Strengthening Our Value Creation Foundations

Building a Company Worth Working At

For more information,
please visit »
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so that each and every one of them can fully demonstrate their
Flad | L] D

The collective capabilities of the Haseko Group rest on the employees

of the Group and those of cooperating companies.
We are striving to create a pleasant working environment by
developing supportive structures and systems at the company level

abilities and skills.

Material Issues of Building a Company Worth Working At

Human capital (diversity & inclusion, E A safe and healthy working
human resources development) environment

We are endeavoring to enhance the health of all persons
involved in our business by giving consideration to safety and
health at the workplace so that they can play an active role by
demonstrating their capabilities.

Under the key theme of “getting the most out of their
qualities”, we will promote the creation of an environment that
respects the diversity of employees who work in the Haseko
Group and enables each and every employee to make the most
of his/her individuality at work, thereby creating new value.
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Message from the officer in charge of personnel

The collective capabilities of the Haseko Group rest on the
individual abilities of employees of the Group and those of
cooperating companies. The expertise and experience of our
employees, as well as their ingenuity and vitality in creating new
value, are our assets and the source of the Group's growth. By
creating an environment where all employees can play an active
role, we will encourage each and every employee to proactively
take on new opportunities for growth and help them to reach
their full potential. We will continue to work on developing
people and organizations so that the growth of individuals leads
to the growth of the Group.

Masaru Naoe

Haseko Corporation
Operating Officer

Corporate Management Div.
Responsible for Personnel,
Public Relations and Haseko
Condominium Museum
Management

Policy for human resources development and corporate
environment improvement

The Group has formulated the Personnel Plan linked to the
medium-term business plan, based on the HR basic philosophy of
further enhancing corporate value through investment in and
utilization of human assets. We seek to build an optimal portfolio
of human resources in order to enhance the effectiveness of our
business strategy and achieve sustainable growth. As a business
serving a broad range of consumers, the Group formulate
personnel recruitment plans that reflect the management plan
and its progress, future changes in the business environment and
personnel composition, in order to build a portfolio of diverse
talent combining new graduates and mid-career hires.

In the Plan NS launched in the fiscal year ended March 2021,
the Group has expanded its investment in human resources
development and corporate environment improvement based

vitality e . on the focused strategies set forth in the Personnel Plan. In
Il eD:(\)llevI:’ pa':g {]a"k'gz':‘ Eﬁ;‘}ig;;sesa:gtg?s:ﬁ:;;"s that continue to grow, FY2024, we implemented a significant increase in starting salaries
IV. Promoting diversity to fully leverage human assets and overall pay levels in order to secure and retain the human
—Promoting the active participation of all employees, starting with resources who will lead us into the future. Going forward, we are
committed to continue investing in diverse human resources to

women and senior employees
V. Business performance and working conditions under the Plan NS ) ; . .

remain a company that is worth working for for its employees
and attractive to all stakeholders.

V1. Promoting health management and improving the quality of employee
welfare programs

The Haseko Group Personnel Plan

"o | To further enhance corporate value through investment in and
U0 tilization of human assets

® Seeking to create autonomous human resources and build organizations
Group HR capable of opening up new boundaries for the Group

JELUILEE @ Evolving the Haseko-version of workstyle reform and diversity in its own
unique way

|. Further strengthening the Group’s management foundation

Priority —Reinforcing the competitiveness of each company and deepening the intra-group

themes cooperation

II. Promoting workstyle reforms and improving the workplace environment
—Increasing operational efficiency, and maintaining and enhancing organizational

Value Creation of the Haseko Group Business Strategy

Data Section

Governance

The Group has formulated the Personnel Plan linked to the
medium-term business plan, and its progress and results, as well
as issues and countermeasures, are reported annually by the
officer in charge of human resources for discussion at the Board
of Directors' meetings. The Group has also stipulated
authorization rules for rules and systems related to personnel
affairs with a view mainly to their impact on the management.
Matters of high importance are submitted to the Board of
Directors for deliberation after preliminary discussion at the
Management Council.

The information on rules and systems for officers and
employees is posted on the internal portal site or sent to those
concerned, to ensure that the systems are well communicated
and carefully implemented. Information on personnel affairs of

Risk management

officers and employees is also managed and updated on a timely
basis through the Group’s centralized system.

Aiming to enhance the effectiveness of the organizational
structure of personnel affairs, the Company has set up Personnel
Divisions in Tokyo and Osaka, which respectively oversee offices
in eastern and western Japan, and also allows each division to
have its own personnel function. The Group’s policy for personnel
affairs is to improve the personnel base as a group by
implementing common measures, while also pursuing the
unique characteristics of each affiliate company. In addition,
efforts are underway to reinforce collaboration and functions of
the Group’s personnel affairs through personnel rotations and
regular information sharing between the Personnel Divisions of
the Company and those of each division and affiliate companies.

We believe it is essential to consistently hire and retain a diverse
human resources in order to achieve continued business growth.
Given the increased mobility of human resources in the labor
market, we view as risks the possibilities that the Company may
not be able to recruit sufficient number of diverse talent as
planned, and that organizational strength may decline as a result
of employee turnover. To reduce the turnover of female
employees, we target a turnover rate of 3% or below, and are
working under the D& Promotion Office to strengthen measures
to promote women's active participation and to develop a pleasant
working environment. We also identify risks such as employees’
absenteeism (absence from work due to injury or illness), or

presenteeism (poor work performance due to health problems)
stemming mainly from working hours and the work environment.

We strive to reduce the risks by developing an environment
where employees can positively play an active role, through
appropriate working hour management based on the above
governance system and job system, the understanding of the
workplace environment and individual employees through self-
reporting and interviews, the realization of job satisfaction through
work, the utilization and appointment of employees based on their
career aspirations, and the realization of employment conditions
through appropriate appraisal system operation.

