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B A#EZER Human Capital

AMEEE Human Capital Strategy

» AMEERICRI S 2EAA£t Basic Policy to Human Capital
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Ad-Sol Nissin Group aims to achieve sustainable growth in corporate value through the provision of social
infrastructure and IT services. To realize this objective, we regard our human capital as our most important
management resource.
In particular, as digital transformation (DX) accelerates and the social infrastructure sector becomes
increasingly sophisticated and complex, we recognize that our competitive strength lies in both the quality and
quantity of highly skilled professionals capable of creating sustainable value over the medium to long term.
Under our five-year Medium-Term Management Plan, "New Canvas 2031 - The Next Page —,” which commenced
in the fiscal year ending March 31, 2027, we have established management targets of ¥30.0 billion in net
sales and ¥5.0 billion in operating income for the fiscal year ending March 31, 2031, and are implementing a
range of initiatives to achieve these goals.
Our human capital strategy is based on the following three priorities:

a) Securing diverse talent, including highly skilled IT professionals

b) Providing growth opportunities that encourage employees to take ownership of their career development

c) Creating an environment where diverse talent can thrive while enhancing employee engagement

At the same time, we recognize several challenges related to human capital, including intensified competition
for highly skilled professionals, the need to continuously upgrade employees’ skills, and increasing workforce
mobility. To address these challenges, we are prioritizing the following initiatives:
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» AMEERICRS 9 D EAHE-#= Basic Policy to Human Capital (Continued)

Strategies and Initiatives FY’26/3 Results

a) Securing diverse talent, including highly skilled IT professionals

Securing specialized talent through enhanced recruitment of new Turnover Rate 5.8%
graduates and experienced professionals (Including Retirements) o0
Ratio of Female Managers 11.5%
b) idi iti . . .
Providing growth opportunities that encourage employees to take Highly Skilled IT Professionals

ownership of their career development

Promoting talent development through enhanced reskilling programs
and specialized training by field Consultant 98 people
Data Scientists 33 people
) Creating an environment where diverse talent can thrive while

enhancing employee engagement

Enhancing employee engagement through initiatives that promote

diverse work styles and health management Engagement Survey Score 69
Ratio of Paid Leave Taken 65.5%
Paternity Leave Utilization Rate 87.5%

AMBB Human Resource Development

» EARME % A Basic Philosophy

Lt ) — T TlE, HBORENRHOEEDERITH D E & 52, HADHEETIET 52D AMERICEENICRUBATNET,
BB NHEIEOITR-HEEIC OV Tld, AFHFIEE0E E  BRESHIC TR Bama L) IRRaCEEL TLET, /- SPIE
AR 59— I[CH\ T, HSEEEL RIS E I T 5 A\MBREILET A< WBRAMHK—N T4 A DIERY . BREHE

DIREZHROIEEED TVET,

Our Group believes that “employee growth is the driving force behind corporate growth” and is actively
engaged in human resource development initiatives to support the growth of its employees.

The planning and execution of specific human resource strategies are led by the Human Resources
Department. These strategies are reviewed and discussed by the Management Conference and subsequently
reported to the Board of Directors. In addition, our specialized organization, the Human Resources
Development Center, is accelerating the development of talent capable of anticipating changes in the market
environment and technological innovation. To this end, the Center identifies the required talent portfolio,
formulates development plans, and promotes the implementation of various talent development initiatives.

» 282 Reference
ANBABRRDE A
https://adniss.ip/esg/human-resources.html

Human Resource Development Initiatives
https://adniss.ip/en/esg/human-resources.html
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» BEITAMDER Development of Advanced IT Personnel

BROTIIIVENREISER T SRANE IR IRIFICHEN T, £EE U TORAMEERRT S2H(CIE ERE—ANO Y DEER(TO
93T I BROSNTVNET SEITAMMER BFE BEELTOHmRFAITBEY  EEPEHEICHURICHIETE DL
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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 highly skilled
IT personnel we have, the more competitive we will become and the more flexible we will be in responding to
changes and crises.

Our Group defines highly skilled IT professionals as individuals with expertise in advanced IT technologies,
including AI and DX, and is strengthening initiatives to develop such talent. 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.

» AHIVY U RDER Development of Consultant

ZLDEENEY I T—I0TI5IVT0/09—DERICHT 2IREEMETDH. CNSITREEZXIEIDIVHILI VNDEENEE D

TWET, YitE CNETE S TER FICHSIVIIICEAN I VR T LRFED ) 7\ T0RBREERL. CNSO-_—XIC/Ic TS50
WY IR AMDOBERICERWBATWET  BERHICIE, 2024 FE LY, 2DDFHED—R (EFEI—R PRIV ZRI—R) #HRIF=HWHHEE
EREL. FEEBOEBARTOOITRL—— 0T & 7558 SEAUIFILOHRE TOTSLEEAL, VTV VRBRRISEALTVET,

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.

