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March Quarter Report — Released July 9* 2026

Highlights:

» The Financy Women'’s Index rose 0.61 points to 78.47 points out of 100 in the March quarter.

» The Underemployment sub-index gained 2.9 points, reaching the same position as March 2025.
» The Superannuation sub-index gained 1.1 points, with ATO data showing a small narrowing

of the gender gap in lifetime superannuation savings.

» The Employment sub-index improved slightly, rising 0.3 points, but masks a decline
in both women and men’s employment through the start of 2026.

« This quarter's gains represent gradual improvement for economic equality but highlights the need to stay
vigilant such that temporary progress is not interpreted as lasting change. The Federal Budget also highlights
how competing fiscal and economic pressures can shift focus away from sustained progress on gender equity.

» Timeframes to equality: the overall timeframe to financial gender equality in Australia remains largely

unchanged at a median of 20 years.

Staying Vigilant On Gender Equity

Progress toward gender financial equality continued its gradual forward
progress in the March quarter, pushing the Financy Women's Index (FWX) to
7847 points out of 100.

‘While the 0.61 point gain reflects improvement since the December quarter,
it is unchanged since March 2025, and remains below the FWX in March
2024. It serves as a timely reminder that incremental progress should not be
interpreted as lasting change.

This quarter also saw the Federal Government hand down its Budget on the 12
May 2026, focusing on national resilience, housing supply, and structural tax
reforms. While the Budget saw government further its previous commitments
to gender equity, it was largely forgotten in budget coverage and further
attention is needed to accelerate change.

The Superannuation sub-index recorded a 1.1 point increase, with a new,
revised dataset confirming a small but meaningful narrowing of the gender
gap in lifetime superannuation savings. This validates a sustained long-
term trend driven by improved wages, the maturity of the superannuation
guarantee and increasing female workforce participation.

The Employment sub-index recorded a modest improvement of 0.3 points,
though this masks a more concerning undercurrent: both women's and men's
underemployment rates have risen through the start of 2026, signalling that
the headline gain may not tell the full story of workforce health.

The quarter's largest positive movement came from the Underemployment
sub-index, which gained 2.9 points to return to the same position reached in
March 2025 ~ a welcome recovery, though one that underscores how quickly
ground can be lost and regained.

This quarter's results saw the overall timeframe to financial gender equality
in Australia remain largely unchanged at a median of 20 years.

Superannuation Gender Gap Improves

The Superannuation sub-index recorded a 1.1 point increase, with newly
updated data showing a small narrowing of the gender gap in lifetime
superannuation savings. Progress builds upon previous gains that are slowly
but steadily helping to close the gap in this area.

This narrowing of the gap is being helped by improved wage growth

for women, financial strategies that incentivise women to top up their
superannuation, and a series of policy reforms now beginning to take effect.
Chief among these is the payment of superannuation on government-funded
Paid Parental Leave for children born or adopted from 1 July 2025. While
this change is important, the impacts are expected to be modest. Treasury
estimates the change could increase a median woman’s superannuation
balance by around $4,250 at retirement.

Further policy changes such as the forthcoming increase in the eligibility
threshold and maximum payment under the Low-Income Superannuation
Tax Offset (LISTO) could help close the gap in future. It is expected that
around 1.3 million Australians (of which around 60% are women) will benefit
from the amendments to the LISTO.

Closing the gender gap in superannuation savings remains a crucial step
toward improving the long-term financial security of women, given that they
are more likely to spend time out of the paid workforce caring for loved ones.

It is worth stressing, however, that superannuation is a lagging indicator,
and the full benefit of these reforms will take years to flow through to
retirement balances.

Employment Lifts, But Whether It Holds Is Unclear

The Employment sub-index, as measured by monthly hours worked based
on the available working~aged population, registered a minor increase of 0.3
points to 74.8 points, driven by a fourth straight quarter of growth in hours
worked for women. From the underlying data, female monthly hours worked
expanded by 1.2% as male monthly hours worked grew by 0.8% compared to
the December quarter.

Increases in hours worked is also reflected in the number of women employed.
Women’s full-time employment rose by (1.5%) in the March quarter compared
to December, compared to just 04% for men over the same period. Conversely,
women’s part-time employment fell 0.7% compared to the 1.9% increase for
men, suggesting a greater shift of women out of part-time roles and into
full-time work compared to men over the start of 2026.

