of  days of  disabl ing in jur ies /  total  working hours × 1,000,000.
5  The data above covers the businesses that have been reported to the Ministry of  Labor,  and does not include 

vehicular accidents dur ing commutes.

Notes: 註 ： 1  Absenteeism rate = Absenteeism hours /  Total  working hours.
2  Absenteeism hours include sick leave, occupat ional  in jury leave, menstrual  leave, and hospital izat ion leave.
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4.2.1 Public welfare goals and strategy

4.2.2 Gamania Cheer Up Foundation

4.2.3 Common good in the community

4.2.4 Support for domestic cultural industries



PUBLIC WELFARE GOALS AND STRATEGY
Gamania Group's publ ic wel fare goals and strategy are rooted in the adventurous 
and chal lenging spi r i t  o f  i ts  Chai rman and Foundat ion Founder.  This  a lso a l igns 
wi th the Group's core brand phi losophy,  "Dare to Chal lenge".  Since 2008, Gama-
nia has bui l t  a  publ ic  wel fare p lat form,  the Gamania Cheer  Up Foundat ion,  wi th 
the goal  of  encouraging young people to bravely embrace adventure.  Through the 
foundat ion,  Gamania connects l ike-minded partners across Taiwan to create and 
promote unique "Gamania values".

As t imes have changed, the foundat ion has moved with the t imes, not only encour-
aging young people to  dream hard,  but  a lso launching an in i t ia t ive ca l led "GoN-
ext"  in 2022 to support  young people in boldly looking to the future.  This is  a lso 
an encouragement to ourselves,  reminding us to keep "going next,"  re inforce the 
adventure educat ion,  and expand the social  inf luence of  adventure cul ture through 
the in i t ia t ive.  From the perspect ive of  r isk management ,  we have developed the 
"Big Dream Project"  that  set  a benchmark in Taiwan proving adventures br ing in -
f in i te possibi l i t ies,  and organized the "Gamania Adventure School"  to enhance the 
adventure educat ion for  the young. Accordingly,  we meet the goals of  qual i ty  ed-
ucat ion (SDG 4) and promot ing a peaceful ,  d iverse society (SDG 16) on the path 
of  sustainable development,  empowering young people to take up chal lenges and 
forge the i r  own paths,  and advocat ing the genera l  pub l ic 's  soc ia l  inc lus ion and 
support  for  the new generat ion who are not  afra id of  chal lenges and bravely put 
their  innovat ive ideas into act ion.

SDG 4
quality

education

SDG 16
promoting a peaceful,  

diverse society
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GAMANIA CHEER UP FOUNDATION

Gamania Group is an organic ent i ty,  fueled by the dreams and aspirat ions of  i ts  founder,  Gamania employees, al l  p layers,  and the wid-
er publ ic.  In 2008, the Gamania Cheer Up Foundat ion was off ic ia l ly  launched with the aim of  concentrat ing resources and systemat i -
cal ly giv ing back to society,  thus fu l f i l l ing corporate social  responsibi l i ty  and support ing youth's dreams. Since i ts establ ishment,  i t  has 
accompanied over 10,000 young people in f ight ing for  their  dreams and embarking on their  dream-seeking journeys.

Based on the core concept of  "science of  adventure,"  the foundat ion supported young people 's long journeys for their  dreams through 
the "Big Dream Project"  and st imulated the youth to chal lenge themselves through the "Gamania Adventure School"  in recent years.  
The "Coast to Peak Ultra Marathon" was therefore held wi th an aim to bui ld a chal lenging ul t ra marathon system of the highest speci -
f icat ion in Taiwan that at t racted top internat ional  runners to the country and faci l i tated industr ia l  and professional  upgrades. We also 
organized onl ine and off l ine events to support  employees in real iz ing their  grand tour leave dreams by providing professional  guidance 
for their  grand journeys. In 2024, we faci l i tated this through two off l ine "Adventure Get- togethers” and one press conference. We have 
physical ly met more than 400 members of  the publ ic,  schoolchi ldren, media,  and industry KOLs to spread the spir i t  of  "GoNext,"  and 
shared inspirat ional  stor ies of  adventure through videos and reports.  Also,  we have cont inued to communicate wi th more than 8,000 
community part ic ipants and over 1,000 employees of  the Gamania Group. Furthermore, mult i -media communicat ion and publ ishing pro-
grams have been carr ied out to inspire and encourage the publ ic to be bold and innovate and "go on their  next  steps.”