» EREH58IEDESR Measures to Strengthen Basic Skills

BRARBREIRZI—VICBVWTIRE T B AFTIVPEENE+RICRIET S12DICIF HAAEVTOEBHZERA LS B ENVEERYKT,
LTI —TTIR ERNERICRAE T NI BRIR< NI F—LT—IOTHRENERET NI EERL FECIFILEENTIZHICRH
BRVWATHDEDFEHDEE, TOELEISEFALTVET  BANICIE BREBICENE TERKEERZ ML, BF2BIDHNERICH
W BB EAANZORREGVERR T OIBRAZRITTVET F EFHEZHRLEL T BEREHMEZTL. SEWVICTIERE
U RIBULESHEZERITERE  HE— AV EUNHRKR TEZREI<YICIRVBATNET,

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 sessions every year, mainly for younger employees, to give them opportunities for
mutual encouragement and stimulation.
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» REAMDERK Selective Training for Aspiring Executives

EENKFHICHRUIFRL CL<TSICIE BIORREES BERRMERR T D2 CHUBRERY KT BT —TICHVTERMRDE
ERIMEAE B AMOBRISEAILTHY  BELAMDOKEICIRBRICRUBATUVEY, Fo mHEEEEL. REEHIIC L SHER
PN EEEE (H) OEEZEL T SHHIREDAMBERZEHEEL TLET,

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.

» FHEC EDSINEE-EFR(20255FE /B{K) Number of Participants and Cost per Training (FY’26/3, Non-Consolidated)

SHEH(N) — A7) FRIF TR (BR) —ASRYER(TMA)
Number of Participants Time of Training per Cost per Person
(persons) Employee (hours) (¥ thousand)
FATEHE
Training for New Graduate 49 420.0 781
P RURHE
(Ea—SUHE, EIYRAZRFIVHHE, YRIXINHE &) 191 9.3 56

Training by Employee Position
(human skills, business skills, management etc.)

Z DHEHE
(PMPEVSHHE. EFHE %) 425 5.2 43

Other Training
(PMP Aquisition, Sales, etc.)

» AMYRI XU Human Capital Management

YHTIE HE—ANOEVDORRESEL. EMOBLEND EEE(C HBBESAED/IN T4+ —V IV RALICDRITZIEEZBRNEL T, mRFIE
SLUBEEEHEZEFEUCLET,

%gﬁ‘% @%@[}%@vU?O)JE@TE&%%&O)EEE?’%A:DL\"CJ:E&%?E-EEEE@“%EMI:\ [+ 7mER 1 EF2EFEREL. PR F+U7
EJN E%QSE?&%‘IEBJ:U‘EERI:ﬁlttiﬁiﬂl:ﬁ?%ﬁﬂ%-Tﬁﬁ’éﬁb\\ MENLRRRESIETSIEZANELT. [TAYRER I ZEESL
Bl (¥ &) RHEL . BISERICAIT 7= BARRERY A DIRYIEY S EET > TVET,

NSDEHAZEEL T HHE— AV &Y DR EMBBEEDEREIE DA EFRR L TEVWWET,

To support the growth of each employee, enhance motivation, and improve organizational performance, the
Group has established a career interview program and a performance management system.

We conduct Career Interviews twice a year to discuss and confirm each employee’s desired career direction
and long-term development plan with their manager, thereby supporting their medium- to long-term career
development.

In addition, we hold Buka* Support Interviews four times a year to review progress toward individual goals and
provide guidance and coaching to help employees achieve them. These interviews encourage continuous
growth through regular feedback, reflection on specific initiatives, and identification of areas for
improvement.

Through these initiatives, we strive to foster the growth of every employee while enhancing the overall
performance of the organization.

*Buka: The Japanese word for "subordinate” (a direct report).
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#RE Remunelation

> SRENDIRE S £ (BE{K) Policy for Determining Employee Remuneration (Non-Consolidated)

REEDMRSTDMDBNDERVABTDREICSVTIE —AVEY DERESHRICES DD BFCH T HRECEEDATEITEUR
WBZEITOEEREAHFHELTVET,
"ﬁﬁ?li\ EXiG BESRUBBFHUNSBHIN TS Y EFBICOV TR ZEADBIREOKRE SHUICEEN - EREEEII TRELTL

9,

B 5l SHEERVEAHEOBREAANICIEL THEIEREL THY  £EE OB EHIRU TL B, QHEIC[E SHORE
BB L 39 51 2074 0 e U, RSB AHASM (RS) B A BAL ChUET,

F HRBKEIC DWW TR AR TEDONIERIBEESEETI D EFE LY EEEESE LOIDKELZHRLTHY, HEERESE(C
BERBEUETSCE T SEHEIC B B BENDMER- B LICEHTNET,

%?E\L%%Eﬁ%(N_XThyj) ZETHRSCUEIC DUV TIFTHEAYICARET - REL TH Y., 2026 FEIC[FEHEENRITFIFT.6%DE LITZE

The Company’s basic policy for determining employee remuneration and benefits is to support the growth of
each employee while ensuring that compensation is commensurate with the scope of their roles and
responsibilities.