Yet, women are still almost twice as likely to work part-time as men reflecting
factors such as caring responsibilities, childcare constraints, and the gendered
distribution of work across industries.

‘While the Employment sub-index has lifted modestly, leading indicators
suggests Australia’s labour market could be softening. Seek’s job ads fell
by 0.8% in May, for a 4.5% decline over the previous year.

This could be a particular issue for women at both ends of working life.
Comparing employment in the year to April 2026, it has contracted for
women aged 15-24 by 3% and 65+ by 1%, while remaining broadly stable
or growing for other age groups. Younger women are often more exposed to
casual, entry-level and service-sector jobs - leaving them more vulnerable
when the economy softens. Older women, meanwhile, may be more likely
to leave the labour market earlier because of caring responsibilities, health
constraints, insecure work or limited opportunities to re-enter roles that
match their experience.

Ongoing inflationary pressures and the after-effects of the Middle East shock
may weigh on employment into the second half of 2026. How this plays out
from a gender perspective remains uncertain.
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Underemployment Increases Yet There Are No Winners

The FWX Underemployment sub-index reached 68.8 (up 2.9 points) as
the gap between men and women narrowed. However, the narrowing of the
underemployment gap was due to underemployment increasing for both
men and women (but marginally less for women), rather than an absolute
improvement for either group compared to the December quarter.

Underemployment measures employed people working part-time who would
like to and are available to work more hours, or those working full-time but for
economic reasons are working fewer than usual. As such, with an increase in
women’s full-time employment and hours worked, greater underemployment
may suggest that, at a time when cost of living is rising, households want

to increase income by increasing their hours worked or employment
participation, but that economic conditions are not strong enough to
accommodate that preference.

Structural Barriers Await New Data

The sub-indices for ASX 200 Boards (75.2), Gender Pay Gap (88.5), Unpaid
Work (68.6) and Fields of Education (93.1 points) were not updated with new
data this quarter. Many of these indicators reflect important structural factors
and the most significant opportunities for long-term progress to equality.

The Education gap, which represents the longest timeframe to parity
(projected at over 200 years), highlights a deep flaw in the economy: women
are highly educated but are concentrated in fields that are systemically
undervalued and underpaid, such as care and teaching.

The ASX 200 Boards sub-index is unchanged again this quarter at 75.2 points,
reflecting no progress in the gender composition of these boards over the past
12 months. The result reinforces a concern that the voluntary 40:40:20 target
is operating more like a 40:60 benchmark than a pathway to parity. If the
flexible 20% band were translating into balanced representation over time, the
aggregate share of women on boards would be expected to continue moving
closer to 50%. Instead, progress has remained stalled around the 40% mark,
suggesting timeframes to equality could exceed the estimated 4.6 years. A
further question is whether boards have been broadening the pool of individual
women directors, rather than relying on a smaller cohort holding multiple
board seats.

The Gender Pay Gap sub-index sits at 88.5 points, unchanged since the last
updated quarter. WGEA's most recent Gender Equality Scorecard, however,
points to steady underlying progress. The national total remuneration gender
pay gap reduced 0.7 percentage points to 21.1%. With large Australian
employers now required to select and commit to three gender equality targets,
this could drive greater progress in the future.

The Unpaid Work sub-index, unchanged this quarter at 68.6 points, captures
one of the most entrenched and least visible drivers of economic inequality:
the disproportionate share of caring, domestic and household labour
performed by women. Because this work falls outside the paid economy; it is
rarely counted, yet it shapes almost everything the other indicators measure;
the hours women are available to work, their rates of part-time employment
and underemployment, the career breaks that hollow out their lifetime
superannuation. Changes to the NDIS announced in the Budget — with the
scheme shrinking by 160,000 participants by 2030 - could see women
become the unpaid safety net for those in need.

Unpaid work reflects a deep structural pattern rather than a short-term
fluctuation, and progress here is correspondingly slow. Until the load of unpaid
care is shared more evenly between men and women, gains made elsewhere
in the Index will remain fragile and at constant risk of being unwound. It is

a reminder that genuine equality cannot be measured by paid-work metrics
alone, and that the structural barriers carrying the longest timeframes to
parity demand the most sustained attention.

