


3/ A message from Mark J. Costa

4 / Investing in our future

5 / Hitting the mark
6 / Pay Equity
/ / Where we stand
WHAT'S 8 / By the numbers
INSIDE 9 / Inclusion in the workplace

10 / Inclusion in the community
171/ 1&D in action: Four strategic pillars
16 / Eastman Resource Groups
17 / Awards and recognition

18 / Moving forward




A MESSAGE FROM MARK J. COSTA

As | refl

We entered the year with uncertainty, but no one

was prepared for the wide-scale disruption caused

by COVID-19 nor the numerous instances of racial
injustice. I'm grateful to the women and men of
Eastman who continue to navigate through this
uneasy and unsettling time, adapting to ever-changing
circumstances and coming together as never before to
do the right thing for our business and society at large.

As Eastman develops new products to meet today's
most pressing needs, we must inspire innovative
ideas by making every team member feel valued
and empowered to do their best work.

It helps us solve complex problems, seize new
opportunities and positively impact all our
stakeholders. It provides a competitive edge.

While we have made progress in I&D in recent years, we
still have a lot of work to do. Inside this inaugural annual
report you'll learn how we are advancing 1&D across our
business, meeting our commitments, and helping our
team members succeed. To keep stakeholders apprised of
ongoing progress, we plan to issue the report annually.

For over 100 years, Eastman's products have made life
better for millions of people around the world, thanks
to the talents of our action-oriented team members.

By attracting, developing and
retaining a diverse workforce—and
promoting a welcoming, inclusive
culture—we will position our
company to thrive for years to come.

e

Mark J. Costa, Board of Directors Chair
and Chief Executive Officer



INVESTING IN OUR FUTURE INNOVATING FOR A
BETTER CIRCLE

Eastman’s focus on inclusion and diversity transcends race and gender.

As a global company headquartered in the United States, we recognize diversity is defined differently across
countries and cultures. But everywhere we operate, we strive to be a company that welcomes people of all
backgrounds, cultures and experiences, and we reward them for achieving challenging business goals. We believe
the team will always outthink the individual, and the strongest team is one comprising a rich variety of viewpoints.

Equally important is having an inclusive work environment that gives every team member the chance
to contribute and advance to their fullest potential. To that end, we are accelerating efforts across the particularly for historically disadvantaged
company to promote inclusion and build a high-performing, innovative organization. These include: “The pace of che populations. The COVID-19 pandemic, acts of

is moving faster than eve racial injustice, and significant economic upheaval

e Investing in leaders’ understanding ¢ Creating equitable and creating both enormous opport e SR F RS inequa Ty

: . . . While this report focuses on Eastman's efforts to
of the roots of inequality. welcoming work environments have an impact on society and the risk of ’

. : ' - : : promote inclusion and diversity in the workplace,
« Examining ways to disrupt biases where everyone can thrive. quickly left behind. Succeeding in this enviro it's useful to place these efforts within the

in talent and business decisions. « Expanding our benefit offerings requires fresh insights, creativity and a willingne context of our broader business strategy and
» Increasing connections with to meet the breadth of team to try different approaches. To achieve that, you commitment to enhancing the world around us.

underrepresented groups to member needs and values. need a team with diverse viewpoints, backgrounds That commitment centers on producing products

strengthen our talent pipeline, and experiences. Inclusion and diversity are that improve people’s lives, while generating
both internally and externally. essential to Eastman’s innovation agenda.” IR, SR Bl RIS R e
that help mitigate climate change and the
— Steve Crawford, Senior Vice President and Chief plastic waste crisis. At the same time, we strive

Core to any business outcome is setting clear and transparent goals and then creating accountability Technology & Sustainability Officer tolerantelervirormants that foster alsense of

for achieving them. While true diversity entails more than demographic categories, metrics belonging, acceptance and safety, which includes

depicting the race, ethnicity and gender of our team members do suggest how well we are supporting the communities in which our team

challenging workplace systems and structures that can limit people’s full participation. Accordingly,
we have long tracked our performance in this regard and continually strive to improve.

members live and work. We think of these
collective goals as INNOVATING FOR A BETTER
CIRCLE — and doing so has never been more
important at any time in our company'’s history.



HITTING THE MARK

To increase team member diversity, we are
committed to recruiting, retaining, and advancing
people from a broad array of backgrounds and
helping them thrive in the workplace.