Metrics & targets

The Group uses the following metrics for its policy on human
resources development, including ensuring the diversity of human

Working toward even greater participation of women

Results

Metrics Targets (FY2023)

Percentage of female employees 30% or more 31.7%

Percentage of women among new Haseko Corporation: 21.6%

0,
graduates hired* 30% Consolidated: 37.1%
Above the previous year's
Percentage of female managers result 10.2%

(9.8% in the previous year)

Percentage of childcare leave taken
by male workers*

Haseko Corporation: 5.3%

0
3% or less (onsolidated: 8.2%

Supporting dual-income, co-parenting households

Percentage of childcare leave taken

50% 36.0%
by male workers

Active participation of diverse employees

Percentage of disabled persons

2.3% 2.38%
employed

*Targets of the Haseko Corporation

resources, and its policy on the improvement of the corporate
environment. Targets and results for these metrics are as follows.

Working style reform and health and safety at construction sites

Metrics Targets (RF\e(;g;gs)
Implementation rate* of system with
8 days off every 4 weeks 100% 81%
(104 days off annually)
Fatal and serious accidents/disasters™ None 2
Frequenc%/e rate of occupational 060 0rless 014
accidents
Severity rate of occupational accidents® 0.01or less 051
Promoting health management
Percentage of employees undergoing 100% 100%
health checks
Percentage of employees taking 100% 98.2%
stress checks
Implementation rate of the specific 0% 1%
health quidance

Certification under the Health &
Productivity Management Outstanding
Organizations Recognition Program

Achievements: Haseko Corporation and associated
companies certified as“White 500" companies

*Targets of the Haseko Corporation
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Strengthening Our Value Creation Foundations: Building a Company Worth Working At

The human resources portfolio of the Haseko Group

The Haseko Group is a “corporate group for housing to create
great living"that is involved in a wide range of businesses,
including the construction of condominiums, its principal
business, and the sale, management, repair and rebuilding of
for-sale condominiums, as well as the operation of rental
condominiums, detached houses and facilities for the elderly.
Under our medium-term business plan (Plan NS) that
launched in FY2020, in order to respond better to the rapidly
changing times, we have been working to strengthen the
earnings base in our core businesses, including our service-
related businesses. Our aim is to restructure our business model

that centers on the construction-related and real estate-related
businesses that have hitherto served as the source of the Haseko
Group's profits.

Despite the challenges facing the construction industry as a
whole, such as a shortage of manpower and rising costs, we are
focusing our efforts on recruiting the human resources we need
to secure orders and production systems for the construction of
high-quality condominiums and expand the business of the
entire Group, as well as developing talent that can create new
businesses for the future.

Changes in the number of full-time employees of consolidated companies by segment (unit: persons)
M Construction-Related Ml Real Estate-Related Ml Service-Related ( sales and brokerage / [ leasing / M repairs / [l management / [l senior business / Il other)
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*Prior to FY2020, the Service-Related segment included the Real Estate-Related Business segment and part of the Construction-Related Business segment.

Building a human resources portfolio rich in diversity

With the aim of leaping farther forward as a “corporate group for
housing to create great living”from both a hardware and software
perspective, we are working to build a diverse human resources
portfolio that will form the foundation for business growth. To this
end, we will be actively recruiting mid-career professionals with
specialized skills and knowledge, in addition to strengthening our
personnel structure that has thus far been based on the
recruitment of new graduates. The collaboration between our
robust human resources system and the diverse talent within it is a
driving force behind achieving one of the Plan NS goals of reaching
30 billion yen in ordinary income for consolidated subsidiaries

ahead of schedule.
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Consolidated companies in Japan: Trends in new
graduate and mid-career hires (unit: persons)

Il New graduates [l Mid-career @ Percentage of female hires

46.0%

41.5% 41 .6%/.
® @

950
833
586 599 413 531
234 253
352 346 420 419

2021 2022 2023 2024 v

*The number of mid-career hires for FY2024 is a planned value

Value Creation of the Haseko Group Business Strategy

Aiming for the further improvement of products and services
With the aim of providing high-quality products and services in
each business area, we are working to develop highly specialized
human resources.

On the basis of knowledge backed up by qualifications, we
have honed our practical skills through dialogue with our
customers. We share the feedback we receive from our customers
within the Group, using it to create new added value that meets a
wide range of needs. In addition, we are working to obtain
Associate Hospitality Coordinator certification so that we can
enhance the hospitality that is unique to the Haseko Group.

Furthermore, as part of our efforts to prepare for
emergencies, we are encouraging employees to obtain the
qualification of "Emergency Risk Discriminator, who assess the
danger level of buildings in disaster areas after an earthquake.

Number of employees with specialist qualifications

First-class building construction  Real estate transaction

First-class architect .
management engineer agent

3,132 persons

749 persons ‘ 1,259 persons

Licensed representatives of Legal licensed

condominium management companies  condominium manager Property manager

1,009 persons 232 persons ‘ 469 persons

Emergency risk

A Certified care worker Associate hospitality coordinator
discriminator

605 persons ‘ 401 persons ‘ 443 persons

Workplace culture survey: Top 10 items

Strengthening Our Value Creation Foundations Data Section

The Haseko DNA (our corporate culture)

We conduct an annual questionnaire survey of employees to ask
about their careers and the workplace culture, and report the
results to the top management of each company to identify
issues and work on improvements. The workplace culture survey
asks respondents to evaluate 15 items related to workplace
culture that Haseko Corporation considers important along a five-
point scale. The top three items in the FY2023 survey were as
shown below. We believe that these elements comprise the core
of our corporate culture and form the basis of the strong identity
that we have carefully passed down since the Company’s
founding.

At the same time, the figures for “a spirit to take on new
challenges”had decreased compared to the previous year. We will
create a workplace environment that contributes to the creation
of new value, such as by actively hiring external talent and
providing opportunities for innovative training.

Pass rates of major licensing examinations in fiscal year 2023

Real estate transaction First-class building construction

First-class architect

agent management engineer
Haseko Corporation 90.9% 47.6% 87.5%
The entire Haseko Group 79.8% 44.8% 784%

No. 1

Even young employees are
entrusted with big projects

No. 2

Action is encouraged

Perseverance in
achieving goals

Valuing the
independence of
employees

Ambition to achieve
numerical targets

High awareness of risk

Pride in one’s company and work

No. 3

Cheerful, positive attitude
and high energy

Emphasizing speed

management and compliance

A spirit to take on new
challenges
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Strengthening Our Value Creation Foundations: Building a Company Worth Working At

Human resources development

The present and future direction of the Has

Under the slogan of “continuously produce autonomous
human resources and nurture a diverse workforce that wi

shape the future of Haseko,” we are implementing a broad

range of initiatives such as fostering autonomous human
resources and career development; developing the next
generation of managers, executives and operational
leaders with an eye to sustainable growth; developing
innovative human resources and global human resources
from the perspective of nurturing human resources to
realize new strategies; and DX education.