Employee remuneration consists of base salary, bonuses, and various allowances. Base salary is determined
based on the scale of each employee’s duties, as well as their skills, experience, and other relevant factors.
Bonuses are determined by comprehensively considering the Company’ s performance and individual
performance evaluation results, thereby ensuring alignment with business performance. In addition, for
employees in managerial positions, the Company has introduced a Restricted Stock (RS) compensation
program as an incentive to promote sustainable enhancement of corporate value.

With regard to remuneration levels, the Company not only complies with statutory minimum wage requirements
but also maintains compensation levels that exceed living wage standards. Remuneration levels are reviewed
periodically with reference to market trends and external benchmarks to maintain and enhance
competitiveness in the labor market.

The Company also continuously reviews and implements salary revisions, including base pay increases, as part
of its efforts to improve employee compensation. In the fiscal year ending March 2027, the Company
implemented an average salary increase of 7.6% for all employees.

BT SEaEeE
Master’s Degree Bachelor’s Degree
HEAIMESR (2025 FEREE)

New Graduates Starting Monthly Salary A 285,000 275,000

(Results in FY’26/3) yen
2021FE | 2022FE | 202358 | 202458 | 20255
FY’'22/3 FY’'23/3 FY’'24/3 FY’'25/3 FY’'26/3
550 561 591 613 664

HERERTINS i
Average Annual Salary EUSENE

» BLRISEERE(8{F) Gender Pay Gap (Non-Consolidated)

FEEDRSIL BIICHS T BRECEEDAT TICRUIZBEETI CEEEARHELTH Y A—RBICH T BR—FRTIL BLDE&
FERHYRE Ao

Employee remuneration is based on the fundamental principle of providing compensation commensurate with
the scope of each employee’s roles and responsibilities. Accordingly, there is no gender wage gap among

employees in the same position and grade.
20215%E | 2022FE | 2023FE | 2024FFE | 2025&E
FY’22/3 FY’23/3 FY’24/3 FY’25/3 FY’26/3
- 81.5

2HEE

All Employees % 79.6 82.3 83.8
ﬁilr-%me % - 80.9 82.6 83.1 84.3
ﬁf’z?ﬂ%m % - 61.8 65.7 68.6 71.7
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> EEEFRFHSFIE Employee Shareholding Association Program

WNFREDRESEZHMENCBIEE (BELR) CERN T IERERRFIEZEELTVET, .
%Tiﬁ%%d)ﬁB%%_%%(Cﬂl])\b'ﬂ\5$i§(152%t%"<\ FEHREBRICHEVTE RN B2MUIMET D708 (EREDRETHE
CDOBRMDOTVET,

K OFITEMRNBE(BCHRZER) ISHT 7 RVIVEERFEERFRRDRFELE 7.58% (2026F3A%F)

To foster employees’ sense of participation in management while also supporting employee welfare and asset
building, the Company operates an Employee Shareholding Association program. Participation in the program is
high, with 52% of the Company’s employees enrolled in the Employee Shareholding Association. In addition,
the Association is the Company’s second-largest shareholder, demonstrating a strong sense of ownership
among employees and contributing to greater awareness of and engagement with the Company’ s management
and long-term growth.

* Ratio of the number of shares held by Ad-Sol Nissin Employee Shareholding Association to the total number
of issued shares (excluding treasury shares): 7.58 (as of March 31, 2026)

> SEEFIFRIHRRIRENHIE (RS) Restricted Stock (RS) Compensation Program

RESTBIODERICAT THRICERRMZEZ 8 5 REE (AR E <) IS0 U MEDSERE DOfiEHE = —BiEs. BFEMIEDFRRR@ L
ERDHDHRRIBGA 2T 1 T EUTGREFIRAHRHMEE (RS) B U2 HHHRADAEZT>TVET,

The Company grants shares through a Restricted Stock (RS) Compensation Program to employees in key
managerial positions (excluding Directors) who play particularly important roles in achieving the Company’s
management plan. The program is designed to further promote value sharing with shareholders and provide a
medium- to long-term incentive for the sustainable enhancement of corporate value.

