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#t= Social
B A%EZE Human Capital

AMBRK Human Resource Development

» BEARMEZ A Basic Philosophy

S TIE [HEDORENSHDORRDFRITHDEESZ MEBDREEXIRT DTZHDAMBRICEERICRYBATVET,

FIC ZIEDBLVHRISERIBICHIG U BICHGEICERR— I 4 A DBRELER D C N TE DA EEM T STz AMDSHIEZEER
U, i SHELN BFERE ORI SERER DT v U PRAES, SHQAMORE, EAZRBIICT O TLET,

NSBHGHEN, ENTNDRIECRENERAIRENE SBISRIRZERL. 0B CMEZMNRNICRUALZET, YHDERS
REICORIFBIRREIYUZEBRIELTLRT,

We recognize that the growth of our employees is the source of the company’s growth, and we are actively
engaged in human resource development to support their growth.

In particular, in order to foster organizational capabilities that enable us to respond to rapidly changing market
conditions and constantly and swiftly optimize our business portfolio, we place great importance on diversity in
our human resources and actively recruit and appoint a diverse range of personnel, including women, non-
Japanese, older employees, and mid-career hire with a variety of experience.

We aim to create a work environment where these diverse employees are able to make the most of their
individual characteristics and abilities, and effectively incorporate new ideas and values, which will lead to
further growth of our company.

» 288 Reference
AMBERDERY M
https://www.adniss.jp/esg/human-resources.html

Human Resource Development Initiatives

https://www.adniss.jp/en/esg/human-resources.html

» SEITAMDER Development of Advanced IT Personnel

BEROTIFINENREISER T DIRAENE IR IRIFICHEN T LU TOBAMERRT S2HICIE EXEE-ANOEWDEEE(TO

T3 M) BRHENTVE T @EITAMMIEZ B(FE ERELTOFRSANIFTEEY L OBHEICHURRICRHIE TE 5L D145

EEZTVET, B TIK BEITAMETADCDXFEDITHRIERMISEU 2 A 1 EEERL. 200 A\DB R Z BIRICERYW A ZELTLR

9o AR E R E UTERESIEBC A #icIC NIRRT 9 —ZREL. EPIEICEDE LB BAFTIVEERL. SAFIVICEDEHHE

g)li;‘i%é’(‘?\ HADZHENEET DI — A ORI, Sl BT 2 BERISRMOBEFEZRU T . EKMADRA L BEEHELT
\ o

In today’s business environment, where digitization is rapidly advancing, each and every employee must become
a professional in order to ensure the company’s superiority. We consider that the more advanced IT personnel
we have, the more competitive we will become and the more flexible we will be in responding to changes and
crises.

We define advanced IT personnel as those who are familiar with cutting-edge IT technologies such as Al and
digital transformation (DX), and are stepping up efforts with the goal of fostering 200 such personnel.

In addition to awareness-raising activities centered on the Al Research Institute, we have established a Human
Resources Development Center to identify and organize the necessary skills for each specialty and promote the
improvement and acquisition of technical skills through training tailored to each skill level, seminars and study
groups hosted by each department, and strengthening encouragement to acquire qualifications related to
cutting-edge technologies.

» dUFILIVRDBER Development of Consultant

ZLOEENEY T T =907 I9IT0./0J-DFERICHT SIREZRIET IR, CNSITREZXIFEITDIVFII VI DFENEE DT
WET it CNKTE O TER BICHRIM VT SICENS VR T LRRED ./ D\ UPREBREFRL. NSNS TESI T
SIS A DOBRICERUBATUVE T BABICIE, 2024 FE LY 2DDFHEI—R (EHI—X PRNVRRI—) ERIFHRHIEER
KU, FERBEDEBRTOOITRL—Z VI EITIRE HAAVIFTINOBEETOI S LEBAL IUFIVIVEBRISEFALTVET,

As many companies are stepping up their investments in the use of big data and digital technologies, there is a
growing demand for consultants to support these IT investments. Ad-Sol Nissin is working to develop consultant
personnel capable of meeting these needs by leveraging its accumulated know-how and experience in system
development, especially in social infrastructure.