Foundation Introduction

2008

2018 2021 2022~2024

2011 2012 2014 2015

2016

North Pole 
Chal lenge

Dream Project   
Iceland /  Marching 

towards the  
South Pole

Marching towards 
Spanish Pr imera 
Liga /  Marching  

towards 14 Peaks

Marching towards Spanish Pr imera Liga /  
Marching towards 14 Peaks /  Marching towards 

the Basketbal l  Dream /  Gamania Adventure 
School /  Gamania Coast to Peak Ultramarathon

Dream Project  
Courage

Dream Bicycle Dream Project  
Fl ight

Dream Project  
Canoe

Dream Project  
Cl imbing

4.2.2

Latest information
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Foundation’s Projects

Big Dream Project

Big Dream Project:  Lu, Chung-Han, Marching towards 14 Peaks

Big Dream Project:  
Yuan, Yung-Cheng, Marching 

towards Spanish Primera Liga
We have  suppor ted  many  young peop le  who 
have the courage to  cha l lenge the i r  own l im-
i t s  t h rough  the  "B ig  D ream Pro jec t , "  as  t he 
d r i v ing  fo rce  fo r  young peop le  to  take  r i sks ,  
open  up  va r i ous  imag ina t i ons  o f  adven tu re ,  
prov ide adventure suppor t  and oppor tun i t ies ,  
and enable young people to have the abi l i ty  to 
chal lenge themselves,  break through comfor t  
zones ,  f ace  unknown  cha l l enges ,  and  app ly 
the va lue o f  adventure sp i r i t  to  l i fe .  Through 
the i r  s tor ies,  we a lso look forward to  encour -
aging more people to  bravely  wr i te  the i r  own 
adventure  chapter.  Over  the  years ,  we have 
c rossed  l and ,  sea  and  a i r,  comp le ted  many 
a m a z i n g  p r o j e c t s ,  a n d  r e a l i z e d  o u r  d r e a m s 
without any l imi ts.

The Ta iwanese mounta ineer  Lu ,  Chung-Han (Ah Guo)  f i rs t  c l imbed in  2013 the  8 ,000-meter  peak  o f  
Gasherbrum I I  (8035 meters),  the 13th highest peak in the wor ld,  becoming the f i rst  Taiwanese cl imbing 
the summit  of  the Karakoram Mountains.  Since then, he has cont inued to set  new records in Taiwan's 
mountaineer ing history.  The Big Dream Project  supported Ah Guo in c l imbing the thi rd highest peak in 
the wor ld,  which is also around 8,000 meter ta l l ,  and complet ing the projects of  c l imbing the remaining 
f ive 8,000-meter mountains.  In 2024, a team cl imbing expedi t ion faced an incident where a team mem-
ber fe l l .  The foundat ion,  pr ior i t iz ing support  and respect ,  provided Ah Guo wi th ample space and t ime 
for psychological  recovery.

S ince  2021 ,  Gaman ia  Cheer  Up  Founda t i on 
has  jo ined  hands  w i th  Yuan ,  Yung-Cheng  to 
run the plan of  Marching towards Spanish Pr i -
mera L iga.  Yuan began pract ic ing footba l l  in 
the  f i r s t  g rade  o f  e lementa ry  schoo l  and  as -
pired to become a professional  footbal l  p layer 
at  the age of  9.  Af ter  graduat ing f rom his ele-
mentary school ,  he started to receive t ra in ing 
abroad.  In  2021,  he became the f i rs t  Ta iwan-
ese foo tba l le r  to  w in  a  pro fess iona l  cont rac t  
in Europe at  the age of  19.  Later,  he made his 
p ro fess iona l  l eague  debu t  i n  Spa in  i n  ea r l y 
2022. In September 2024, he transferred from 
Fuen labrada to  In te r  Sev i l la  and p layed one 
season in  Spain 's  f i f th- t ier  league.  He is  cur -
rent ly working toward his goal  of  reaching the 
fourth-t ier  Segunda Divis ión B.
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Gamania Adventure School