"A generational wait

for change”

Timeframes To Equality In Australia

There is minimal change in the years-to-equality measure of the Financy
‘Women's Index for the March quarter, with the overall timeframe to financial
gender equality in Australia sitting at a median of around 20 years.

The shortest timeframe remains ASX 200 Board Leadership, where gender
parity is predicted in 4.6 years; unchanged on the December quarter. The risk
here is that the longer progress on ASX 200 Boards remains stalled, with

no movement in board composition over the past 12 months, that 4.6-year
estimate could stretch well beyond a decade if momentum isn't restored.

The medium-term indicators cluster around the 20-year mark, demonstrating
a consistent generational wait for change. The timeframe for closing the
Gender Pay Gap has edged down to 21.0 years (from 21.1), Underemployment
has lengthened to 23.5 years (from 22.6), and Employment remains steady

at 24.3 years. Superannuation, by contrast, sits much closer at 13.3 years,
narrowing slightly from 134.

The most profound challenges remain rooted in deep-seated societal norms.
The projection for Unpaid Work has lengthened to 48.7 years (from 48.0),
reflecting how slowly domestic and care work is being shared more evenly,
while the most significant barrier by far remains Education at 212.5 years.
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Thought Leadership

‘Why vigilance matters for women’s equality

The theme of this quarter's report — stay vigilant - is a reminder
that gender equality cannot fall off the agenda when competing
priorities emerge.

Progress on gender equality is not guaranteed. When progress is made,
it’s because individuals, organisations and governments make it a priority.

The Financy Women’s Index, founded by Bianca Hartge-Hazelman, is
an important tool in keeping us accountable. The Index shows how small
differences in work, pay, care and savings can compound over a lifetime
and lead to meaningful differences in gendered outcomes.

This quarter’s results highlight a modest gain of 0.61 points. But behind this
incremental change is a slower medium-term trend: where the Index improved
241 points in the two years to March 2024, it declined by 0.16 points in the two
years to March this year.

The recent plateau could reflect a shift back to business-as-usual after several
years in which gender equity benefited from a stronger focus through DEI
agendas, a broader recognition of the value of diverse leadership and a more
deliberate effort to correct long-standing inequities from government and
business. That momentum continued, albeit unevenly, through the pandemic
and its immediate aftermath. But more recently, it appears to have softened.

One example is corporate boards. As many ASX 200 boards have moved
closer to the 40% target, there is a risk that board gender diversity has slipped
from being an active priority to something treated as largely achieved.

This is despite there being many other opportunities for progress — not just
through gender but in other aspects of diversity; for example, 92% of board
directors are Anglo-Celtic despite the ABS estimating that 32% of Australians
are born overseas.

More broadly, gender equity has also had to compete with a more crowded
public agenda. The backlash against DEI, combined with sustained
cost-of-living pressures, has made it easier for equality to be framed as a
secondary concern rather than a central economic issue. Gender norms,
which underpin how society believes people should behave based on gender,
are also sticky and in recent years have been impacted by the rise of the
manosphere. Emerging technologies such as Al may also reshape workforces
and makes vigilance more important, if productivity and restructuring
benefits are not shared evenly.

Regardless of the exact cause, it’s clear the Index may have entered a period
where gains are slower, and where progress is more easily reversed.

Now in its 9th year, I wanted to take a moment to acknowledge Bianca’s
contribution. Quarter after quarter, Bianca has kept gender equity firmly in
focus, even when it is no longer at the centre of public discourse. This vigilance
is what’s really needed to enable change.

Rhiannon Yetsenga:
Director
at Deloitte Access Economics

Gendered response to the budget

Gender equality was largely ignored in most responses to the 2026-27 Federal
Budget. Yet it remains critical to apply a gender lens to the budget, particularly
given the Albanese Government’s own commitment to gender equity.

In theory, the Women’s Budget Statement (WBS) provided as part of Budget
papers should provide this gender lens. It is certainly a positive that the
statement is produced at all; following its annual delivery from 1984 to 2013,
it was scrapped from 2014 to 2021, and only reinstated in 2022.

However, while the WBS outlined the Government’s investments into its five
priority areas for gender equality; it failed to properly assess the Budget’s
gendered impact with distributional analysis of its biggest reforms.