In FY’25/3, we launched two training courses, the Basic Course and the Advanced Course. In addition, we have
introduced our original educational programs, such as on-the-job training within actual operations, to promote
consultant development.
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» ERE58{EDiESR Measures to Strengthen Basic Skills

BARBREIRRAI—VICBVWTIRET B RAFILCRAETDICRIBEIT DD HRAE U TOERAZR LI H R ENMNBEERYFET Y
HTIE ERAETFICBALT NI BRI F—LD— U THRENERET 5 EERL AP ATV EENTLHICRAMERVAT
HBRDEDTHEDEE . FDOELISFHLUTWET ., BFENICIE. REEBICENE TEEKEEZRZ 36U, BE2EOHAERICH VT, BEE
ERANNEDOREERVERRTIMRERITTCLET T EFHEZHRLE LT BEEGHEEITV. SEVICUIEKREL., FELES
BRZEHRITDIRE HE—AVEUNKRTCEDIREDVICRUBATNET,

To fully utilize the skills and abilities owned in various business situations, it is necessary to improve their basic
skills as a member of society. We define basic skills as the ability to step forward, the ability to think things
through, and the ability to exercise comprehensive strength through teamwork, and we focus on improving
these skills based on the recognition that they are indispensable for utilizing knowledge and skills. Specifically,
we visualize target levels for each position of employees, and provide opportunities for supervisors and
employees to confirm the degree of their growth during internal interviews held twice each year. In addition, we
are working to create an environment in which each and every employee can grow by providing group training
sessi?ns every year, mainly for younger employees, to give them opportunities for mutual encouragement and
stimulation.

» EEAMDER Selective Training for Aspiring Executives

EDKEBICHRULTFRL TVSESICIE, BIORAZESRERBEZRERT S EMBEERY R T, HHICHV TEREADFEFEME
BERBAMDERISEALTHY  BFELLAMDIREICTEEBRICRVBATVEY, £, GFHEEZERL. REERICL SEROEHN
B (E#) OEMEZEL T SHIREDAMBRERHEL TVET,

In order for a company to grow and continue to exist permanently, it is necessary to constantly secure
management executives who will lead the next generation. We are also focusing on the development of
candidates for the next generation of management executives, and are actively working to select outstanding
individuals. We select candidates and promote our original human resource development through lectures and
periodic interviews with management-level executives.

> HHEC EDZSMEE-BR(2024FEE /Bi{F) Number of Participants and Cost per Training (FY’'25/3, Non-consolidated)

SHEEB(N) — A7V FREF B (RFE) —AHVERFH)
Number of Participants Time of Training per Employee Cost per Person
(persons) (hours) (¥ thousand)
AL ETE

Training for New Graduate 38 420.0 802

RS RUATHE
(Ea—SUHHE, EVRIZAFIEHE. TRIXINHHE &) 160 9.0 64
Training by Employee Position '
(human skills, business skills, management etc.)
ZDHEHE
(PMPEUSHHE. EXHHE %F) 181 9.2 18

Other Training
(PMP Aquisition, Sales, etc.)
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#ER8ET—% Employee-related Data

» EAF—4(B{K) Basic Data(Non-consolidated)

e . 571 589 599 600 616
Ga . 484 491 491 494 506
2 . 87 98 108 106 110

ﬁg%ﬂﬁﬁﬁﬁgf Managers per?ons 79 88 94 82 91
Ga B oy TA(93.7)  82(93.2)  86(91.5) 74(90.2)  82(90.1)
2 et 5(63)  6(6.8) 885  8(9.8)  9(9.9)

i . L 39.8 39 38.8 39.1 39.5
Ga B 40.6 40 40 40.2 40.5
2 = 35.4 33.9 33.5 33.9 34.6

iﬁf%ﬁﬁl_gwgth of Service yefrs 1.6 1.8 1.9 12.3 12.4
Ga el 12.2 12.5 12.8 13.2 13.2
2 el 8 8.1 7.9 8.2 8.8

MG b Leavers %) 27(4.9)  38(6.5)  47(7.8)  43(7.1)  36(5.8)
Ga . 23 33 41 32 32
I%e%ale per?ons 4 5 6 1 4

iﬁﬁ%%ﬁ%ﬁfﬁppointments per?ons 10 5 16 4 10
ﬁﬁe per?ons 8 5 14 3 9
I%e%ale per?ons 2 0 2 1 1

> FABIEEEH(2024FE /H{X) Number of Employees by Age Group (FY’25/3, Non-consolidated)

28%’%&9" Derfons 47 44 3

50-59 - 90 82 8

40-49 - 141 124 17

30-39 - 140 13 27

T - 198 143 55
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> IREERIEIRREE I (2024 FEE /B{F) Number of Employees in Management by Position (FY’25/3, Non-consolidated)