To that end, we provide financial and programmatic support for scholarships

and internships, including a recent commitment to the Future of STEM Scholars
Initiative (FOSSI) in partnership with the American Institute of Chemical Engineers
(AIChE). FOSSI provides scholarships and development opportunities in STEM
education for students from underrepresented communities. We also have
strengthened our partnerships with Historically Black Colleges and Universities,
the University of Puerto Rico, and on-campus diversity organizations at additional
schools. At professional and management levels, we are assessing how we identify
and develop successors for key leadership roles. This includes collaborating

with external organizations on investments in talent development, networking
opportunities, coaching and targeted experiences for diverse leaders.

This commitment has helped us increase the number of women in senior
leadership positions in recent years, putting us on par with industry peers.

“To innovate, we need
to look through the lenses
of others” perspectives and make
doing so a routine part of our lives.
Latin America is rich with multinational
influences. By enhancing opportunities

across geographies, generations and
genders—and freely exchanging
experiences—we will thrive at all
levels of our organization.”

— Elvira Neves, Latin America Leader
and Advanced Interlayers
Product Manager



PAY EQUITY

Appropriate compensation is essential for creating an inclusive environment where diverse team
members want to build long-term careers, and Eastman's compensation philosophy, principles
and processes are designed to ensure all our team members are paid fairly and equitably.

In general, we statistically analyze pay equity by comparing pay for people in the same jobs, job
levels and locations. We complete this review annually during our Compensation Review process,
when management makes pay decisions. The analysis considers such factors as gender, race

and ethnicity (in the U.S.), performance, tenure, specialty skills and educational credentials.

“Eastman is committed to inclusion and diversity
in the truest spirit of those words. Our goal

isn't simply to hire diverse talent. We want

to identify, develop, promote and reward
diverse talent, while encouraging new ideas

and perspectives from every team member.”

— Kellye Walker, Executive Vice President, Chief Legal Officer



“Eastman has
a societal and corporate
responsibility to ensure our team
members are net better off as a result of
working here, not only financially, but also
personally and professionally. This means making
every team member feel valued for their opinions and
comfortable bringing their true self to work. It entails
giving everyone an equal chance to grow and advance
based on their abilities. And it requires us to continually
gauge how we are doing. Numbers alone, as important
as they are, don't tell the full story. We also need to
measure our success by how we are perceived by our

team members, communities and shareholders. ”

— Perry Stuckey, Senior Vice President and
Chief Human Resources Officer

WHERE WE STAND

While we've made progress, we need to take bolder action
to bring our workforce demographics in line with broader
talent availability in the marketplace and further increase
representation of underrepresented groups in our workforce.
To that end, we have set clear targets to increase diversity

in leadership and non-management professional roles. We
also are tracking team member perceptions of inclusion.

Numbers don't paint the full picture of our progress, but

they do provide an indicator of how we are doing against

our commitments. Compared to our peers, we are on par in
representation of women in leadership roles. Our ultimate
goal, however, is to achieve gender parity, and getting there
will require more focused attention. Regarding racial and

ethnic representation, we have even more work to do, as we
currently are not where we need to be. To remedy this, we have
committed to increasing underrepresented groups at a faster
pace and have set specific targets to achieve by 2025 and 2030.

EASTNIAN



BY THE NUMBERS

Here's a look at Eastman’s recent diversity
representation by position:

Racially and ethnically diverse team
members by management level*

2019 2020

Professional (non-manager) 14% 14%
Manager 10% 12%
Director 13% 14%
VP + 13% 15%
Total Eastman 13% 14%

Women by management level*

2019 2020

Professional (non-manager) 36% 37%
Manager 26% 25%
Director 24% 25%
VP + 16% 20%
Total Eastman 35% 36%

*Racial and ethnic data reflect only the U.S.; gender representation is based on
all Eastman team members globally.

**Professional-level roles without management responsibility.

Goal: Increase representation of racially and ethnically
diverse employees to above industry levels by 2030.

Leadership Professional**

2020 Actual 2025 Target 2030 Target 2020 Actual 2025 Target 2030 Target
" Black - Latinx - Asian B Black - Latinx - Asian

Goal: Achieve gender parity by 2030.

Leadership Professional**

Eastman's commitment
2030 Target: 50% 2030 Target: 50% to diversity extends
2025 Target: 37% 2025 Target: 43% to the highest levels
2020 Actual: 25% 2020 Actual: 37% of our company.

Currently, 36% of our Board
of Directors are female and
18% are racially/ethnically
diverse. At the executive team
level, 13% are female and 25%

are racially/ethnically diverse.