REEST T —IAIMELEADEIEA Initiatives to Improve Employee Engagement

» T —IAXAIMF—RL1DER Conducting Engagement Surveys

ORI BIS OB CHEITARENA I ZERZ DL, &Y IVEH BIH D UADEEA . FERIC DT TN 28, [BIEANL AP0
MEIEPT ST S 7T —MRRZREL TVET, AERRIE SEABEREFDSEMHE TSI TR EHESH T TR N
DH3WHIOVUEHET B MEZL/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.
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1t ER8ET—% Employee-Related Data
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» AR5 —% (B{k) Basic Data(Non-Consolidated)

;\ltl%nébf% of Employees peréons 589 599 600 616 640
2 Seraons 491 491 494 506 516
ol . Sereons 98 108 106 110 124

Eﬁ%ﬁigf Managers peréons 88 94 82 91 96
2 ey 82(93.2)  86(91.5) 74(90.2) 82(90.1) 85(88.5)
ol . S 6(6.8)  8(85)  8(9.8)  9(9.9) 11(11.5)

P . G 39 38.8 39.1 39.5 39.2
a = 40 40 40.2 40.5 40.4
L . = 33.9 33.5 33.9 34.6 34.1

xﬁfﬁqiggth of Service yefgrs 1.8 1.9 12.3 12.4 12.4
a Jorrs 12.5 12.8 13.2 13.2 13.3
L . = 8.1 7.9 8.2 8.8 8.5

R . o)y 38(6.5)  47(7.8)  43(7.1)  36(5.8)  39(5.8)
a Serans 33 41 32 32 32
Fteﬁale per)s\ons 5 6 1 4 7

ﬁﬁza%hﬂ%ﬁ%ﬁfgppointments per)s\ons 5 16 4 10 14
ﬁfi-e Derﬁons 5 14 3 9 12
Fteﬁale per)s\ons 0 2 1 1 2

» FRBINEE(20255FE EEF) Number of Employees by Age Group (FY’26/3, Non-consolidated)

28§:>éﬁr per)skons 43 39 4

50-59 Sereons 99 90 9

40-49 Sereons 140 121 19

30-39 Sereons 144 117 27

Jr?d%%?ikolﬁ per)skons 214 149 65
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> IXERRI EIEREE E (2025 FE /Bi{X) Number of Employees in Management by Position (FY’26/3, Non-Consolidated)

Total Male Female

Department Manager Equivalent or Higher persons
YR—Iv—BLE A
Section Manager Equivalent persons

63 55 8

» KPI(&{F/Non-Consolidated)

T—Y
Themes

BiR

Targets

) =8
FEIR (2023~2025FE¥19)

Indicators

Results
(FY’24/3 - FY'26/3 average)

IVT—IXUNAE

TG —I XN —RAEHR AT 203153A#T80RLE

E%ﬁg;:glgggggement Engagement Survey Score 69 80 or higher in FY’31/3
T FEEERALEE SEFYT25%LU L

Female Ratio in New Graduates 24.8% 25% or higher

Recruitment (three-year average)

AHDSHRIEREIR SMEE $FERIRFALLE 1aN/E 3EPT2~ 38/
Promoting Diversity and Ratio of Non-Japanese Employees 13 peopie/ ear 2-3 people/year
Inclusion in New Graduates Recruitment ) Y (three-year average)

RBRE BAAK
Number of Mid-career
Recruitment

3FEFHTI5R/F
15 people/year
(three-year average)

8.0AN/F
8 people/year

» ¥%F (84X) Hiring(Non-Consolidated)

2021%E 2022%FE 2023FE 20245FE 2025%FE
FY’'22/3 FY’23/3 FY'24/3 FY’25/3 FY’'26/3
EEERREL A
Number of New Graduates Recruitment persons 54 34 38 49 73
S A
Male e 38 27 31 33 53
Eeqd A
Female persons 16 7 7 16 20
RERERAR(EHS) A 1 > 8 13 11
Number of Mid-Career Recruitment (full-time) persons
B A
Male persons L 2 6 12 7
Eegd A
Female persons 0 0 2 1 4
CWETE o5 AL A
ﬁ??eﬁif%éggﬁ;;\e)es Number of employees  persons 10 1 12 12 14
with Disabilities Hired (as e
of June 1) nRa?io % 1.56 1.73 1.88 1.79 1.94
RERAMIC LU FTTRURERY
PEMIO = e
Percentage of Positions “R ':'t- % — — 85.17 90.15 94.71
Filled by Internal Ee
Personnel
e Cost ©F N 76 79 81
verage Recruiting Cos ten — -
per Person Amount thousand

#H= 8/17TR=Y
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B #&E%2&4% Occupational Health and Safety

YRIAIRPTO—F Management Approach

» EAMR#E % A Basic Approach
HBHII—TE BB RB. DD A FMFEBENVDHIBIF IKVEH S U, [BBREFmEAH I ZEH D EEEICHBREEE
DEHAHEHEEL TUVET,

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.