Total Male Female

Department Manager Equivalent or Higher persons
NR—Iv—LlE £
Section Manager Equivalent persons 56 50 6

» KPI(#{k/Non-consolidated)

_ e ES Big
T—Y TEIR (2022~2024FETH]) | (2024~2026FET1)
Themes Indicators Results Targets

(FY’23/3 - FY’25/3 average) (FY’25/3 - FY’27/3 average)

it HEERALLER

- Al 25%LL £
Female Ratio in New Graduates 24.8%

Recruitment 25% or more
AP DS TR SR HITEIRAILLE 138/ >3m )

Promoting Diversity and Ratio of Non-Japanese Employees H _
Inclusion in New Graduates Recruitment 1.3 people/year 2-3 people/year
ERE RBAK 8.0%/%F 154/
Number of Mid-career 8 people/year 15 people/year

Recruitment

» A (84K) Hiring(Non-consolidated)

2020FE 20215E 20225 2023FF 20245
FY’21/3 FY’22/3 FY’'23/3 FY'24/3 FY’25/3
50 54 34 38 49

FEEERFEL £
Number of New Graduates Recruitment persons

St £

Male I 37 38 27 31 33

gk £

Female persons 13 16 7 7 16
RREFAR(EHRS) # 5 1 2 8 13
Number of Mid-career Recruitment (full-time) persons

St £

Male persons 2 1 2 6 12

gk £

Female persons 3 0 0 2 1
B\ ERFAR(6/15) A # 10 10 11 12 12

Percentage of Employees Number of employees persons
with Disabilities Hired (as EPey

of June 1) Ratio % 1.60 1.56 1.73 1.88 1.79
PEBAMIC KW FTTRUZRY
PEMIO = ETP
Percentage of Positions R ':'t % — - — 85.17 90.15
Filled by Internal Ee
Personnel
verage Recruiting Cos ¥ ten — - -
per Person Amount thousand
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» #5(Bi{X) Remuneration(Non-consolidated)

LT e
Master’s Degree Bachelor’s Degree
TR (2024 FEEE)

New Graduates Starting Monthly Salary K 267,000 260,000

(Results in FY'25/3) e
20205 | 2021FFE | 2022&5FE | 2023%FE | 20245FE
FY’'21/3 FY'22/3 FY’'23/3 FY’24/3 FY’'25/3
561 550 561 591 613

REEFETINRS ¥75tFﬂ
Average Annual Salary thousea?nd
» BLEISEER Gender Pay Gap
2020FE 20215E 2022%F%E 2023FE 20245FFE
FY’21/3 FY’22/3 FY’23/3 FY’'24/3 FY’25/3
25EE _ _
All Employees % 79.6 81.5 82.3
EtE
Full-time % - - 80.9 82.6 83.1
BHASEE
Fixed-term % - - 61.8 65.7 68.6

EEET T —I A MNELEADREA Initiatives to Improve Employee Engagement

> IT—IAINF—R1DEHE Conducting Engagement Surveys

SHORHER - B DB CHEIAS NI UNERZ B, LYV LVEH BB D <UADEMER . FERICDRF TV /8, [BIE AL P
MBS 0TS LT 57 T —MABZEBEL TVET, BEFRE. SBABEREFDESEMHE T TR 2HES T TRENLO
HIMIZ DU EHET 5720 BIEZR/RLTLET,

Once a year, we conduct a surveyin order to visualize the attractiveness of the company, each organization and
workplace, and points that need to be improved, and to link them to initiatives and measures to create a better
company and workplace. The results of the survey are not only used as reference material for various personnel
policies, etc., but are also made public on the company intranet to promote the creation of a rewarding
workplace throughout the company.