JAYABALAN

INCLUSION IN THE WORKPLACE

We measure inclusion using pulse surveys conducted regularly by an
independent third party, and we use the results to guide action planning
and gauge progress. Our most recent results indicate 87% of Eastman
team members hold an overall positive view of an inclusive culture.
Other results show:

86% 84%

87% 89%

Across groups, men and women report similar views on inclusion with no
significant differences. There is, however, some variability across racial and
ethnic groups, primarily in areas related to managers and teams creating
inclusive environments. This has driven our focus on equipping leaders and all
team members on their personal role in creating a more-inclusive culture.

“Building an inclusive
culture is key to creating
equitable opportunities
that give everyone the
chance to thrive and
contribute. This requires
coordinated effort,

an open mind and,
sometimes, uncomfortable
conversations.”

—Eryn O'Brien, Vice President,
Global Talent & Inclusion



INCLUSION IN THE
COMMUNITY

Fostering inclusive societies where Eastman
team members work and live is as much a
business imperative as advancing inclusion in

the workplace. In the communities where we
operate, we listen to and learn from prominent
voices to understand our impact on local issues
and identify how we can collaborate, break
down barriers, promote respect for diversity, and
encourage equality of opportunity for all people.

Eastman's Community Advisory Panels (CAPs) are

key to our community engagement efforts. We have
established CAPs primarily in the United States, where
our operations have a large footprint and team member
concentration, and use them to share news of Eastman
activities, promote open dialogue and build relationships
with individuals who are interested in our business.

The Eastman Foundation is another way we
encourage social inclusion. Whether investing in
teachers to strengthen quality access to math

and science instruction in middle school and high
school or partnering with local community colleges
to administer Eastman-funded scholarships for
disadvantaged students, the Foundation seeks to
address inequalities through education and training.

Following the death of
George Floyd, leaders of our
Connect Eastman Resource
Group (which focuses on
tapping into the full potential
of our Black/African American
team members) structured

a series of listening sessions,
both inside and outside

our walls. These candid
discussions, which often
involved community leaders,
raised greater awareness of
racial injustice and explored
ways to solve problems in

our local communities.

“Eastman strives to
create a better society for
all, and that requires leadership,
courageous conversations and a
truly inclusive culture. Our success

hinges on ensuring every voice is heard
and inspiring every team member to
contribute to their fullest potential.”

—Brad Lich, Executive Vice President
and Chief Commercial Officer
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1&D IN ACTION:
FOUR STRATEGIC PILLARS

Eastman'’s I&D strategy is centered around four pillars
designed to build a high-performing organization and
instill in every team member a sense of inclusion and

MITIGATE FOSTER AN empowerment, Each pllar i described in the pages that
UNCONSCIOUS BIAS INCLUSIVE CULTURE follow, including team member expeiieie IS SRR
Equip our teams to recognize Enable every team

and mitigate the impact member to contribute

of unconscious biases. to their full potential.

BUILD ACCELERATE

INCLUSIVE TEAMS DIVERSITY IN LEADERSHIP

Bring underrepresented groups
to above industry levels.

Increase diverse talent in
leadership roles.

EASTNVIAN
>



MITIGATE
UNCONSCIOUS BIAS

Goal:

Equip our teams to recognize and mitigate

the impact of unconscious biases.

Actions:

>> |Invest in experiential sessions for cross-sections
of leaders and team members to explore ways to
capitalize on differences, build inclusive leadership

12

MEET MARK

Mark Bogle, Vice President, Tennessee Operations
(he/him/his)

“I've worked at Eastman for over 40 years at locations
across the U.S. and Southeast Asia. | thought my
experiences had given me a diverse perspective

on the world. Then | participated in an intensive
three-day training session on unconscious bias.

It was a real eye-opener. After hearing people’s
stories and how their life experiences have shaped
them, it forced me to check my assumptions.