Priority areas in Working for Women:
A Strategy for Gender Equality and the WBS

Gender-based Violence

Unpaid & Paid Care

Economic Equality & Security

Leadership Representation
& Decision Making

The two most significant announcements in the Budget, changes to how
capital is taxed and reforms to the NDIS, are likely to have distinct impacts
on men, women and gender diverse people, but this was not made clear

in the WBS:

» Reduced tax concessions through changes to negative gearing, capital gains
and trusts, are not gender neutral, as argued by Nicki Hutley and Leonora
Risse on the page following. Another important part of this conversation is
how the tax and transfer system supports, or fails to support, Australians
struggling to make ends meet. While the Government claimed that the
Working Australians Tax Offset (WATO) would particularly benefit part-time
and lower income earners, including women, income support recipients
were ignored despite repeated calls for Jobseeker and other allowances
to be substantially raised to lift recipients above the poverty line. Women
disproportionately rely on income support, such as the Parenting Payment
for single parents — 83% of one-parent families are single mother families.

« The overhaul of the NDIS may be appropriate to improve fiscal sustainability,
but the reform is just another example of social change that depends on the
invisible work of women carers. Removing 160,000 people from the scheme
and cutting budgets, using an unclear transition scheme that relies on
state~-funded community supports, will trade women’s paid care for unpaid
care — contributing to persistent gender inequities in economic and financial
outcomes, not to mention wellbeing costs for people with disabilities and
their carers.

This is not to detract from the significant strides in gender equality made
under this Government, including records for gender balance in leadership,
a First Nations-led national strategy to end violence and wage increases
for workers in female~-dominated industries. But the WBS could be
significantly bolstered by comprehensive and transparent gender analysis
of the economic and gendered trade-offs underpinning the Budget’s

most meaningful measures.

Evie Fox Koob:
Manager
at Deloitte Access Economics
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Thought Leadership

The distributional impacts of tax reforms

Just over fifty years ago, the Australian Government established the Women’s
Affairs Branch in the Department of Prime Minister and Cabinet: gender
equality finally had a formal place in government. A decade later, Australia
led the world in introducing a Women’s Budget Program, designed to show
how policy decisions affect women - both through initiatives aimed directly at
women and through distributional impacts of policies.

The 2026-27 Budget had few women-specific initiatives. Its focus, instead, was
on sweeping tax reform, yet the gender-disaggregated analysis of the proposed
reforms didn’t appear in this year’s Women’s Budget Statement document. It
can be found, instead, in another Treasury document — the Tax Expenditure
and Insights Statement (TEIS) for 2025-26.

n P 1’ f -
The TEIS now provides a distributional analysis of the beneficiaries of the en bene 1t more
various deductions and concessions available through Australia’s personal tax 119 f i
than women for all bu

system, such as the capital gains tax (CGT) discount. This gender comparison B
reveals that men benefit more than women for all but 3 of the 13 tax items h g
under analysis, with some gaps as high as 40%. Of t e 13 tClX dedUCfTOTl

‘When it comes to the CGT discount available for individuals and trusts under
the pre-Budget policy settings, a similar number of men and women receive
benefits, but the average size of the benefit is higher for men ($21,010) than
for women ($15,930).

This equates to a gender gap of 24.2%. In total, an estimated $8:4 billion worth
of CGT concessions in the annual Budget flow to men, compared to the $6.3
billion to women - a 58:42 split.

Gender distribution of tax-based expenditures and deductions
Average amount received ($)

Trust distributions to individuals bl

_ $36,360
$21.010

]
I <5030 s Gender gap of 24.2%

. $9.790
Rental deductions $7.710
i i ¥ % Aoty $6,840
Franking credits received by individuals ano

Concessional taxation of super contributions =;,26‘°°K/Gender gap of 35.3%

Capital gains tax discount for individuals and trusts

Concessional taxation of super earnings 's“",zww Gender gap of 31.2%

Medicare levy surcharge (liability) ';‘1'::0

Work-related expenses rs:'gm‘ Gender gap of 38.5%

Individuals’ deductions for gifts and donations Sz;;sow Gender gap of 40.0%

: : M s970
Seniors and pensioners tax offset Il s990

$600

$570 . Men

" t I s320
Medicare levy low-income thresholds Is330 ® Women

Unincorporated small business tax discount i

Cost of managing tax affairs and other deductions E;ﬁo w__~ Gender gap of 36.7%

Source: Data compiled by Dr Leonora Risse,
sourced from the Australian Treasury Tax & Expenditure Insights Statement 2025-26.
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Thought Leadership