Enhancement of job-specific practical education

We are working to develop the young employees who hold the
keys to sustainable growth to make them work-ready at an early
stage through company- and department-specific curricula that
are tailored to the practical work.

Our administrative career-track employees experience on-
the-job sales training at the Group's sales companies to better
understand the customers'voices and needs and apply them to
business planning. First-year employees in design positions
receive construction on-the-job training to acquire design
capabilities based on the actual conditions of construction sites.
We are working to improve the knowledge and collaboration of
construction management staff through training in practical work
in related other occupations, such as training in construction
drawings.

Linking the autonomous human resources development
program with career development

We hold training programs by job level for all job types in order to
develop autonomous human resources who can think and act on
their own and create their own future in the first 10 years after
joining the Company.

For employees in their 10th and 20th year of employment,
career plans are formulated based on dialogues with supervisors.
Progress is monitored at fixed points every three years (CAP 10
System).

Believing that retaining young employees is a top priority, we
promote the Be3 system (Be-Cube; a system where younger
workers are given support and coaching from their seniors inside
and outside the workplace during the first three years of
employment).

Manager training

We provide management training for newly appointed section
managers with the aim of developing their subordinates and
creating a workplace conducive to the development of
autonomous human resources, as well as guidance for new
evaluators who can set and evaluate appropriate goals. In
addition, we will establish D& training from the fiscal year ending
March 2025, and we will support the managers who are working
to create a workplace and culture where each employee can find
fulfillment in their work.
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eko Group

In order to build a diverse and robust human resources
] portfolio, we will work to foster a culture of independent
learning and mutual learning, as well as reskilling,
including DX. In addition, we believe that expanding
programs to support management-level employees, whose
expected roles and level of difficulty continue to increase,
will have a direct impact on the success of a diverse range
of human resources, and will also lead to the development
of management personnel who will play a key role in the
future.

Systematically producing candidates for management
executives, and formulating plans for the development and
appointment of the next management team (succession plan)
In order to develop management executive talent, we hold
selection-based Executive Leader Development Program for
employees at each level. In recent years, particular efforts have
been made to nurture female executives. Approximately 70
female executives (including 20 female officers) are actively
serving in the Group.

In addition, newly appointed operating officers are provided
with training that systematically teaches them the knowledge
required of corporate managers, while newly appointed senior
operating officers are provided with training to facilitate their
awareness and behavioral change as managers through dialogues
with lecturers.

For the purpose of selecting the next management of the
Company and its affiliates, we have prepared a Group-wide list of
candidates, and formulated a succession plan through discussions
with the officers of our Company and its affiliates. The candidates
for the Company’s officers are selected based on the discussions
at the Nomination and Remuneration Committee, which is
comprised of five outside directors and representative directors,

Value Creation of the Haseko Group Business Strategy

Nurturing and allocating human resources to implement the
new strategies

To develop human resources capable of enhancing productivity
through operational reforms and creating new businesses, we
have started the DX Academy with effect from fiscal year ended
March 2022 in collaboration with Dean and Professor Ken
Sakamura of Toyo University’s Faculty of Information Networking
for Innovation And Design (INIAD) under the leadership of the
Company'’s President. In the first round of the course, DX training
through e-learning to all Group employees (8,000 participants
took the course) was delivered, and in the second round, 80 DX
promotion leaders were selected from all Group companies. In
the third round, which was implemented in the fiscal year ending
March 2024, "DX literacy course”for all general managers in the
Group was delivered.

Anticipating the future expansion of the overseas business,
we have openly solicited applications for English language
education programs in collaboration with external institutions
since the fiscal year ended March 2017. More than 100 employees
have taken the courses thus far.

Furthermore, to realize the long-term vision for 2030 and the
Plan NS, we conduct joint training with leaders from different
industries and innovation education through cross-boundary
learning.

Strengthening Our Value Creation Foundations Data Section

Education on human resources development (Training)
[l Training hours (hours) @ Training expense (millions of yen)

127 124 126 1 20
R 1 150,736 150,779

@ ®
144,295
0 5/
116,460

FY2019 FY2020 FY2021 FY2022 FY2023

The figures are non-consolidated data of Haseko Corporation.

*Training expense in fiscal year 2021 decreased from the previous year, mainly
because the training was switched from on-site to online amid the COVID-19
pandemic.

DX Academy overview (Japanese)
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Haseko Corporation’s education system in the fiscal year ending March 31, 2025
<Education slogan> Continuously produce autonomous human resources and nurture a diverse workforce that will shape the future of Haseko. Bringing together individual learning

and challenges, we will move to a new stage through organizational collaboration

etc.

Haseko Business College (self-learning support programs)
Starting in June 2020, we launched the Haseko Business College
based on the concept of lifelong learning. Offering 202
correspondence courses available for selection, the program aims
to encourage each employee to develop their career by
voluntarily learning what they want to learn.
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Improvement of the corporate environment

The present and future direction of the Haseko Group

We have taken measures and worked to raise awareness of
officers and employees in order to create pleasant
workplaces where diverse human resources can thrive
while demonstrating their individual characteristics.
Viewing the engagement of officers and employees as well
as the maintenance of their physical and mental well-being
as critical elements that form the foundation of human
capital, we strive to create pleasant workplaces and
promote safety and health of employees and health
management across the Group.

Promotion of diversity & inclusion

Promotion of diversity & inclusion

In April 2023, D& Promotion Office was established to further
pursue the ongoing initiatives including promotion of women'’s
active participation in the workplace and to create an
environment where many employees can work with enthusiasm
and satisfaction under the key theme of “getting the most out of
their qualities!