“We all have unconscious biases that stem from who
we are and the lives we've lived. And those biases can
hinder business performance and cause great harm

capability, and engage individuals on their personal = to others. | realized it's not enough to protect people
S—=— | from a personal and process safety standpoint. We
also need to protect people emotionally, so they can

do their best work and fully contribute to the team.

role in creating a more-inclusive culture. . ’
& “I'realized it’s

>> Conduct workshops for leaders to explore not enough to protect

how unconscious biases can impact their talent —

peop[e from a personal and “Toward that goal, I'm happy to say we've put a third

of our Tennessee Operations leaders through the
training and plan to train the rest in 2021. We're also

decisions, with practical tools and practice

that lead to a personal Conscious Inclusion process safety standpoint,

Plan they can implement with their teams. being more deliberate in our selection and leadership

We also need to protect

development processes, to ensure we have diverse

| |'\! | ‘J'il

|
T

>> |[ncorporate measurable |1&D goals slates of candidates. Every leader has specific metrics

AEHIRTT

people emotionally.” . i .
into senior leadership scorecards. = to achieve, and participant response to unconscious
bias training has been very positive. We still have a

Mark Bogle ways to go, but Eastman’s commitment to I1&D is

enabling us to press ahead and do the right things."



FOSTER AN
INCLUSIVE CULTURE

Goal:
Enable every team member to
contribute to their full potential.

Actions:

>> Encourage leaders and team members to become stronger
allies and advocates for inclusion and diversity both at work and
in their personal lives through 1&D 101 and Allyship training.

>> Support Eastman Resource Groups (ERGs) and their
efforts to promote an equitable, inclusive workplace. ERGs
provide a collective voice on issues and concerns related
to a specific community. They also cultivate members'
professional development through leadership, skill-
building, mentorship and networking opportunities.

>> Strengthen our commitment to cross-cultural
diversity by investing in an online learning platform
that promotes global collaboration and inclusion.

“Eastman’s
executive team values
outcomes and abilities,

not the mold you fit."”

— Whitney Holt

WHITNEY

t, Pricing Manager,
Chairperson
ey/theirs)

ager, | set commercial strategies,
ts, and work with customers to ensure
1eed to run their businesses
that, | have to consider
arket dynamics and a
e are many aspects to the
ve a significant impact.

asked to chair the Equality
which supports LGBTQ
allies across all phases of
honor to work with this

e so much to advance

n the communities where
ce I've benefited personally

has promoted.

“l was out whe e company eight years
ago, and I've stayadi because | have felt welcome
and have seen an incré asing level of support for the
LGBTQ community. Simply put, Eastman's executive
team values outcomes andiabilities, not the mold
you fit. This is a highly competitive'industry that
demands excellence and innovation: We need to
continually evolve and bring out'the best in every
team member—or we will be left behind."




BUILD
INCLUSIVE TEAMS

Goal:
Bring underrepresented groups
to above industry levels.

Actions:

>> Strengthen relationships and increase our presence at
educational and professional organizations to broaden
sourcing of talent from underrepresented groups and
further diversify candidate slates, including increasing our

investments in Historically Black Colleges and Universities.

>> Mitigate unconscious bias in selection processes
by broadening diversity of interview teams,
restructuring the interview process, and training
hiring managers to recognize and eliminate bias.

>> Implement new benefits that foster inclusion,
including paid parental leave, expanded domestic
partner benefits, new fertility and surrogacy benefits,
and a new pre-Medicare health care plan.

“I not only
understand our customers'’
technical needs. | also share

with them a common language,

culture and heritage.”

— Reinaldo Alvarado Torres

MEET REINALDO

Reinaldo Alvarado Torres,

Advanced Technical Service Representative

(he/him/his)

“Before joining Eastman in 2014, | did four
engineering co-op rotations here as a student at
the University of Puerto Rico. After graduating,

| was hired into our Worldwide Engineering &
Construction Division as a chemical engineer. Part
of my job was supporting capital projects for new
plants and expansions, which involved interacting
with various engineering teams, manufacturing
and other groups. It was a great first experience.

“Four years ago | moved into a customer-facing role
in Technical Service for Coatings & Inks supporting
Latin America. | support customers in the region
and work with Eastman’s local team members. It's
a good job for me because | not only understand
our customers' technical needs. | also share with
them a common language, culture and heritage.
This helps to build trust, and it feels good to be
appreciated by Eastman for the value | contribute.