Big Dream Project:  Hualien Gamania Apes, Marching towards the Basketball  Dream

Gamania Coast to Peak Ultramarathon_
Invitational

Since i ts  establ ishment  in  2008,  Gamania Cheer Up Foun-
da t ion  has  encouraged  young  peop le  to  cha l l enge  them -
selves through var ious adventure projects,  so as to keep in 
l ine wi th the spi r i ts  of  "hands-on learning" and "cross-sec-
tor  in tegrat ion"  advocated in  the Curr icu lum Guidel ines of  
12 Year Basic Educat ion in Taiwan and arouse the genera-
t ion 's  sp i r i t  o f  adventure.  So far,  we have supported more 
than 700 students f rom 45 locat ions,  wi th a total  adventure 
distance of  28,578 ki lometers.  In 2024, the Gamania Adven-
ture School  focused on the theme of  "Mounta in ,  Sea,  Riv-
ers to the Summit"  and organized onl ine and off l ine adven-
ture exper iences.  I t  a lso held a f ive-day,  four-n ight  off l ine 
camp,  inc lud ing team bu i ld ing,  h ik ing,  cyc l ing ,  and moun-
ta in c l imbing to foster  the spi r i t  o f  adventure.  The founda-
t ion invi ted prominent f igures l ike Hu, Long-Mao (Kaohsiung 
Aquas 's  power  fo rward) ,  Lu ,  Chung-Han (Four teen Peaks 
c l imber ) ,  Tseng ,  Wu-P ing  (OBT mounta ineer ) ,  and  S te l la 
(mindfulness meditat ion instructor)  to provide a comprehen-
s ive learn ing exper ience for  par t ic ipants ,  cover ing adven-
ture pract ice,  exper ient ia l  explorat ion,  and mental  focus.

Gamania  Cheer  Up Foundat ion  has co l labora ted wi th  the  pro fess iona l  basketba l l  t ra in ing  organ iza t ion ,  EMPOWER, to  fo rm the "Hua l ien 
Gamania Apes,"  the f i rst  community c lub basketbal l  team in Hual ien that includes U12 and U14 groups to promote sports educat ion for  chi l -
dren. In June 2023, the Hual ien Gamania Apes formed an off ic ia l  team and made their  debut in a game; the CEO of the Gamania Cheer Up 
Foundat ion personal ly donated the jerseys to them. In December of  the same year,  the team returned to their  hometown, Hual ien,  to hold the 
"Hual ien Gamania Cup,"  wi th teams of  the same age group invi ted to compete and showcase their  t ra in ing resul ts.

In 2024, the program cont inued with players t ravel ing to Taipei  for  a t ra in ing camp, v is i t ing EMPOWER's northern Taiwan team 
and High School  Basketbal l  League’s (HBL’s)  School  Team Div is ion A.  In July,  the p layers par t ic ipated in a corporate v is i t  to 
exper ience Gamania 's  corporate  cu l ture  and adventurous sp i r i t  f i rs thand,  thus deepening the i r  unders tanding of  the founda-
t ion's values and internal iz ing the concept of  chal lenging onesel f  into act ion.  Through this c lub model,  the foundat ion promotes 
widespread sports part ic ipat ion in the region, br idges resource inequal i t ies caused by the urban-rural  d iv ide,  and creates more 
sports opportuni t ies for  youth in Hual ien.

The 177-k i lometer- long "Mountains to Sea Nat ional  Greenway" 
fu l l  of  adventures covers four major t ra i ls :  Inner Sea Trai l ,  Ca-
na l  Tra i l ,  Tr iba l  Tra i l ,  and Sacred Mounta in  Tra i l .  S t re tch ing 
f rom the  Ka i ta i  In land  Sea to  Jade  Mounta in ,  th is  g reenway 
features cul tura l  d ivers i ty  and ecological  complexi t ies.  Gama-
n ia  Cheer  Up Foundat ion  i s  commi t ted  to  c rea t ing  the  in te r -
na t i ona l  race t rack  and  in te rna t i ona l  u l t ramara thon  even t  o f  
the highest  speci f icat ion for  the wor ld 's top athletes to gather 
in Taiwan to compete whi le explor ing the beauty of  Taiwan. In 
2024,  the event  successfu l ly  obta ined the In ternat ional  A ims/
WA cer t i f icat ion for  100-mi le  t rack and the Bronze IAU Label ,  
secur ing i ts internat ional  race status.  I t  a lso invi ted 25 domes-
t ic outstanding runners to part ic ipate in an off ic ia l  invi tat ional  
race and establ ished an race r isk management p lan.  The suc-
cess of  the event l ies in not  only the runners '  achievement of  
se l f -cha l leng ing,  but  a lso the jo in t  suppor t  o f  the pro fess ion-
al  teams of  logist ics,  supply,  and medical  care,  etc.  Based on 
more comprehensive r isk management and event execut ion, we 
cont inue to organize the benchmark ul t ramarathon event of  the 
highest standard,  advocat ing the spir i t  of  GoNext in Taiwan.
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COMMON GOOD IN THE COMMUNITY