Initiatives for promoting active participation of women
The Group has been proactively appointing female employees to
senior roles from an early stage, ahead of the industry. To meet
the needs of female customers, who tend to play a leading role in
home-buying decisions, our female employees are involved in all
phases of the business, from acquisition of land information to
business planning, design and construction, sales, management,
and refurbishments, while sharing and giving shape to their
aspirations for housing and living. This has been the driving force
behind our sustained competitiveness, and in turn led to the
increased corporate value. We continued to proactively hire
women even after the enactment of the Act on Promotion of
Women's Participation and Advancement in the Workplace in

Number of Group employees/ ll Male [l Female (persons)
® Female employees (%) @ Female managers (%)

7,751 7,880 7,850 7473 7,753
2,410 2,279 2,461
5,440 5,194 5,292
30.7 30.5 31.7
9.5 9.8 10.2

FY2019 FY2020 FY2021 FY2022 FY2023

*The scope of aggregation is as follows
FY2019-FY2021: Haseko Corporation and all Group companies in Japan
FY2022 and later: Haseko Corporation and consolidated subsidiaries in Japan
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In order to create a corporate culture that promotes
employees "getting the most out of their qualities," we will
implement D&l training for managers and disseminate
information through internal portals and other channels.
We will also implement initiatives to confirm the results of
these efforts through surveys and other means, and then
use the results to create a PDCA cycle that will lead to
further improvements, with the aim of creating a workplace
that is both comfortable and fulfilling to work at.

For more information, please visit»

2015, focusing on fostering and retaining core and key personnel.
The percentage of female employees has increased to exceed
30% since fiscal year 2021. While it will take a little more time for
those we actively recruited to be promoted to managerial
positions, the percentage of female managers has been steadily
increasing, reaching 10.2% in fiscal year 2023.
The number of female executives in the Group (General

Managers and higher position) has steadily risen to approximately

70, including 20 female officers. In June 2023, the Company was

able to produce its first female director, while the Group company

Haseko Intech produced its first female president. We will
continue our active recruitment of women, aiming to further
raising the current ratio of female managers, while promoting the
development of female employees and their proactive
appointment to managerial positions in line with our
aforementioned human resources development policy. Other
initiatives to support women'’s active participation include hosting
gatherings of female employees, holding training sessions on

health issues peculiar to women, and providing them with follow-

up and other programs before and after they give birth and then
return to work.

(Left) Haseko Corporation Director and Operating Officer Naoko Yoshimura (the first female inside director of the Company)
(Center) Haseko Corporation President and Representative Director Kazuo lkegami
(Right) Haseko Intech Inc. President and Representative Director Misako Kaneko (the first female president in the Haseko Group)

Value Creation of the Haseko Group Business Strategy

Active participation of diverse employees

As part of our investment in overseas business, mainly in the
United States and Vietnam, we are promoting the appointment of
foreign nationals. In the United States (Hawaii), most of the
officers and core managers are locally hired foreigners who
manage the organization. Also in Vietnam, locally hired foreigners
are playing a key role in driving the business forward. Foreign
personnel are also active in the fields such as the senior and
human resource placement businesses of the Group.

Active participation of foreign human resources
(Left) Human resource placement business (Right) Senior business

We have been continuously recruiting mid-career workers in
preparation for the focused strategies of Plan NS: expansion of
domain of the Construction-Related Business, expansion of
redevelopment and reconstruction business, and expansion of
investment in the Real Estate-Related Business. Currently,
approximately 40% of our mid-career hires are in managerial
positions, and many of them serve as officers and other core
personnel in their respective fields.

We were one of the first to work on the active participation of
experienced senior personnel, having raised the mandatory
retirement age from 60 to 65 in 2005. Currently, 321 employees
are actively working even after mandatory retirement (including
those reached the mandatory retirement as of March 31, 2024).

On the front lines of construction sites, they are active as site
managers, drawing on their many years of experience. In the
condominium management business, many senior employees
with a wealth of life experience are working as Life Managers,
managing condominiums and providing livelihood support to
the residents in these condominiums.

For employees who have reached the age of 60, we offer
training workshop for writing a professional memoir to help them
look back at their careers and think about how to pass on the
skills and careers they have accumulated to their successors
during the remaining five-year period until mandatory retirement.
141 employees participated in the training in fiscal year 2023.

Active participation of senior personnel
(Left) Construction site manager (Right) Life manager

ngthening Our Value Creation Foundations Data Section

We have been hiring and promoting the active participation of
persons with disabilities across the Group, and as part of the efforts,
established a special subsidiary in 1991. As of March 2024, the
employment rate of persons with disabilities was 2.38%. In response
to the gradual increase in the statutory employment rate, we will
step up our recruitment efforts while expanding the scope of

Active participation of people with disabilities Farm business

Developing a working environment that brings the
capabilities of diverse employees fully into play

We have put in place a range of frameworks and systems to
create a working environment where each and every employee
from diverse backgrounds can demonstrate their capabilities to
the fullest extent. This includes systems that enable employees to
pursue diverse career paths, such as a career assessment system,
an open recruitment system, a professional staff system, a job
category transfer system, a region-based work assignment
system, a system for conversion to full-time employees, a
reemployment system, and a returner support program; as well as
a framework for fair and equitable personnel assessment by
multiple evaluators based on clear criteria.

Aiming to build a working environment where both men and
women find it easy to balance work and family, we have put in
place a range of systems that enable them to flexibly choose their
workstyles depending on their own situations. Such systems
include spouse maternity leave, partially paid childcare leave,
other childcare-related systems including time off for children,
expansion of the nursing care system beyond the statutory
requirements, such as the number of days off and leave periods,
half-day or hourly paid leave, work-from-home, staggered
commuting, flexible working hours, and overtime work
exemption/limitation for employees who are unable to work
overtime for childcare/nursing care. The percentage of childcare
leave taken by male employees increased from 2.6% in fiscal year
2019 t0 36.0% in fiscal year 2023. The increase reflects our
ongoing efforts to thoroughly communicate the system and
introduce actual cases in the company newsletter, as well as the
Iku-Boss Declaration (a statement of commitment by
management members in charge of business units to supporting
employees in balancing work and family) by officers of the Group
companies on the internal portal site.