#HR5/14 R—=Y
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B Z5HREEOREA Promoting Diversity and Inclusion

THEDEREHE Promotion of Women’s Participation and Advancement

» EARMEEZ A Basic Approach

LT SREAMDEAEENMEBRLED<Y EL T HFICHENERETEDRIEIUEILEL TVWR T D EIRBED LR (L
10.1% (2024 FEK) 52 TVEIA, ZOLLERRE LICHITT, #EFRAICH T DR R E(FRABR25%U L) P ERIToF+1)7
HEDRREEZEU ORI DL IEHEMERE DB, IEAICEAILTVET,

T AT (TLT—0) BEET, BREEHEOFIEREY. BREFONEFHRDOER ILRZEBL T, SHLGT1IRIIVICHUE
Eﬁg‘%ﬁg%iﬁﬁﬁ;gt:ﬂﬂ)%H/L;‘C“EBU BRREZ1 AU LRBUIZHEICH T S XEEREARZEAT 2L M ZNBVE
JT JEELTVRT,

As part of our efforts to create a corporate culture that can take advantage of the strengths of our diverse
human lresources, we are implementing various initiatives to promote the active participation of women in
particular.
The percentage of women in management positions is 9.8% (as of the end of FY’24/3), and we are focusing on
developing and expanding the number of female executive candidates for the next generation by increasing the
1r?ercen'cage of women in new graduate recruitment (target: 25% or more) and providing career training programs
or women.
We are also working to create an environment that allows employees to choose a work style that suits their
diverse lifestyles through the development of work-at-home, staggered working hours, shorter working hours,
and other systems, as well as the development and expansion of childcare and other leave systems. We promote
the use of childcare leave regardless of gender, for example, by introducing a support payment system for
employees who have taken childcare leave for one month or more.

» TIEEEHBEICHITDBEEERMA Targets and Initiatives the Empowerment of Women

[B4Z1 / Target 1]

BEENLEUEEMHHED S 58 RAEDR/EREICOVT, UTOERBEEHEDS 51 DU LZERAT B HEDHERZT00% U LICT S,
BIRIKRE BIROADIEREENS, S1tihB 05 RIRE

Increase the ratio of male employees whose spouses have given birth to 100% or more, who use one or more of the
following childcare systems; Childcare leave / Shorter working hours for childcare / Our original childcare leave.

[B4&1 / Target?2]

LB OB RZEER CTH I D—F U IRTL YRS ITHRFIEIC DV T, FIAEE LD DREREEET D,

We implement improvement measures to increase the utilization rate of our unique childcare support measure, the
Working Parents Support Grant payment system.

<EXfHAE >
2025F473~ -BHEOBABRENEE, SLULRADEEHE

‘B REERIE BNSHSE
(NRE. LU LBANDERRA, 740—)
2026F4R~ -EEREDHEREVIERIRGT, ERA
IERE A DRI HARET  ERRR
<Initiatives>
From April 2025 -Survey of male employees eligible for childcare leave and their supervisors
-Promotion of childcare-related systems
(Explanation and follow-up for eligible employees and their supervisors)
From April 2026 -Consideration of measures based on survey results and implementation
-Consideration of information provision to married employees and implementation

HR6 /14 R—=Y
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» F1IN—UT1361E(2024FE /B{K) Diversity Indicators (FY’'25/3, Non-consolidated)

LURANS 5, LHEOHA o 17.0

Ratio of Female Employees ° :

EIERIC 5D LMEDEIE % 10.1

Ratio of Female Managers 0 :
DREEBI-EHD LD % 13.5

Ratio of Female Junior Managers 0 :
EEMPIDEERIC DD LEDEE

Ratio of Female Managers in Revenue-generating % 7.7

Divisions

BRI S0 S RIEDEIE % 0.1 8/ Group

Ratio of Female Directors

» HE-BE-NEDORHDKRER-AEHIE Diversity Indicators (FY’25/3, Non-consolidated)

FEHH(TL0—0) BEHE, EREEHEEFOHEERERY. BIRFOREHEOER 155280 T SHRRTIIRI1IICHULE
TAEZBRTEBRIFEDIVICRVBATHEY . BIRAEZ 17 AU ELBRUIZHEICN T 2 XREEXMHIREEAT 2 MR Z/[N
BUBRAERBZEHELTLET,

Through the development of a teleworking, staggered working hours, shorter working hours, and other
systems, as well as the development and expansion of childcare and other leave systems, we are working to
create an environment that allows employees to choose the way they work according to their diverse
lifestyles. We promote the use of childcare leave regardless of gender, for example, by introducing a
support payment system for employees who have taken childcare leave for one month or more.