Gender distribution of tax-based expenditures and deductions

Gender share of total amount received (%)

Cost of managing tax affairs and other deductions

Medicare levy surcharge (liability)

Work-related expenses

Concessional taxation of super contributions
Individuals’ deductions for gifts and donations
Unincorporated small business tax discount
Concessional taxation of super earnings

Capital gains tax discount for individuals and trusts
Rental deductions

Franking credits received by individuals

Trust distributions to individuals

Medicare levy low-income thresholds

Seniors and pensioners tax offset

@ Men
® Women

36%

37%

39%

39%

39%

40%

42%

43%

45%

Source: Data compiled by Dr Leonora Risse,
sourced from the Australian Treasury Tax & Expenditure Insights Statement 2025-26.

Under the Budget’s reforms, the CGT discount will change from 50% flat rate
to a cost indexation rate aligned to the real gains of the asset.

These gender gaps in tax deductions obviously reflect gender differences in
income. Men’s higher taxable income means they pay more tax on average,
while women’s lower income increases their eligibility for forms of income
support such as pensions. Men collectively contribute around 64% of
Australia’s personal tax revenue, relative to women’s 36% share (based on
2021-22 tax data analysis by the Parliamentary Budget Office). But this tax
contribution still comes out of a gender gap in gross personal income, across
all income sources including investments, of around 30% (based on ABS
Census data for 2021).

‘While women’s lower income means lower tax eligibility, it also spells lower
financial independence, power and control over resources in the economy.
And it reflects the gender gaps in opportunities to earn this income in the
first place.

‘Which brings us to housing. The removal of negative gearing provisions for
established houses is the biggest of proposed changes to housing tax settings,
and is aimed at reducing competition faced by first home buyers from

investors. Treasury modelling estimates that dwelling prices will be around 2%

lower (or $19,000 off a median-priced house) over a period of “several years”
due to the combination of changes to negative gearing and the way CGT is
applied to investment propetties.

Dr Leonora Risse:
Associate Professor in Economics
at Queensland University of Technology

One could argue that improving housing affordability helps women more
because they are already disadvantaged by having lower average incomes.
For residential property ownership, the gap is not large, at 62.7% of women
and 64.4% for men. But it still takes a women on average a year longer to save
for a median-priced home than a man. The housing measures are expected to
give access to the housing market to around an additional 75,000 first home
buyers over the coming decade. Together with targeted improvements in the
minimum wage and caring sector wages, it might be expected that the home
ownership gap can narrow.

For investment properties, the ownership gap widens to almost three
percentage points, with 14.2% of men owning an investment property
compared to just 11.4% of women. This gap adds to the disparity in long-term
wealth creation that already exists, particularly in superannuation balances.
So what women gain in terms of greater potential for home ownership

may well come at the expense of the opportunity to invest in housing.

Given women are more likely to be in precarious housing, the trade-off

may well be deemed reasonable.

Nicki Hutley:
Economist & Social Impact Consultant
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Dr Leonora Risse:
Associate Professor in Economics
at Queensland University of Technology

FWX Advisory Committee:

Bruce Hockman:

Former Chief Economist,
Statistical Services Group,
Australian Bureau of Statistics

Dr Shane Oliver:
Chief Economist at AMP

Rhiannon Yetsenga:
Director at Deloitte Access Economics

Simone Cheung:
Economist & Advisor at Purpose Lab

Professor Roger Wilkins:

Deputy Director of the Melbourne Institute
of Applied Economic & Social Research at
the University of Melbourne

Nicki Hutley:
Economist & Social Impact Consultant

Analysis and drafting in this edition of the Financy Women'’s Index was also supported by Preston Tsamassiros, Manager at Deloitte Access Economics.
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Methodology Notes: Data source of Financy Women’s Index. Tertiary Education Data source: Department of Education 2024 uCube service and
Census 2021 data. Employment & Underemployment Data source: ABS Detailed Labour Force (quarterly) and ABS Labour Force (monthly) seasonally
adjusted figures. Industry data uses original figures. Women On Boards Data source: Australian Institute of Company Directors (AICD) and 2025
Board Diversity Index by Watermark Search International 2025 Board Diversity Index Watermark Search. Gender Pay Gap Data source: Average
weekly earnings Australian Bureau of Statistics, November 2025, published in February 2026. Women In Unpaid Work Data source: 2024 Household,
Income and Labour Dynamics in Australia (HILDA) Survey, published in January 2026. Superannuation Data source: ATO Individuals statistics for
Taxation statistics 2023-24, published in June 2026. The underlying data for the Unpaid Work, Gender Pay Gaps, Board Leadership and Fields
of Education sub-indexes remains reflective of prior periods and is due to be updated in the coming months as the next datasets are released.