In addition to communicating the commitment by top
management, the above initiatives are reported at meetings of
the Sustainability Committee and the Board of Directors, and
measures are being implemented, such as the Training Workshop
for Management, Corporate Management Course, and other
training programs for managers. In August 2023, we provided an
e-learning program for approximately 10,000 Group officers and
employees to help them better understand D&l initiatives,
thereby continuing our efforts to further raise awareness of all
officers and employees.
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A place you want to work where each person’s diverse abilities are brought out under the key theme of “getting the most out of their qualities”

Nguyen ThiThu Huyen Michiyasu Inuzuka
Moderator Haseko Senior:Well Haseko Corporation
Design Co. Ltd.
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In April 2023, the Haseko Kayo KakEhaShi AtSUkO HIgUChI Omiya Care Team C e ! Construction Sec. Il
. . \ : : A Specially Appointed
Haseko Corporation Haseko Corporation
Group established its D& — Corporate Management Div. Urban Development Div., g
Promotion Office. While wiioer  Human Resources Urban Development construction site
- Development Dept. Business Dept.

the Company has always D&I Promotion Office Deputy General Manager
been committed to il

romoting the active | el - =
promoting oy awa ,‘ Daisuke Kunii
participation of women, / R o ») Haseko Corporationie Systems Inc.

H L L= i ineeri \ OfficelSeryicesDiv:

what kind of developments . ot Ol Eigfaig it /V, EniissbgR TN

are currently being seen in m
D&I? To answer this 0y

question, we spoke to )
employees who are e < gl
. . o
Igra:‘;:g D&l in the Haseko ¥ ey < - )fx Bt U

Kakehashi: The Haseko Group has always been supported by a
diverse group of people in a multitude of different job types, so in
that sense, we could say that the foundations for promoting D&
are already in place. The creation of a better working environment
progresses year by year, including through the reform of systems.
Today, we will be asking you to tell us how you are all doing in
your respective workplaces and to share your feelings about your

work and your ambitions for the future.

Promoting the active participation of women

— Ms. Higuchi serves as Deputy General Manager of the
Urban Development Business Department. She has played a
leading role in promoting the active participation of women
in sales positions since 2018 from
within the Project for Promotion of
Active Participation of Women (for
Executives). In the past, there were
not many women occupying
positions in sales. What kind of
thoughts have you had as you have

- been working in this field?
Higuchi: It's not that | wanted to go into sales when | first
joined the Company. | just happened to be placed there. It's true
that there were fewer women than men in sales at the time, but |
never felt any gender differences, and thanks to the thoughtful
guidance of the older employees, | was able to enjoy my work
even as a new employee.

I'have continued to take on challenges with all my might at
my job, with the sole aim of making the customers | am
responsible for happy. After that, | got married, started a family,
and experienced child-rearing. Things have calmed down a bit
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now, but | think I've always been able to do things in a natural

way without having to go out and act tough.

—— Were you able to balance work and family life?

Higuchi: | was determined to meet my numerical targets,
despite constraints on my time, and to do so I made it a rule to
set priorities and improve my efficiency. | also needed to spend
time with my family, so | had less time to sleep and less free time,
but | tried to make up for it by eating tasty food and going to
karaoke with my colleagues to unwind.

I work hard, both at home and at work, but I am careful not to
try to be too perfect. Working and raising children is like running
a marathon, so | think it's important to admit that you do not
need to be perfect.

— After taking childcare leave and returning to the office,
did anything change within yourself?

Higuchi: |took a year of childcare leave, but when | got back to
work, | got back into the swing of things immediately. | came to
realize that balancing work and family life broadened my
horizons. There are many talented women among the mothers |
meet at lectures, seminars, and nursery schools, and their
presence is a source of great inspiration for me. | also discovered
the particular perspective that people with children take when
looking for a condominium.

In the past, customers may have had the tendency to trust
men more (than women), but that is no longer the case. There is
no difference between men and women when it comes to
gaining trust in the workplace. The important thing for me is to
get the customer to be glad to have me as their account
manager. | consider it my professional responsibility to make
them feel that way.

Data Center{Rromotion Deptj Y
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— Ms. Segawa, you work in the same Urban Development
Business Department as Ms. Higuchi. Having seen how Ms.
Higuchi works from up close, what do you think?

Segawa: The Urban Development
Business Department often has to deal
with work that is different from the
norm. It takes time to coordinate
internally, but Deputy General Manager
HIGUCHI quickly formulates a scenario
for how to address the problem and

moves the people in the Company in
the right direction. She has an amazing ability to move things
forward.

Another thing is that, when communicating with customers,
she places great importance on responding quickly and with a
delicate attention to detail. Perhaps it's the feminine touch. | want
to learn from her the communication skills that will win the trust

of our customers.

— | heard that you came to your current department
through a transfer from a position of different job type.
What's it like to work in sales?

Segawa: | had been doing clerical work as a non-career track
employee, but | switched to a career-track position and was
transferred to my current department. | started by learning the
terminology, but last year, when we worked on a competition
project for a condominium, all of my colleagues pulled together
to overcome many difficulties. We won the order, and | felt a great
sense of accomplishment. | had a feeling that the town was
changing as a result of this competition, and | felt a sense of
accomplishment in winning the order, as well as how worthwhile
sales work can be.

—— The number of female employees in sales roles is likely
to increase in the future, but are there any challenges?
Higuchi: | think that there are certain things that only women
worry about, or are unsure or anxious about, so we hold social
gatherings for female employees, including new employees in
the Urban Development Business Department. There aren't many
female role models in this workplace, so | sometimes invite
outside lecturers and senior staff to talk about their experiences,
and | hope that this will help to eliminate the vague anxieties that
people have about their future careers.

Balancing work and family life as a manager

— Mr. Yagishita, you work in the
Engineering Division that is known
for being very busy. At the same
time, you were also one of the first
male employees to take childcare
leave. What led you to make that
choice?

Yagishita: At the time, it was not
generally acceptable for men to take childcare leave, not only
within this company, but across society as a whole. But when my
second son was born, we were faced with the real, concrete
question of who would take care of our elder son. That's what got
me to start considering taking childcare leave. | was at the office
from morning to evening on weekdays, and | couldn't leave
everything to the grandparents, so | just went for it and took a
week of childcare leave. Ideally it may have been better if | had
taken a full month or so, but at the time, it wasn't the type of
atmosphere where you could do that. However, after that,
younger male employees began to take childcare leave more
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proactively, so I'm glad | might have been a pioneer in that
respect.