» 288 Reference
HFAN—2T7 1 DEFEA
https://www.adniss.jp/esg/diversity.html

Promoting Diversity and Inclusion

https://www.adniss.jpo/en/esg/diversity.html

> BIREIE-NERIEMAEE(EEX) No. of Employees Using System for Childcare and Nursing Care(Non-consolidated)

2020FE 20215E 20225 2023FF 20245
FY’21/3 FY’22/3 FY’'23/3 FY'24/3 FY’25/3
6 12 15 6 11

ﬁﬁgﬁty/ Childcare Leave per?ons
ﬁl\t}lﬂe per?ons 1 4 10 4 4
ﬁlﬁale per?ons > 8 5 2 7
;%E?g@gﬁﬁ%gﬁs for Childcare per?ons 12 10 10 9 9
ﬁl\t}lﬂe per?ons 1 0 1 2 1
ﬁlﬁale per?ons 11 10 9 7 8
{Nl\f({:ﬁ% Care Leave per?ons 0 0 0 0 0
ﬁl\t}lﬂe per?ons 0 0 0 0 0
ﬁlﬁale per?ons 0 0 0 0 0
NEDTH DI _ % 0 0 o 0 ]
Shorter Working Hours for Nurcing Care persons
ﬁl\t}lﬂe per?ons 0 0 0 0 1
ﬁlﬁale per?ons 0 0 0 0 0

HRT /14 R—=Y
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» BIRHEIE - NEFIEDS DERE  EER(HK) )
Retention Ratio of Employees Returning from Childcare or Nursing Care Leave(Non-consolidated)

2020FFE 2021FE 2022FFE 2023FF 2024FFE
FY’'21/3 FY'22/3 FY'23/3 FY’'24/3 FY’25/3

=I\'%ijlfI’Eeﬂ:’iﬁitty/childcare Leave ?ﬁfn Ratio % 100 100 100 100 100
e % 100 100 100 100 87.5
TIEEIRE BRE ) % _ _ _ _ _
Nursing Care Leave Return Ratio
EEER % _ _ _ _ _

Retention Ratio

HR8 /14 R—=Y
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SEREDEEWE Promotion of the Older Workers

» EAMZAZEZH Basic Approach

SBMACDEDO L, AHEESEIILT B, BEBEESHE. LV AMOERN EEOREIC RN ERNEDE BoTVET, YT

1F. 60 EOEFHEDRGERTHEZREL, S HHlIlCLWLBNEHERIVES<GDFIEEEATINE  FREMHNTEECI IR

BOBREISENUTNET, 27, (5D S DIRERERAIC DL\ C LB T > T oY, 60MELEDRAL. BEREEMLTLET,

CNODRFOR. CORMRDERRA 22, CORMUECMIRDNT SHALSFN02 4BIHINT 54 BRBEDERNIAUT
\ o

As the working population declines and competition for human resources intensifies, a wide range of human
resources, including older workers, is essential for our growth. We are focusing on creating an environment in
which all ages can participate actively, such as by reviewing the re-employed system for older workers aged 60
or older and introducing a system in which treatment is higher than that for full-time employees, depending on
evaluation. We are also actively recruiting experienced workers from outside the company, and we hire several
people over 60 every year.

As a result of these initiatives, the number of employees in positions after the age of 60 has increased by 12,
and tpe number of employees who continue to work after the age of 60 has increased by 2.4 times over the
past five years.

» BEAHEOFIAEL(84K) Number of Re-employed Employees(Non-consolidated)

2020FE 20215E 2022FFE 2023FF 20245FFE
FY’21/3 FY’22/3 FY’23/3 FY'24/3 FY’25/3

2K (EIS) 2(%)
ol (i) ooy 26(4.6)  25(4.2)  29(4.8)  27(45)  35(5.6)
IR %
New Employment persons 7 3 7 4 8
TR 2
Continued Employment persons 19 22 22 23 27

» SAITTSUIHE(2024FEE /Ei{F) Life Planning Training (FY’25/3, Non-consolidated)
E\Sg?é{«ii@*i%’éﬂ%l& BERATE. BHEFE. ZOMANFESFIEEDOERRETCRETIBRIEMEET O Z1 I TS VHHEI & EREL T

"Life Plan Training” is provided for employees aged 55 and over to provide information on life planning,
including reemployment programs, retirement benefit plans, and other public pension plans.

SAIT TS UHME (2024 FE 81K) # 0
Life Planning Training persons

#HR9 /14 R—=Y
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B 3E%Z2%4% Occupational Health and Safety

YRIAIRPZZTO—F Management Approach

» EAMGEZ A Basic Approach
LI —T . Rl T BB DD A FIFEBEIHRVDHIBIE D<KV EH U, SELRLEEHH 1 EEH D EEEICHBELLEED
BHEAEHELTLET,

We have established an Occupational Health and Safety Policy and promote occupational health and safety
initiatives with the aim of creating a safe, secure, comfortable, and energetic workplace.