“I'm also active in our Mosaic ERG, whose goal is
to ensure Eastman gets the full value that Latinos
and Hispanics can deliver for our company. We
focus on recruiting and sourcing talent, matching
people with mentors, and developing high-
potential leaders. We also welcome new team
members and help them make connections at work
and in their communities. I've seen our inclusion

efforts pay off, and I'm proud to be part of it.”
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ACCELERATE DIVERSITY MEET DERIKA
I N I. E A D E R s H I P Derika Vidale, Digital Service Manager,

Human Resources
e, (she/her/hers)
Goal: A
. . . - \,\'r* = “I bring a lot of value to Eastman, but it's not just
Increase dlverse talent n leaderShlp rOleS' '\ < ? in the diversity that you see. It is in the diversity of

thought and experiences which allow me to view

ACtiO"S' - - i, business challenges and opportunities in a new way.
: / ' ' Having worked at other companies and in other
>> Drive increased focus on diverse talent in succession | " — industries, | bring a different perspective, a different
. : : . L way of thinking, and a different way of leading to
pipelines through quarterly executive talent reviews. g p— i L l df o
g A astman. This is my value...and for my contributions,

>> Require diverse candidate slates for internally Eastman has recognized and rewarded me.

(“ )
and externally hired leadership positions. Eastman's

>> Accelerate diverse team member readiness for PIVOT and LEAD

senior leadership roles by investing in targeted programs COUplEd with
development, mentorship and sponsorships programs.

“I've had leadership grooming throughout my career.
However, the experiences in leadership programs

here at Eastman like the PIVOT and LEAD programs
coupled with challenging and rewarding job assignments

have accelerated my leadership journey. The PIVOT
program gave me the tools to make the pivot from

challenging and rewarding job
assignments have accelerated

individual contributor to front line leadership, and the
< LEAD program further enhanced those qualities b
my leadership journey." { i ; 4

driving me to think and lead at an even higher level.

— Derika Vidale

“Since joining Eastman, I've moved from an individual
contributor role, to front line leadership, and to
manager level. In my current role as Digital Service
Manager, | have the awesome opportunity to
partner with HR to drive their digital strategy.”
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EASTMAN RESOURCE GROUPS

Eastman Resource Groups help build awareness and understanding of the value

and unigue qualities of diverse team member populations. They are vital to
achieving our 1&D strategic pillars and creating an inclusive culture.

They also help Eastman’s underrepresented workforce grow professionally, network with colleagues and maximize their business contributions.

We currently have five ERGs dedicated to identifying and removing barriers to success through established strategies.
Each one is chaired by a team member representative and sponsored by a senior executive. Any Eastman team member
can join or participate in any ERG—either as a member of that community, an ally or just to learn more.

Acts as a catalyst for Promotes the inclusion, Ensures LGBTQ team Supports an environment Leverages the unique
advancing women's development and members and their allies where military veterans backgrounds, skill
career and leadership advancement of African are visible, fully accepted and active reservists sets, and talents of

development opportunities American and Black team and empowered to be are fully engaged and Latinos and Hispanics
and ensuring women members throughout authentic in all aspects their unique skills are to drive innovation

receive recognition for the company. of employment. integrated and valued. and business growth.

their contributions.




AWARDS AND RECOGNITION P & MEET TRAVIS

Travis Coomer, First Operator,

Eastman is making steady progress in its quest to be a global leader in inclusion and diversity—

The Wall Street Journal World's Most Sustainably
Managed Companies
2020 WS] top 100 list

Ethisphere's World's Most Ethical
Awarded in 2020 for the seventh straight year;
one of only two chemical companies

Minority Engineer Magazine Top 50 Employer
2021 Readers’ Choice Award for positive working environment for
engineers who are members of minority groups and diverse cultures

HRC Foundation Best Places to Work for LGBTQ Equality 2021
Scored 100 for corporate policies and practices related to LGBTQ
workplace equality

Military Times Best for Vets Employers 2020
For commitment to providing opportunities to America’s veterans

Victory Media Military Friendly® Employer Award
Earned for the fifth straight year in 2020

Employer Support of the Guard and Reserve
Highest recognition by the U.S. government for outstanding
support of team members serving in Guard and Reserve

and our efforts have been recognized. Here are some of the honors we received in 2020. r | § CMD Acetyls Manufacturing
A ) | (he/him/his)

“Last year | was called up for active duty and given
24 hours to report to Nashville, Tennessee and
catch a plane to Washington, D.C., where my unit
was tasked with securing government facilities.

| had one full day to finalize my family plans and
work schedule, pack, and drive to Nashville.

“Eastman’s military leave policy ensured | would not go
a day without a paycheck while | was away. My team
manager and area manager coded my time appropriately
during my absence, and they followed up with HR,
Payroll, and our Employee Service Center to confirm

my benefits were all set. | certainly appreciated that, as
did my wife and our four girls! After two weeks, | came
home and was welcomed back to work without a hitch.