— Now you are a manager, balancing work and childcare.
Handling both must be quite challenging. Have you come up
with any methods or techniques to do it, such as when
communicating with subordinates or managing your own
time?
Yagishita: |inform my team in advance of when | will be
leaving the office or whether | will be working from home. If
anyone needs to discuss something or if | need to give
instructions, then it will be within those time frames. In the past, it
was expected that everyone would work late into the night, so |
would tend to leave the writing of reports and discussions for
nighttime, but now that I have these constraints on my time, |
have become much more conscious of using my time efficiently.
When I'm busy and want to cut out the time required for
commuting to the office, | work from home. Since I'm doing it
too, I want my subordinates to feel free to use this option of
working from home and remote working as well.

— Do you have any advice for employees with children who
want to participate more fully at work?

Yagishita: Despite the high workload in the Architecture &
Engineering Division, | feel that there are relatively more men
taking childcare leave than in other divisions. Recently we've been
seeing young employees taking a month of childcare leave, with
their colleagues covering for their absence. Society and attitudes
are gradually changing so that we can send our people off into
childcare leave with well-wishes and a pat on the back.

Taking childcare leave not only gave me time to enjoy caring
for my children, but it also gave me a new perspective on design.
| became more aware of designing safe housing for families with
children.

I still feel regret that | could not take any childcare leave with
my eldest, and even with our second child, | regret not being able
to take more time off, so | hope that the company culture will
grow to be more accepting of employees expressing their desire

to take childcare leave.

Promoting the active participation of foreign nationals

— Ms. Nguyen, you currently work
at the Brancheile Omiya Koen paid
care facility for the elderly with
nursing care. Could you tell us what
you do in your day-to-day work?
Nguyen: |support residents of
Brancheile Omiya Koen in living their

-

daily lives. In concrete terms, | help with
things like meals, bathing and toileting assistance. What's difficult
is learning Japanese. Other colleagues | work with teach me
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technical terms related to the work, and residents also sometimes
teach me Japanese words and phrases used in everyday life. |
have good relationships with everyone at work.

—— Have you ever felt happy or fulfilled in your work?
Nguyen: Everyone has been so kind in teaching me things, not
only in relation to work, but also for my own daily life. It's been a
great help. Last year | went home to Vietnam for a while to take
childcare leave, and when | came back, the residents of the care
facility welcomed me so warmly. It made me so happy. My family
is now in Vietnam, and my parents are taking care of my child.
Sometimes it makes me sad that | cannot see my child, but |
never miss an opportunity to communicate with my family in
Vietnam, such as with daily video calls. The people living in this
facility interact and help each other out. That is the most fulfilling

part of my work.

Promoting the active participation of people with disabilities

—— Mr. Kunii works for Haseko Systems Inc., a special
subsidiary that promotes the employment and active
participation of people with disabilities. Could you tell us
about your day-to-day work?
Kunii: My job is to receive orders
from clients and convert or process
data so that it can be used in
promotional tools or direct mails. |
sometimes have to handle up to 500
orders in a single day, so speed and

accuracy are paramount. I'm now in my

ninth year doing this work. I am e
currently based in the Minamisunamachi office.

The Minamisunamachi office has been designed as an
entirely barrier-free workplace, with many restrooms for
wheelchair users and a roof over the parking lot so that
employees don't get wet when coming to work. In addition to
such facilities, the people working here also have a good
understanding of disabilities. People are often checking on me
and offering their help, making it a very comfortable place for me
to work.

— I have heard that you are also participating in the
voluntary digital transformation (DX) training that is being
implemented at the Company. Please tell us about this
initiative.

Kunii:  lalways had an interest in the subject, and have been
studying functions and programming on my own. Having acquired
these skills, we are now considering whether we can apply DX to
our own work, and we are in the process of exchanging ideas and
holding discussions in groups, drawing on examples of successful
and unsuccessful DX projects at other companies. Ultimately, we
intend to put together a plan that we can implement in our work,

Value Creation of the Haseko Group Business Strategy

and present it to the management team.

If we can come up with a good proposal, we might be able
to expand it to the whole Group, meaning we could contribute to
making the whole Group more efficient.

Promoting the active participation of senior employees

— Mr. Inuzuka, you are active as a specially appointed
manager of construction site, even after reaching the
mandatory retirement age. After all these years working on
the front lines, is there any event or incident that particularly
stands out in your memory?
Inuzuka: | will be turning 68 this year
and originally retired when | hit 65, but |
was given the opportunity to work
again due to the Company promoting
the active participation of senior
employees.

During my time as a regular
employee, | was in charge of worksites
for many years. | have many stories from when | was a general
manager, but it's the events of the Great East Japan Earthquake in
2011 that stand out in my memory. At the time, | was working on
a property of a major general developer with around 750 units.
The earthquake struck two weeks before we were going to hand
the property over, so we had to carry out an emergency re-
inspection. In fact, a week before the earthquake, another
construction department had just handed over another property
for the same developer. Since this was after the handover, Haseko
Corporation employees were unable to enter freely to inspect it,
so we had to obtain the developer's permission before beginning.
We learned how important it is to move quickly and win trust,

even in times of emergency.

thening Our Value Creation Foundations Data Section

— What would you say is the DNA of Haseko that you want
to pass on to future generations?

Inuzuka:  If you work on-site, you will make plenty of mistakes.
You can say that you have succeeded if you can hand the
property over at the end, but there will be failures both big and
small along the way. In both sales and technical fields, Haseko has
a culture that encourages people to fearlessly take on challenges.
You start working on projects worth billions of yen or even tens
of billions of yen from a young age, so you have to be extremely
earnest and honest about manufacturing. It is in times of great
difficulty that you can truly demonstrate what you're worth. |
believe that this "honesty and earnestness in manufacturing”is
the DNA of Haseko. | sincerely hope that young people in the
future will carry on this Haseko DNA.

—— How long would you like to continue working?

Inuzuka: | originally retired when | turned 65, so | haven't really
thought much further ahead. I have a lot of work at the moment,
including on new construction sites and demolition sites, and |
feel that there are many opportunities for senior employees to
play an active role especially on demolition sites, where they can
draw on the extensive experience they have accumulated over
the years. | would like to keep working for as long as I'm needed
and I'm physically able.