» S8 Reference
HEeemEAt
https://adniss.ip/esg/occupational-health-and-safety.html

Occupational Health and Safety Policy

https://adniss.ip/en/esg/occupational-health-and-safety.html

SEeeEE-T—49 /BfH# Occupational Health and Safety Data and Initiatives

> ZFRBEEAICEIFZRIEDSY (BX)
Creating an environment that supports diverse work styles(Non-consolidated)

2020FE 20215E 20225 2023FF 20245
FY’21/3 FY’22/3 FY’23/3 FY'24/3 FY’25/3
11.2

ﬁ?ﬁﬁ@ﬁ%ﬁfﬁg\% Taken dayE%eArson 10.3 12.1 12.9 12.6
ﬁ?ﬁﬁ@ﬁ%ﬁ%%id Leave Taken % 52.6 575 62.3 66.3 64.3
E—km%;rgjg}?fe%orking Users per?ons 396 490 >12 422 413
g_al;i'g;f'?gﬁ\%{)érking Users % . 83.2 85.5 62.3 63.8
%ﬁ%ﬁ%‘ﬁ Work-related Accidents nurﬁ:)ers 0 0 0 0 0

» S8 Reference
ZEREBT AICAEITREDY
https://www.adniss.jp/esg/work-style.html

Creating an Environment for Diverse Work Styles

https://www.adniss.jp/en/esg/work-style.html
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> BEREZEONVHEA Health Management Initiatives

LTI HENMERIC. 2212, DO U TUREICEA<K CENTIZREDVUISEFALTVE T, EARNICIE, HEDEESISSEHETS

:%:Eg\ ZOELRIIBEI00%ZFERLTVBIFH ., EEEEDE#EIC LY, BROIEREES LORFTHEE SORBIEECDRITT

ll\ o

e AT IRERNREL T AL AF LY IR EERL T ZOBRICEDBAERIBADT 1 —R /Ny IZETO T\ S, PEERF IR

ﬁ%g%@@%bggé(:ﬂu EERIOFRFRN —Z200 TOT S L0 ERZOEREEFE OIS LEBAL BELGHSEREXIETS
LELUTLVETD,

TSIC. HEDBEIEEEBIFLITIRFEE LT AT RIATOTSLDOERYITIVRARY U RDBFEEICEVMEA. BEREEBREA

2025 (KHIREEANERPD IICERESNTVET,

We focus on creating a healthy, safe, secure, and comfortable work environment for our employees.
Specifically, we encourage employees to undergo health checkups, and we maintain an almost 100% health
checkup rate every year. In collaboration with industrial physicians, we link the results of health checkups to
health guidance, including prevention of work-related illnesses.

In addition, as a countermeasure against mental illness, we utilize a stress check system and provide feedback
to individuals and workplaces based on the results. We have also established a system to support employees
who have unavoidable illnesses or injuries.

Furthermore, as measures to encourage employees to improve their health, the company has implemented an
office yoga program and set up wellness stands, and has been recognized as a “Health Management Excellent
Corporation 2025 (Large Corporation Category)”.

» 288 Reference
B
https://adniss.ip/esg/health-and-productivity-management.html

Health Management Initiatives

https://adniss.ip/en/esg/health-and-productivity-management.html

» ANV RAFIWIDENE Stress Checks

LUHTIE FELZEEEEICEDIE  HERX I IIAIV AT E R D EERARICHIET D26 Web7 T —MNERD ARV AF TV I %1
EIEHEL. WEICHU TEEEICEDEMAEITOTCVET, £o . BANBFETTRVWEI AN ZAF IV IRREMTIUZ LT BREDIH L.
BHS2AD I S {BRAOER., BISREDSEIC DRITTVET,

In accordance with the Occupational Health and Safety Law, we conduct web-based stress checks once a year
to prevent employees from developing mental health problems, and industrial physicians conduct interviews as
necessary. The results of the stress check are processed in such a way that individuals cannot be identified,
and the results are analyzed to understand stress trends in the workplace as a whole and to improve the work
environment.