» 08 Reference
SEeEEAH
https://adniss.ip/esg/occupational-health-and-safety.html

Occupational Health and Safety Policy
https://adniss.ip/en/esg/occupational-health-and-safety.html

HBELLEE-T—49 /s Occupational Health and Safety Data and Initiatives

> HIEEIE(B{F) Labor Management (Non-Consolidated)

YR TIE BENEFICE DS 5@ KA SE - RRET - KESHHFICREY SRBEENDBIERHBHEEREITO LEBIC EREICH

UGBS ERDSIADNS &5 [CLTVET,

&7z, EERINER T OS5 EEE ARSI S Z RER iR ¢ S SLHlADEN BEREICHV\ TERNICHEFFRE DB CHIaRDING
WRERET DLE UEREDHHINAZLEL BETDRIEZMIAMEAERERUTVE T, 06 HEREN —EEEETBAZESIC

RUTIE EEEE DEAZREL. EERREOHESRE BER D A O—PHEFIRET>TLET,

Our company has established rules and regulations concerning working hours, overtime work, late-night work,
and holiday work in accordance with labor laws and other applicable regulations. Through these measures, we
ensure appropriate labor management and the proper payment of overtime compensation to employees.

In addition, we have implemented systems that enable supervisors to monitor employees’ working hours and
paid leave utilization on an ongoing basis. We also regularly report trends in working hours and the status of
paid leave utilization at management meetings. These mechanisms allow us to effectively monitor employees’
working conditions and take corrective actions when necessary.

Furthermore, employees whose working hours exceed specified thresholds are required to attend
consultations with an occupational health physician. Through these consultations, we assess their health
conditions and provide necessary support and work restrictions as appropriate.

2021FE 2022FFE 2023FF 2024FFE 2025FF
FY’22/3 FY’23/3 FY’24/3 FY’25/3 FY’'26/3

P ERIRREEEE B/A
Average Paxid Leave Taken days/person 12.1 12.9 12.6 13.3
TISENEIEE % 57.5 62.3 66.3 64.3 65.5

Average Ratio of Paid Leave Taken
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> ZIRBEEAICEITZRED Y (BF)
Creating an environment that supports diverse work styles(Non-Consolidated)

2021FE 2022FE 2023FE 2024 FE 2025%E
FY’'22/3 FY’'23/3 FY’'24/3 FY’'25/3 FY’'26/3
A 490 512 422 413 385

TLO—UFREL

Number of Teleworking UsersX persons

TLO—UFREE

Ratio of Telewocrlking UserslX % 83.2 85.5 62.3 63.8 56.8
SR EIH f 0 0 0 0 ]
Number of Work-related Accidents numbers

» 288 Reference
ZRRET AICAFTZRIED<Y
https://adniss.ip/esg/work-style.html

Creating an Environment for Diverse Work Styles

https://adniss.jp/en/esg/work-style.html

» BERIEEDOIYIHEA Health Management Initiatives

ST HENEREIC, R0, 0L TREBICE<K S EATESHRIFIKYISEALTVEY  BARICIE, HEDRBZISZEHRT

5}: t‘%h TOEDEIBEI00%EERRL T3 FN EXEEDERIC LY EROMBEREEB LORBTHhEZ STREEGICOR
FTVET,

FIo AV IEREBNREL T AN ZF Ty UFIEZEERL T, EDBRICEDFEAEBIZADT 1 —RN\Y 7T O TN\ M, PLERFY

BROT A TRELLABISH U, ERRIORKC N — =20 TO7 3 L0EBEORREEE 0 S L BAL. BELRISERE IR

TORHIERELTLIET,

TSIC HEDORERIBEERIPLI DHREL T AT XIANTOISLDOEECI IR ZARY IR DRE, T SICIHMERNA 2V MHIEDEA

FICRUHBATCER. MEREERRAAN2026 (KIREEAGF) IIC2FEHE CRESNTVET,

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 part of its efforts to promote employee health and well-being, we have implemented various
initiatives, including office yoga programs, the installation of wellness stands, and the introduction of a health
points program. As a result of these efforts, we have been certified as a "Health & Productivity Management
Outstanding Organization 2026 (Large Enterprise Category)” for the second consecutive year.