Since the re locat ion to  the Neihu headquar ters  bu i ld ing in  2016,  Gamania has 
jo ined the "Neihu Technology Park 1,000-person Blood Donat ion Campaign" or-
ganized by Taipei  Neihu Technology Park Development Associat ion,  working with 
loca l  communi t ies  and companies  for  common good and demonst ra t ing Gama-
nia employees '  passion for  help ing others.  Since 2018,  Gamania has voluntar i -
ly  arranged blood donat ion events.  On the Gamania Fest ival  (November 11),  we 
ca l led  on  Gaman ia  employees  to  donate  b lood  toge ther  w i th  the  sur round ing 
neighborhoods in combinat ion of  the Company's internal  celebrat ion act iv i t ies to 
contr ibute to the medical  capaci ty in Taipei  Ci ty.  At  least 3 blood donat ion events 
are held every year.  In 2024, 256 employees part ic ipated in blood donat ion;  a to-
ta l  of  365 bags of  b lood were donated to the Taipei  Blood Center.

The Gamania Chr istmas Market  has been held s ince 2017 to invi te nearby com-
panies as wel l  as in ternal  and external  par tners to promote thei r  products.  We 
have also arranged special  act iv i t ies in the "Gama Is land" to create a fest ive at-
mosphere for Gamania employees and the community to celebrate and have fun 
together.  This event has also become a regular annual  event at  Gamania.

In 2024, 16 vendors were invi ted to the market ( including nine new businesses),  
a long with chal lenge compet i t ions,  ta lent  shows, hands-on exper ience act iv i t ies 
hosted wi th local  s tores in  Neihu,  s tage per formance del ivered by Gama Gar-
den, etc.  As the Group emphasizes the spread of  ESG values, we plan to invi te 
relevant good partners in Neihu Technology Park and more publ ic wel fare uni ts 
to jo in us in the future,  such as providing meals made with smal lholders '  f r iend-
ly ingredients,  and arranging char i table sales wi th char i table uni ts for  the dis-
advantaged.  We wi l l  permanent ly  extend the concept  of  ESG, and convey the 
"Gamania values" f rom al l  ESG aspects.

Blood donation

Gamania Christmas Market

4.2.3

Sponsorship and support for "Jump for Heart" for 
elementary school students in the Ganghu District

In 2024, Gamania Group sponsored the "Jump 4 Heart"  char i ty jump rope event for  
e lementary school  students in Taipei 's Neihu and Nangang distr icts.  This in i t iat ive,  
organized by Br i l l iant  ESG and the Taipei  Ci ty  Department of  Educat ion,  encour-
ages chi ldren to engage in physical  act iv i ty to promote growth,  improve cardiovas-
cular  endurance, and foster  heal thy habi ts.  Al l  proceeds f rom the students '  jump 
rope effor ts were converted into donat ions for the Taiwan Foundat ion for Rare Dis-
eases, a l igning wi th the UN SDGs of  "Good Heal th and Wel l -being" (SDG 3) and 
"Qual i ty Educat ion" (SDG 4).

Social welfare
Gaman ia ' s  to ta l  soc ia l  we l fa re  expend i tu re  in  2024  reached  NT$39 .24  m i l l i on ,  
mainly through sponsorship or donat ions;  the resources were devoted to social  is-
sues that were important to Gamania,  including medical  care,  animal f r iendl iness,  
cul ture and creat iv i ty,  and educat ion-related organizat ions.

Unit :  NTD thousand

Note:  The category of  cul ture and creat iv i ty includes histor ical  cul ture and sports events.

Category Item Funding

Medical 
services

Cash contributions 1,000

Animal 
friendliness

Cash contributions 3,766

Culture and 
creativity

Cash contributions 8,423

Educational 
philosophy

Cash contributions 26,060

Item donation
Gamania facil i tates the collection and donation of suit-

able items from within the Group and distributes them to 
disadvantaged groups and organizations in remote areas.
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SUPPORT FOR DOMESTIC CULTURAL INDUSTRIES

As a TPEx- l is ted company in the cul tura l  and creat ive industry,  Gamania not  only pro -
motes i ts own businesses, but also act ively part ic ipates in related cul tural  and creat ive 
act iv i t ies to faci l i tate the development of  cul tural  industr ies in Taiwan and ful f i l l  the cor-
porate social  responsibi l i t ies.