Disclaimer: Financy gives no representation, makes no warranty, nor takes any responsibility as to the accuracy or completeness of any information contained
herein, or by third parties’ resources used in producing this report,and will not be liable in contract, tort, for negligence or otherwise for any loss or damage arising
from reliance on any such information. The Financy Women’s Index presents the findings of analysis dating back to 2012 of annual reports issued by companies
listed on the Australian Stock Exchange (ASX) together with the professional analysis and insights of Financy. These analysis and insights do not necessarily
coincide with those of Financy. The information presented in this report has been carefully reviewed by members of the FWX Advisory Committee but any
issues with the data remains the responsibility of Financy. Any comments on the Financy Women'’s Index report by members of the Committee or external
thought leaders that appear in this report are their own and are not a reflection of the companies that they work for. The Financy & the Women’s Index are
registered trademarks which provides Financy Pty Ltd with exclusive rights to use, license, and sell the marks. This report is copyright 2026. Apart from any fair
dealing for the purposes of study, research, criticism, or review, as permitted under the Copyright Act, no part may be reproduced without written permission.

For information on the data contained in the report,
contact: Financy Women’s Index™
Email: biancahh@financy.com.au

Bianca Hartge-Hazelman:
CEO of Financy
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7. SEVEN Australia’s Best

CONSULTING

Products & Services

Program Delivery

'
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Change Delivery
Management Consulting

Delivery Tools

Our Values

Teamwork Transparency

Delivery

Seven Consulting proudly sponsors the world-class
Australian Women'’s National Basketball Team, the
Opals, currently ranked #3 globally, crowned FIBA
Women'’s Asia Cup Champions in 2025, and medal
winners at the FIBA Women'’s World Cup 2022 and the
Paris 2024 Olympic Games. In 2026, we launched our
Grants Program for Female Athletes to help reduce
financial barriers in their sporting careers.

AUSTRALIAN

OPALS

Program Delivery Company

Our clients and team
are our top priorities

Client Satisfaction Survey Results

Year Satisfaction rating  Survey questions
Jan-Jun 2026 99.62% 4,767

2025 99.25% 11,007

2024 99.45% 11,668

2023 99.50% 11,223

2022 99.20% 13,191

2021 99.15% 15,932

2020 98.87% 14,455

100% of our clients are reference sites

Team Satisfaction Survey Results

Survey Date Satisfaction rating

Oct’25 96.86%
Apr'25 98.60%
Oct'24 97.56%
Apr'24 97.41%
Dec'23 95.32%
Jun'23 97.66%
Dec'22 97.82%

Peo

How do we get to 98+%
customer satisfaction?

ple

Over 90%+ permanent workforce, tested extensively
through a robust recruitment process.

High employee engagement.

Hands on owners that have delivered major programs.
Training allowances and internal learning sessions
Comprehensive mentoring.

95% SAFe® qualified and internal trainers.

Process

Too

Regular structured quality assurance of all
assignments.

Weekly review of all assignments’ status.
Bench support available at no cost to client.
Holidays and iliness cover for clients.

Is

Dedicated project tools team.

Program delivery approach designed with Pathfinder.
Delivery approach risks defined with Pathfinder.
Schedule integrity measured with HealthCheck Tool.
Project reporting with dashboards and scorecards.
Portfolio Optimisation Tool.

Sydney - Melbourne « Manila

www.sevenconsulting.com
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Soarless

The one-word purpose
that empowers the
Financy Womens Index.
It's the Why' that helps us
connect, motivate & agitate.

What's your Cultural Connector?

Scan to find your One-Word-Why

We help brands connect with people. We help people F""d

connect with brands. We are a creative brand strategy
and communications agency. We harness the power

of purpose in brand to drive business performance.