» 282 Reference
EREE
https://adniss.ip/esg/health-and-productivity-management.html

Health Management Initiatives

https://adniss.ip/en/esg/health-and-productivity-management.html
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> NEIRW D - (EERESHT DSZE R (BAK)
Promotion of Comprehensive Medical Checkups and Health Screenings (Non-Consolidated)

HitlF 2 TOREBITHU, HHHA BT SRREERY —E REERRRRIES (TIK) DIZWEZEEICH T SRR ERIFARRY Y
 FIRZESITDIEEHELTUVETD,

Fe. BRECABENMDERWNREICHUTIE. BREICHRIBAZAIETIIEN, TNETNORERIREICSU TREER 5Y IJICLD158%.
BUREERIAO—EEEUTVET,

The Company encourages all employees to undergo either an annual health screening or a comprehensive
medical checkup at medical institutions affiliated with the Tokyo Information Service Industry Health
Insurance Society (TJK), of which the Company is a member. In addition, for employees who are advised to
undergo further examinations or receive medical treatment, the Company covers the associated follow-up
examination costs and provides appropriate post-screening support. Such support includes guidance from
occupational health staff and other health-related assistance tailored to each employee’s individual health

condition.
20215FE 2022FE 2023FE 2024FE 2025%FE
FY’22/3 FY’'23/3 FY’'24/3 FY’25/3 FY’'26/3
(RREOMTSZES R
Examination Ratio of Regular Medical % 100 100 100 100 100

Examination
» AL RAF T VI DELE Stress Checks

LTI FEREFEERCE DT HENAXVIIAINITRAE BB EERAICRALT 57260 WebP VT —MERD AN A F TV O ZESE
TEERAEL, BEITHU TEREICEDEREITOTVET Kz AANFETERVNL DI AVRAF Y IREREMTI U LT BREDHT
U IS 2D R S ZIRRDERE., BISRREDSEC DRIFTVET,

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.

» #tE & D¥tEE Dialogue with Employees

HH T I —T Tl HEFESHRERIN TRV )  HEEDHEDIHZELTTHER I ZRELTVET,

28, EEBIIREZE I 1D5ICHSTZHHERICIATY S 376 < EIEEZR<EEEDMARET00% R > TVETY,
HESEREENRL LU THEREZMIGL CL\SEMN HSESTCASHIRICOVWTHERICHESNRATAZTOTVET, /2, HHAR
APOHERIEEFICOVTE ERHEEREDOMNEETVBREIRUANTNET,

As no labor union has been formed in our Group, employee associations have been established as forums for
dialogue between management and employees. Because managerial employees are responsible for
management and supervisory functions, they are not eligible to join the Employee Association. Excluding
managerial employees, the membership ratio is 100%. We conclude labor-management agreements with the
Employee Association as the representative body of employees. In addition, the Company provides advance
explanations to Employee Association representatives regarding human resources systems, including
compensation and benefits. We also maintains ongoing dialogue with the Employee Association on matters
such as internal rules and the working environment, and actively incorporates employee feedback into its
operations and policies.

#H#x M /17T R=Y EEMB:20265F9828
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B 1 1N\—2F1DBEA Diversity and Inclusion

LD EERLE Promotion of Women’s Participation and Advancement

» EAMRE % A Basic Approach

HUTIE BHRRAMOBHAEENE DAL IV EL T RFICEENER TS DRIFEISYEHEEL TLR T, UL DO EIBDLIELLR(L]
1.5%(2025FFK) &8> TVWEI A, ZOLERFA EICEIT T MFERAICH T SLMERR E(FRABR25%MU L) vittaF o+ )7
THEDREFZEU OREROLMESREMERE DB, IEAICEALTVET,

e ETEH(TLO—0) ESH, BEREEHFEOHERERC. B REFOREHEDEM - 5T a 8L T, BRESAIRIIICIHUE
BSHEBRTESRRIYICIRUBATEY  BIRAFEZ 17 BULERBUHEICH T o XBREHRFIRZEEAT L, Rl Z/NG
WBRAEREEHHELTLET,

As part of our efforts to create a corporate culture that can take advantage of the strengths of our diverse
human {esources, we are implementing various initiatives to promote the active participation of women in
particular.

The percentage of women in management positions is 11.5% (as of the end of FY’26/3), and we are focusing
on developing and expanding the number of female executive candidates for the next generation by increasing
the percentage of women in hew graduate recruitment (target: 25% or more) and providing career training
programs for 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.

» TIEEEHEEICHIT D BIEEREA Targets and Initiatives the Empowerment of Women

[B#ZE1 / Target 1]
EBENHELLBEHEN S 5B RREDHREICOVT. UTOBREERHEDSIS1 DL LZFIATHEDEEZT100% U EICTD,
BIRIRE BIRDADMEREENFS, SR DB R IARE

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.