#HE1T /14 R=Y
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B A# Human Rights
YRIAR7TO—F Management Approach

» EAMZEZEZH Basic Approach
LTI —TE BEEFENSHEEZTD. IR TDOAYDANEEEETZEEHIC, MEEEORVEAEHEELTLET,

We respect the human rights of all people affected by our business activities and promotes initiatives to
respect human rights.

» £88 Reference
NERE
https://adniss.ip/esg/humanrights.html

Human Rights Poricy

https://adniss.ip/en/esg/humanrights.html

» ANHEHBEMH Human Rights Promotion System

HRTFTEVT 1 EERONRMEEITH 2 MEDRIRICE VN T AMEREDRE . Wb A HOIRE . WIS ZHEE T STz DA DERETERIT
WROERE BEESJUBREBAICAT SREERNEEEMLTVET,

ERBRDSS EEFHC OV T RTFEUT 1 ZEER TOBERER TERRAEL VLRI Rz Y AT FEUT(EEREBU T,
ERRIC B ISR S -IREZ 1T O TLVE T,

The Human Rights Subcommittee, an internal organ of the Sustainability Committee, identifies human rights
issues, examines policies for addressing them, designs mechanisms to promote responses, manages and
supervises the implementation status, and issues instructions for corrective action regarding pending issues.
Of the matters discussed, decisions on important issues are made after deliberation by the Sustainability
Commiltteg. The Sustainability Committee also reports and makes recommendations to the Board of Directors on
a regular basis.
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#t= Social

ANE-T—% /B##» Human Rights Data and Initiatives

> ANHERHIHEDER Human Rights Awareness Training

Y IIN—T . FEICTEERET 5. EREEENRICERT 5TV TSPV AEEDH T, EESTS NERECT AEAS I ORMZEITO>EE
BISNTAXIIPAIICL D AT A A VI =RV S LD NERES MEREICHTZDTBDERICAIT T AMEMEZREL TVET,

The Group disseminates international human rights norms and its “Human Rights Policy” as part of its annual
compliance training for all employees. We also conduct human rights training to eliminate actions that violate
human rights, such as harassment, bias caused by Al and human rights violations on the Internet.

NHEERIMESZ B
Percentage of Employees who Completed Human % 100
Rights Awareness Training

» NVDTS1UDERE B Establishment and Operation of a Helpline
AERBHRFIEDERICNA T, BB\ SAAXVNE, NERZEICET 2@R-HREZFFFIAINTSAUEZRELTLETD,

In addition to operating an internal reporting system, the Group has established a helpline to receive reports
and consultations on various types of harassment and other human rights violations.
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#t= Social

B #4&58%8 Social Contribution Activities

YRIAIRPZZTO—F Management Approach

» EARMEEZ A Basic Approach

‘_—H%ﬁ% %a;j'lat\ $%§§§ﬂt$i%§ﬁﬁ%§ﬂ@l’ﬁ$ﬁ'@ YRTFTTINBHREDERICER IR RS VT A FEEADSINCEEHEIC L 2H4R
B T2 TVWET,

2024 FE(E &MD D) =27y FEBNTSMUEIFH, INIPPON IT F+ )7+ BREIICT 2FER CIHEL. BRICHB IS a5 U —
ELTESMUERLz. Fe  BASHY Y/ AN—ZXDIMODRINAE (RYH) | 709 T I MISMN, RRAHLIC T, 24KDEAE 1 FHEK
U\ ZORMIMUERDHFICHEMT D &(CLY . TKE I RIRUREEFOERICERUER T,

In order to contribute to the realization of a sustainable society through both our business activities and social
contribution activities, we are engaged in social contribution activities through participation in volunteer
activities and various sponsorships.

In FY’25/3, in addition to participating in clean-up activities in various regions, we also sponsored the NIPPON
IT Charity Ekiden for the 12th consecutive year, and our employees participated as runners on the day of the
relay race. We also participated in the “MODRINAE (returning seedlings)” project of SOMANO BASE, K.K. 24
seedlings will be nurtured at the Tokyo Head Office for one year and then planted in forests in Wakayama
Prefecture, thereby contributing to reducing the risk of landslides and environmental impact.

HEEBES-T—4 Social Contribution Activities Data

» FH{iE Donation

2020 | 20214 | 20225F% | 2023&F | 2024&%%
FY'21/3 | FY22/3 | Fr23/3 | Fr24/3 | Fres/3
i e BAM 8.3 1.8 0.8 3.8 0.8

Total Donation ¥ million
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