Kakehashi:  As the D& Promotion Office, we would like to
continue to create an environment and company where diverse
employees can demonstrate their individuality and work with a
sense of purpose, while respecting each other.
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Promoting health management

Various measures are in place to help officers and employees
improve their physical and mental health in line with the Healthy
HASEKO Full-of-life Plan under the slogan of “No success without
healthy officers and employees! Under the Haseko Group’s
Declaration of Health issued by our president, we have established
the Haseko Group Health Management Promotion Committee.
Furthermore, with the aim of becoming a company where all
employees can stay healthy both mentally and physically, and
where each and every one can work with more vitality, we
formulated the Haseko Group Health Management Strategy Map in
2021, visualizing the relationship between the management issues
to be solved and the investments in health (health promotion
measures) required. Through these efforts, we have been practicing
health management.

Organizational framework for promoting health management
In accordance with the Haseko Group's Declaration of Health, we
established the Haseko Group Health Management Promotion
Committee in fiscal year 2018. The Committee makes decisions

on company-wide policies, targets, plans and progress on the
maintenance and promotion of employees’health, and shares
related information.

[ Philosophy and
policy

The Haseko Group’s Declaration of Health

M Promotional
framework Haseko Group Health Management
Promotion Committee

Health Promotion
Conference

[ systems and
measures Haseko Group Health Management
Strategy Map

Ultimate target indicators (KPI)

For more information, please visit »

With these efforts paying off, the Company and its affiliates
were selected under the “2024 Certified Health & Productivity
Management Outstanding Organizations Recognition Program
(White 500)"in the large enterprise category hosted by the
Ministry of Economy, Trade and Industry and Nippon Kenko Kaigi.

2024

REZXERRZEA

Health and productivity
H7-1-500

As a subordinate organization of the Committee, we have set
up the Health Promotion Conference. At the Conference
meetings, we work to address health management on a group-
wide basis: share the status of seminars and guidance on health,
formulate health promotion projects tailored to the
circumstances of each Group company, and discuss the results of
collective analysis of stress checks.

Realizing a healthy company
No success without healthy officers and employees

Chairperson: President of Haseko Corporation
Members: Officers in charge of departments of Haseko Corporation, the presidents of
Group companies, industrial doctors, and labor unions
Secretariat: Health Promotion Office of Haseko Welfare Center Inc,, Personnel Dept,,
Safety Management Dept., and health insurance society
Chairperson: Officer in charge of human affairs (President of Haseko Welfare Center)
Members: Persons in charge of human affairs of departments of Haseko Corporation
and Group companies, industrial doctors, and health nurses
Secretariat: The Health Promotion Office of Haseko Welfare Center Inc,, the Personnel
Dept, and the health insurance society

Policy framework
Healthy HASEKO Full-of-life Plan

For more information on the Haseko Group
Health Management Strategy Map, please visit

For more information, please visit:
(Japanese only)

The Haseko Group Health Management Strategy Map defines the ultimate target indicators. The measurement method and actual results for
the last two years are as shown below. To achieve the targets, we are focusing on providing care for high-risk individuals in terms of physical
and mental health, through Health Management Committee meetings and personalized follow-up by health staff of the in-house clinic. The
target for absenteeism is set with the idea of gradually improving the current score. (Target indicators are for the Group.)

) " ) Results Targets
Ultimate target indicators Measurement method Unit
FY2022 FY2023 FY2023
. M ividing th I f f |
e ! easured by dividing the total number of days of absence or leave due to Day 2] 2] 16
illness by the number of employees
Measured using a question in the employee survey, that asks to self-evaluate the
Presenteeism past four weeks (out of 100 points), with performance to be demonstrated in Score 769 771 78
the absence of illness or injury at 100%.
Eate of lresp?r]dents who answered “Yes'to the question Do you have interest % 630 66.2 o
in your job?" in the employee survey.
Work engagement
Simple average of scores for the three items of (1) vitality, (2) enthusiasm, and (3)
- ) - P Score 341 3.37 342
devotion to work in the employee survey (0 = not at all to 6 = feeling always).
Turnover rate Annual turnover rate of ful-time employees % 54 57 —
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Systems and measures—The Healthy HASEKO Full-of-life Plan
Haseko Welfare Center Inc,, the Haseko Group's organization for
health promotion, plays a pivotal role in supporting employees’
health, including health checkups at the in-house clinic, health
guidance, planning and operation of health seminars, stress
checkups, and regular communication of health information
through publications. As a highly unique system, employees aged
45 and those over 50 are eligible to get a PET-CT scan, with all costs
covered by the company. This has proven highly effective in the
early detection of cancer. In addition, the offices of health insurance
society and Haseko Welfare Center Inc. have been consolidated on
the same floor to strengthen the promotional framework for health
services and employer-insurer collaboration in worksite health

Topics of the Measures

ngthening Our Value Creation Foundations Data Section

promotion (collaborative healthcare). The healthcare services
provided mainly by health insurance society include brain screening,
women's comprehensive medical checkups, and dental checkups at
no cost to employees. Specific health guidance, an initiative
promoted as part of collaborative healthcare, has significantly
increased its participation rate (percentage of the insured covered
increased from 24.5% in fiscal year 2019 to 44.1% in fiscal year 2023).
Results are reflected in physical health data, such as a decline in the
percentage of participants with metabolic syndrome. In addition,
efforts are underway to reduce health risks through population
approaches for each theme, such as mental health care, health
education programs for employees in their 30s.

©® Cooperation with the management—Sharing the employees’ health

status with the management

Health status of employees (physical health: findings in periodic medical
checkups, mental health: factors causing strong stress reactions in stress
checks) is shared with the officers in charge of departments of Haseko
Corporation and the presidents of Group companies, for exchange of

opinions to solve the issues.