[B#ZE2 / Target2]
LB DB RZIEHER CH B T—F U IRTLIYTIEE ITHRHEIC DV T FIARA_ D) DEREEET D,

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

<EVHEHRE >
2025F4 73~ -BEOBARIENEE. SV LRADEERE
-BIRELERIE BSHEE
(WHE. BFLULERAADEA, 740-)
2026F4B~ -EEFEDFEREL VISR ERRHR
JERE A DB IR 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

#H= 12/17TR=Y =AREHH 1 2026F982H
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» HAIN—T1181E(2025%FE /BX) Diversity Indicators (FY’26/3, Non-Consolidated)

LURBDS5, KO " 194

Ratio of Female Employees ° :

BRI 40 S LD ” 1.5

Ratio of Female Managers ° :

TREERI 56 S LD " 16.3

Ratio of Female Junior Managers ° :
EEIPIDEIERIC 5D LHEDEIE

Ratio of Female Managers in Revenue-generating % 7.3

Divisions

ERHRIC 0D BRIEDEA » 12,5 B8 /Grouo

Ratio of Female Directors

> HE-BIR-NEDH DR AEHIE Leave and Support Programs for Childbirth, Childcare, and Caregiving

BB (TL0—0) . BEE. ERESHEFOHERR Y. B REFDREHEDER 5T EBU T SHFRS1IRI1IICHUEE
TAEERTETBREIYICRVBATEY . BIRAEZ 17 BUULEEUSUZHEICN T D EEHREIEZEA T 24 MhlZERMD
RUBRAEISEHEL TVET,

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.

» 282 Reference
F1N—T 1 DEFEA
https://adniss.ip/esg/diversity.html

Promoting Diversity and Inclusion
https://adniss.ip/en/esg/diversity.html

> SIRFIE - NEHIEFHEEE(HE) No. of Employees Using System for Childcare and Caregiving (Non-Consolidated)

20215E 20225F 2023FF 2024FE 20255
FY’22/3 FY’'23/3 FY’24/3 FY’25/3 FY’'26/3
12 15 6 11 14

=I\'%/I:rfI’Egﬁty/Childcare Leave per)skons
ﬁflce per)skons 4 10 4 4 10
I-%l%ale per)skons 8 5 2 7 4
;%;Erat)g ?V(o))rﬁgﬁ;ﬁ?%ﬁs for Childcare per)skons 10 10 9 9 14
ﬁl?le per)skons 0 1 2 1 3
Ii:zeﬁale peréons 10 9 7 8 1
gfgﬁng Leave per)s\ons 0 0 0 0 0
ﬁﬁe peréons 0 0 0 0 0
Iga'rf&hnale per)s\ons 0 0 0 0 0
gl\f;%gc)et; ?Vg)rif_il?glaﬁ?-lggi%rs for Caregiving peréons 0 0 0 1 1
ﬁfle per)s\ons 0 0 0 1 1
Ii:zeﬁale peréons 0 0 0 0 0
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> BIRHIE - TEEFIED S DERE &5 FE (HHF)
Retention Ratio of Employees Returning from Childcare or Caregiving Leave (Non-Consolidated)

20215FE | 2022%F | 2023FE | 2024FFE | 20255F

FY'22/3 FY'23/3 FY'24/3 FY’25/3 FY'26/3

B R ERE
M;ternity/Childcare Leave Return Ratio % 100 100 100 100 100
%e%ezrl\]tion Ratio % 100 100 100 87.5 100
T EERER IR % _ _ _ _ _
Nursing Care Leave Return Ratio °
EEE o _ _ _ _ _

Retention Ratio

SESREDERERE Promotion of the Older Workers

» EARMEZE X Basic Approach

HERAONROL AMMERRFHEILY 29, REREZ SO IBLVAMOEENEEDOERICRNMEBRVNEDELROTVEY, HHT
[F. 60l EOEF#HEORGERHEZEZ REL., SHMiEIC LVILESN EHERLVEE<A2HEEZEATILE . FHERNIEETE3
BIEOERFISEAUTVNET, iz AN S DREREFRAIC DV TEREBHIZIT>THY . 60U LDIFERE. BFEHRAERELTLET,
:n; %gﬁﬁ%ﬁo)ﬁ% 6 ORLUBEDZIE M1 2 A 60UBEMIGETE T 2HEE5FEFD 2.4EICIENT 270 E . BEMEDEEIEAL
TLWET,

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.

» BEEAHEOFIAZEL(BA) Number of Re-employed Employees(Non-Consolidated)

20215E 2022FFE 2023FF 2024FE 20255
FY’22/3 FY’'23/3 FY’24/3 FY’25/3 FY’'26/3

2R (BIE) A(%)
Total (ratio) vereoney  25(4.2)  29(4.8)  27(4.5) 35(5.6)  35(5.4)
FTHREEA A
New Employment persons 3 7 4 8 4
R A
Colrztinued Employment persons 22 22 23 27 31

» SAITTSUFHE (20255 E BifK) Life Planning Training (FY’'26/3, Non-Consolidated)

%_ %@éﬁ@ﬁé’&ﬁ%lc\ BEATE. BREHE. TOMANFEHEFOEERETCET SBREHET I IS51T7 TS UMEI XL

"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.