Supporting original works by domestic creators: Stim-
ulation for the IP industry

4.2.4

Gamania act ively promotes domest ic cul tural  and creat ive investment.  We invi te domes-
t ic  or ig inal  comic creators and novel is ts  to d isplay thei r  works on our  or ig inal  content 
plat forms, MOJOIN ( formerly known as beanfun!,  Comics Star,  and Li terature Star) ,  sup-
por t  Ta iwan's  or ig ina l  ar ts  wi th  royal t ies and copyr ight  fees,  and organize a ser ies of  
promot ional  act iv i t ies on an i r regular basis.  In 2024, NT$20 mi l l ion,  an increase of  near-
ly 40% from 2023, was invested to br ing Taiwan's or ig inal  IPs to the internat ional  stage 
with Taiwan's leading creators.

Also,  Gamania Group, operat ing under i ts "Cul tural  and Creat ive Leader" brand, col lab-
orates wi th over a hundred Taiwanese i l lustrators and wri ters to foster the development 
of  or ig inal  IP content.  In 2024, "Cul tural  and Creat ive Leade" invi ted 16 i l lustrat ion and 
text  IP creators to part ic ipate in the 2024 Creat ive Expo Taiwan. For the f i rst  t ime, i t  ex-
panded into department stores and set up l imi ted-t ime pop-up shops at  Esl i te Spectrum 
Nanxi  and Shin Kong Mitsukoshi  Tainan Ximen Store.  These events showcased over 30 
popular characters,  including "Ugly Rabbi t , "  "Shr imp Dog,"  "Chi iZ Bear,"  "Hel lo Rabbi ts,"  
and the debut of  "Kawai i  Potato Chips" in Taiwan. Their  or ig inal  charm was showcased 
through exclusive merchandise and interact ive instal lat ions.  Gamania Group is also ac-
t ively expanding i ts  IP content  landscape through i ts  comic and novel  brand,  MOJOIN. 
In partnership wi th Kadokawa Taiwan, MOJOIN hosted a "Comic Creat ion Fest ival" .  This 
in i t ia t ive offers  creators  pr ize money,  publ ish ing oppor tun i t ies,  and ser ia l izat ion pros-
pects,  a iming to bui ld a diverse ecosystem for or ig inal  content development.
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Supporting Sports Competit ions

Empowering enter tainment 
with AI development

In 2024, Gamania Group's sponsorship of  sports act iv i t ies totaled NT$2 mi l -
l ion.  For the fourth consecut ive year,  Gamania was the t i t le sponsor of  the 
CPBL Gamania Gold Glove Award. This act ive support  for  the annual  event 
re f lec ts  Gaman ia 's  commi tment  to  con t inuous ly  push ing  fo rward  th rough 
chal lenges and aspir ing to "reach new peaks" every year,  a l igning with the 
spir i t  of  the CPBL. We were present at  th is year 's awards ceremony as the 
t i t le  sponsor  o f  the "2024 CPBL Gamania Gold Glove Award,"  hoping that 
more Taiwanese athletes and outstanding players wi l l  become the br ightest  
stars of  the future.  Gamania also provided funding for the 2024 Nat ional  El -
ementary  Schoo l  Basketba l l  Championsh ip  to  encourage young peop le  to 
part ic ipate in sports and foster posi t ive physical  and mental  energy.

Gamania Group col laborated wi th the Taipei  Music Center  for  i ts  inaugural  
"Team Music  Pro ject ! "  secret  music  gather ing at  Legacy Taipe i .  The event 
featured popular boy band, FEniX, emerging hip-hop art ist ,  L in,  Chieh-Hsin,  
and ta len ted mus ic  groups f rom the program:  a l te rnat ive  rock  band,  Who 
Cares, whose f i rst  Zepp show sold out instant ly;  popular music fest ival  punk 
band, Thick Big Band; and post-2000s newcomer AhhG, a strong contender 
for  a  Golden Melody Award,  a l l  tak ing turns on s tage.  The event  a lso fea-
tured the "AI DJ Heart"  music recommendat ion interact ive exper ience, pow-
ered by Vyin AI,  and col laborated wi th popular i l lustrators to launch an "AI 
Style Photo Booth,"  a l lowing music fans to create unique memories.

By the end of  2024,  Gamania leveraged i ts  se l f -developed Vyin Bra in sys-
tem, which s imulates human brain decis ion-making, along with AI voicepr int  
and AI sty le creat ion technologies.  This led to the creat ion of  innovat ive en-
ter ta inment devices l ike "AI  Idol  Voice Mimic Cal l , "  "AI  DJ Heart , "  and the 
"AI Style Photo Booth".  Furthermore, dur ing the Taipei  New Year 's Eve party,  
we showcased real- t ime interact ive v i r tual  host  technology,  to demonstrate 
a high degree of  integrat ion between technology and entertainment.
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