“| was one of more than 30 Eastman team members
who were called up for military service last year, and

we all benefitted from Eastman’s military protections
and policies. Eastman doesn't want to just be ‘Military
Friendly,’ we want to be ‘Military Ready.' That makes all
the difference when the call comes. You can concentrate
on the mission, and not give work a second thought.”



https://ethisphere.com/ethisphere-announces-the-2020-worlds-most-ethical-companies/ 
https://www.militaryfriendly.com/
https://www.wsj.com/news/collection/sustainably-managed-companies-2020-2efa9094
https://www.hrc.org/resources/best-places-to-work-for-lgbtq-equality-2021
https://www.militarytimes.com/education-transition/2020/08/18/new-best-for-vets-employers-rankings-for-2020/
https://www.eop.com/awards-ME.php
https://esgr.mil/Employer-Awards/ESGR-Awards-Programs

MOVING
FORWARD

While Eastman is a materials innovator,
we don't exist to make materials. Our
purpose is to make people’s lives better
in meaningful, measurable ways. As both
a corporate citizen and global employer,
we strive to have a positive social and
environmental impact, and that means

doubling-down on inclusion and diversity.

Accordingly, we are acknowledging

|&D gaps and opportunities, setting
clear goals for improvement, and taking
bold steps to reach our objectives.

Eastman's growth strategy calls
for INNOVATING FOR A BETTER
CIRCLE. Just as we are dedicated
to mitigating climate change and
mainstreaming circularity, we are
committed to caring for society.

Addressing these challenges is not
only key to enhancing the quality of
life for all people—it's essential to the
ongoing success of our business.

“Companies
have an obligation to
create a sustainable environment,
and that includes how they treat their
people. Eastman is committed to leading
through the lens of a moral compass, which
mandates eliminating unconscious bias and
boosting inclusion and diversity. This is not an
initiative for us but a business imperative that will
determine our continued success as a company.
Future generations will judge us not by what we
say but by what we do in this important area.
[t's time to turn rhetoric into reality.”

— Perry Stuckey, Senior Vice President and
Chief Human Resources Officer

18

By 2030, we commiit to:

No differences in promotion
or turnover rates across
key demographics.

Continue to ensure pay equity (audited
by third party) and no differences in
inclusion scores across key demographics.

Double-digit growth in racially and
ethnically diverse talent at all levels.

2X

Twice the number of women in leadership
roles to achieve gender parity.

Ensuring LGBTQ team members arewisible,
fully accepted and empowered to be B
authentic in all aspects of employment.
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THANK YOU!

This report is dedicated to the many Eastman team members
who have helped us advance inclusion and diversity in the
service of building a better, stronger company.




EASTIVIAN

The results of insight~

Eastman Corporate Headquarters
P.O. Box 431
Kingsport, TN 37662-5280 U.S.A.

U.S.A. and Canada, 800-EASTMAN (800-327-8626)
Other Locations, +(1) 423-229-2000

www.eastman.com

Although the information and recommendations set forth herein are presented in good faith, Eastman Chemical Company (“Eastman”) and its subsidiaries make no
representations or warranties as to the completeness or accuracy thereof. You must make your own determination of its suitability and completeness for your own use,
for the protection of the environment, and for the health and safety of your employees and purchasers of your products. Nothing contained herein is to be construed as
a recommendation to use any product, process, equipment, or formulation in conflict with any patent, and we make no representations or warranties, express or
implied, that the use thereof will not infringe any patent. NO REPRESENTATIONS OR WARRANTIES, EITHER EXPRESS OR IMPLIED, OF MERCHANTABILITY, FITNESS
FOR A PARTICULAR PURPOSE, OR OF ANY OTHER NATURE ARE MADE HEREUNDER WITH RESPECT TO INFORMATION OR THE PRODUCT TO WHICH
INFORMATION REFERS AND NOTHING HEREIN WAIVES ANY OF THE SELLER'S CONDITIONS OF SALE.

Safety Data Sheets providing safety precautions that should be observed when handling and storing our products are available online or by request. You should obtain
and review available material safety information before handling our products. If any materials mentioned are not our products, appropriate industrial hygiene and
other safety precautions recommended by their manufacturers should be observed.

© 2021 Eastman. Eastman brands referenced herein are trademarks of Eastman or one of its subsidiaries or are being used under license. The ® symbol denotes
registered trademark status in the U.S.; marks may also be registered internationally. Non-Eastman brands referenced herein are trademarks of their respective owners.
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