©® Communication and awareness-raising to for employees—Periodic

publication of Wellness Newsletter

Haseko's Wellness Newsletter is published quarterly to improve the employees’
health literacy, by familiarizing them with the system and providing
information on self-care that can be practiced on a daily basis, thereby
raising awareness of all employees. (the image on the right)

® Measures to address health issues peculiar to women—Holding of

Women’s Health Seminars

Health issues specific to women vary by age. We provided educational
programs for all female employees through video and e-learning formats,
offering different contents for three age groups (participation rate: 93.1%,
and 97.3% for those under 55 years old, who were required to take the
course). Through this seminar, we aim to increase the rate of those taking the

women's comprehensive medical checkup.
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In addition, we are planning to hold a seminar for male managers in fiscal 2024.

®Providing opportunities and facilities for refreshing oneself—Operation of company-operated recuperation facilities and

holding of events

We believe it is essential for employees to have opportunities to refresh themselves in order to maintain and enhance their mental

and physical well-being, and deliver high performance.

Our directly-operated recuperation facilities are located in Tateshina (Chino City, Nagano Prefecture) and Nanki-Shirahama
(Wakayama Prefecture). By directly hiring local staff, we make our facilities more homey and easy to visit repeatedly.

We held a total of 28 events in fiscal year 2023, including virtual relay road races for teams using a running app, participated by
approximately 800 people in total. Every year in the summer, starting 2023, when the COVID-19 began to subside, we held a sum-
mer camp, attended by 128 people in 2024, including employees' family members, as part of our ongoing efforts to help employees

develop the habit of exercising and to promote communications.

The summer camp
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A Safe and Healthy Working Environment

“MOSt Activities” aimed at improving the working environment across the Group

Since fiscal year 2005, the Haseko Group has been engaging in
MOSt Activities, with the objective of creating an operating
environment where employees can seek physical and mental
fulfillment and demonstrate their capabilities through reforming
and improving operations, shortening working hours and
encouraging employees to take leave, and raising awareness of
officers and employees. In FY2023, under the slogan “Promote
operational efficiency and have a good work-life balance!” we
emphasized raising awareness of the importance of operational

Status of annual paid leave taken at the Haseko Group (FY2023)

(Of which,

Al | paid ki
nnual paid leave taken scheduled leave taken)

Haseko Corporation 70.7% 97.0%

Haseko Group 75.5% 96.8%

*The Haseko Group has designated scheduled leave (10 days) to promote
acquisition of paid leave.

Realizing closure of a construction site for 8 days every 4 weeks

The Haseko Group has been considering and implementing
various measures to reduce long working hours and improve
productivity. We have been working to introduce more flexible
and efficient ways of working, such as by improving the mobile
working environment for employees in sales and design roles,
introducing staggered work hours, flextime system, and variable
working hour systems, etc.

We are working to improve operational efficiency at
construction sites by enhancing operational support from the

efficiency, improving productivity and striking a good work-life
balance. Such initiatives include measures to improve proficiency
in IT tools, and promoting the "My Interval”initiative, which
encourages employees to take leave on important work
milestones and to go home on time. The status of activity is
regularly shared and highly effective measures are horizontally
rolled out as needed, contributing to the improvement of the
workplace environment across the Group.
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Awareness raising poster of the “Group-wide
No Overtime Day

Head Office, taking steps to reduce the amount of work itself, and
introducing various applications. Furthermore, we are working
towards the goal of realizing the closure of a construction site for
eight days every four weeks (104 days off per year). In FY2024, we
have planned the work process around the assumption of eight
closures per four weeks, and the executives in charge of the
construction divisions have communicated this to the
construction sites to ensure strict adherence.
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Toward the realization of a safe and healthy working environment

At the Group, we establish a Group-wide Basic Policy for Safety
and Health Management each fiscal year, execute thoroughgoing
initiatives to eliminate occupational accidents and work to create
safe and comfortable workplaces on an ongoing basis.
Furthermore, construction sites of the Company establish a safety
and health policy and specific implementation measures, which
apply also to cooperating companies, for each fiscal year under

Strengthening Our Value Creation Foundations Data Section

For more information, please visit >

the Safety and Health Management Plan. To eliminate
occupational accidents as well as achieving “zero” fatal and serious
accidents/disasters, we conducted activities by setting the
frequency rate of occupational accidents at 0.60% or less and the
severity rate of occupational accidents at 0.01% or less as target
figures for accidents at construction sites.

Haseko Group’s organizational framework for promoting health and safety

Group’s Safety and Health Central Committee
(chaired by President of Haseko Corporation)
Officers in charge of divisions of Haseko Corporation and presidents of

Haseko Group companies participate as members, and an industrial doctor
also attends the meetings.

Tokyo Safety and

Haseko Corporation :
P ! Health Committee

Osaka Safety and

Developing relationships with cooperating companies

We will continue working to create a safe and productive
workplace built on the relationship of trust with our cooperating
companies and other suppliers.

Haseko Corporation is in charge of building condominiums
with a high degree of precision through the combined efforts of
the quaternity (i.e, the construction divisions, architecture &
engineering divisions and technological promotion divisions of
Haseko Corporation as well as “Ken-ei-kai,"an organization
consisting of approximately 300 major cooperating companies).
This cooperative relationship has continued for more than 25
years, and our quality control framework built on the strong ties is
a strength that no other company has.

In addition, technology-related divisions cooperate with
Ken-ei-kai to engage in "HASEKO value enhancement activities”as
activities to provide high-quality condominiums with the aim of

25 Group companies

Health Committee

As of April 1, 2024

For more information, please visit »

clarifying the responsible construction scope, saving labor and
improving work efficiency, and improving the Haseko brand.
Activities that are currently being promoted include initiatives to
improve operational efficiency through the utilization of cutting-
edge technologies as well as initiatives to further boost
productivity aimed at instilling the activities of the HASEKO Value
Enhancement Committee toward workstyle reform, which may
be regarded as an industry-wide challenge. In addition,
approximately 2,500 people, mainly from cooperating companies,
participated in the “Value Up Expansion Study Session”held
online. The outcomes of activities are shared at the Debriefing
Session on Value Enhancement Activities held once a year, in
pursuit of succession, widespread acceptance, and collaboration
at a deeper level.

Organizational framework of HASEKO Value Enhancement Committee

Value Enhancement Committee

Association division

Safety promotion division Construction quality improvement division Value creation division
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Logo mark representing the initiative to realize two
days off every week for the construction industry
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