TAT T UHHE(20255FE B1K) A 0
Life Planning Training persons

#H= 14/17TR=Y IEEHH 1 20265F9A2H
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B A# Human Rights
YRIAVNPTFO—F Management Approach

» EAMRE % A Basic Approach
YT — T BEFEH SHEEZTD. TR TDAIDAEEEE TS EHIC MEEEORUEAEHEELTVET,

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

» 288 Reference
NS
https://adniss.ip/esg/humanrights.html

Human Rights Poricy

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

» NEHEEMASH] Human Rights Promotion System

TRTTET 1 ZELDNEMER TH D MEDRIRICH VT AMEEREDRFE IS E OIRE D EHEE T STz DR DERETE KT
WRDERE - BEESSUBRBEICHT SBIEETNFEERHBLTNET,

FERBEDOS5 . BEFHC OV TR T RTFEUT1 EERTOFERER TREREL VX T & T RTAFTEUT1EEREEBU T,
EHNICEFERICHRE REZITOTLET,

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
Committee. The Sustainability Committee also reports and makes recommendations to the Board of Directors
on a regular basis.

= 15/17R=Y IEEHH 1 20265F9A2H
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ANE-T—% /B$» Human Rights Data and Initiatives

» NS ZAAXVRBALEICHEIT7zE#EA Harassment Prevention Initiatives

TINSZAXVIBAIERRBIICH VT, NSRXUNIZE T 2EEHZE RS & &S, MK B CADMSFIE, 1858 B E DFE, BRLEIC
AF7Z27OEREESHTVET, &dH. AEDRER. FULEHHRH SNIIBEICIE. BEHRE I [CE DI BRAS E1TO 8EHELTVE
;g“i,fr:\ éi\;xx‘JHCF%?%ET%*EE%?&DICDL\TII\ WSV 17 EEHEL. TORMZERNSZE T BMBEORHRILRE S EAINICD
RFTVET,

TSI TNSRXUNAIEAS 1 EREL. HHARIBTRIRA DB OHHEEE U T A 2EEEH TVE T IX T HAICERRRY—%15
RUN\TRXUEDRSAFAIEICERVBATNETD,

The Group has established "Harassment Prevention Rules” that provide specific examples of conduct
constituting harassment and set forth procedures for handling consultations and complaints, protecting
individuals who raise concerns or file complaints, and preventing recurrence. The rules also clearly state that,
where an investigation confirms inappropriate conduct, disciplinary action will be taken in accordance with the
Group’s "Disciplinary Rules”. In addition, the Group has developed an operational manual for its harassment
consultation and reporting hotline and promotes awareness of the reporting process among employees,
enabling the early identification of issues and prompt response. Furthermore, the Group has adopted a
"Harassment Prevention Policy” and works to ensure its understanding and implementation through internal
bulletin board postings and employee training programs. The Group also displays awareness posters
throughout its offices as part of its efforts to prevent harassment before it occurs.

» NMERREIHMEDERE Human Rights Awareness Training

4= =

LI — T FIC1EERET D EREEENRICERT 2 TSA TV RAERBEDH T, BRI AMERE I ANEAST IORMETO &
EBITNTAAIIPALNCEDINAT R A VI—RY S LD ANHEREE. NEREICHZDTHOERICAITZ AEHMEZEREL 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.

NEEFMESHEE (BK)
Percentage of Employees who Completed Human % 100
Rights Awareness Training (Non-Consplidated)

» NVTS1UMDERE ER Establishment and Operation of a Helpline

RELEREEDERICINZ T, BE/N\SIXVNE, NMEREICET 58| -HREZ T MTIANTSAVERBELTVET,

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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B #&=88E8) Social Contribution Activities

YRIAIRP7TO—F Management Approach

» EAMZE X Basic Approach

éﬁiﬁ?ﬂ\ )igﬂg(ah $¥‘)§f§f‘:$ SEIEBD@EEH T T AT T IV BHEDERRICERI R INS T4 PEBNADSINCREREIC L D4
Y T2TVWET,

?OZSfEfEI;\ BD ') =27y FEBNTSIMUIFN INIPPON IT F+) T+ BREIC T 3EER CIHEL. BRIGHA IS HEN S
FT—EULTEBMUELU, e RSV Y/ R—XDIMODRINAE (RYHE) I 7OY TIRCBIIL TEY  RRA, BT R UM
XAAICHENWTEARZERL. TORMMUEARADKICHEMT D E(CLY . KBV RIRUREEFOERICEIRUE 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 13rd 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, Kansai Branch and Kyushu Branch, and then planted in
forests in Wakayama Prefecture, thereby contributing to reducing the risk of landslides and environmental
impact.

HESEES -7 —4 Social Contribution Activities Data

» ZF{Fs& Donation

20215FE 2022FFE 2023FF 20245FE 20255F
FY’22/3 FY’23/3 FY’'24/3 FY’25/3 FY’'26/3
1.8 0.8 3.8 0.8 0

N ] BAM
Total Donation ¥ million
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