51

Human Resources

We will achieve employee well-being and
sustainable growth of the Company based on
an employee-first approach.

Takeshi Kadoshima

Managing Executive Officer, General Manager, Human Resources and General Affairs Office

One of Fuji Electric’s management policies is to “maximize
our strengths as a team, respecting employees’ diverse
ambition,” and the Fuji Electric Code of Conduct states that
we will respect and value all people. We consider respect
for human rights, health and safety, and the protection of
our employees’ health to be the foundation of our business
activities and actively invest in people to encourage activities,
training, and suitable assignment of human resources, which
become the core of our efforts to achieve the sustainable
growth of the Company.

In an environment in which the future is not easy to predict
and a shift to new values is underway, the most important
thing for the Company to continue to grow sustainably is
our human resources. In the rapidly changing business
environment, we are developing various measures to nurture

human resources who can continue to create new added
value while working under our management strategies to
adapt to changes in the environment.

The human resource strategy in the FY2026 Medium-Term
Management Plan sets forth a vision of realizing a virtuous
cycle of employee well-being and sustainable growth for the
Company while continuing our employee-first approach. Through
human resources management that respects individuality
and diversity, we will aim to enhance corporate value through
human resources by globally promoting the development of
a system that enables each employee to feel happy working
for Fuji Electric while autonomously increasing productivity,
and an environment in which diverse human resources can
transcend the boundaries of their divisions and regions as well as
demonstrate their collective strengths as a team.

Human Resource Strategy Linked with the Management Strategy

The foundation of Fuiji Electric’s human resource strategy is to enhance corporate value by bringing out the full potential of every
employee through a virtuous cycle of employee well-being and the Company’s sustainable growth, and by cultivating human
resources who can adapt to changes in the surrounding environment.
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Our Vision and Important Issues

Aiming for a virtuous cycle of employee well-being and the Company'’s sustainable growth, we are working on human resource
measures, positioning “Promoting the active participation of diverse human resources” and “Improving job satisfaction” as
important issues.

Our Vision

FY2024 Results FY2026 Targets

Satisfaction with the company*' 3.8 pt 3.8 pt or higher
A virtuous cycle of employee well-being and the Company’s sustainable growth Well-being indicators*? 3.6 pt 3.6 pt or higher
Operating profit ratio 10.5% 11.2%

Important Issues

FY2024 Results

Main Measures and Systems
Promoting the active participation of diverse human resources
Promoting the active

FY2026 Targets

Number of female employees in

L Career development support (mentorship program) SR s 342 450
LT B S Creating a comfortable working environment p. JL
employees Ratio of female managers 3.8% 4.8%
Promoting the active . . . Satisfaction with the Company
participation of senior £g865 Retlreén t_ent _System andi mpevedicompansation among employees age 60 and 3.9pt 3.9 pt or higher
employees Employment Guidelines for Employees over 65 bt

Promoting the active
participation of
differently abled people

Employment rate of differently 209% Statutory rate or

Stable employment and expanded scope of duties abled people higher

Improving Job Satisfaction

Reduction of overtime work and increase in the number of Average overtime hours per Maintain less
) 18.6 hours

vacation days taken month than 20 hours
Workstyle reforms Smart Work Incentives . . iy

Work-life balance support (childcare and nursing care) Average number of paid vacation 18.3 days Maintain 17 days

Hot desking system in offices days acquired annually or more
Next-generation Registration of next-generation management human resources ~ Number of registered next-
management human Selective training generation management human 45 50
resources Line successor cultivation system resources

Internal open application system
Career development Career education _by generation _
support Strengthened cultivation of global human resources Career autonomy awareness 3.5pt 3.6 pt or higher

Strengthened cultivation of digital human resources
Manufacturing meister education

*1 Average response value to questions regarding job satisfaction, work-life balance, mental and physical health, and satisfaction with evaluations.
*2 Average response value to the representative question gauging overall satisfaction with the Company: “I am satisfied working at Fuiji Electric” (5-point scale from 1 to 5, with higher scores being more positive. The scope of the
survey covers the Company and its consolidated subsidiaries in Japan and overseas.)

Respect for Human Rights

the human rights and labor assessment, and we will continue
to do so as an ongoing initiative. In addition, we will continue to
conduct annual human rights education for all employees.

Based on international human rights norms such as the
Universal Declaration of Human Rights and the United
Nations Guiding Principles on Business and Human

Rights, we are working to establish a sustainable corporate
structure that is never involved in or complicit in human
rights violations. Based on our Policy for Human Rights of
the Employees, we implement a human rights and labor
assessment as a part of our human rights due diligence*
for our operating sites in Japan and our consolidated

* Human rights due diligence: Efforts to recognize, prevent, and deal with the risk of human
rights violation risks in advance.

Status of the Human Rights and Labor Assessment

Implementation Year 2024 (biennial)

Atotal of 79 bases, comprising the Company’s operating
sites and its consolidated subsidiaries in Japan and overseas

subsidiaries in Japan and overseas. o « Operating sites: 21 in Japan
Fiscal 2024 was an implementation year for our biennial * Subsidiaries: 20 in Japan, 38 overseas
human rights and labor assessment, and we conducted Provided improvement guidance to 7 overseas bases
an analysis of human rights risks using self-assessment regarding unmet requirements.
questionnaires (SAQs) at each base. No significant human [Main areas of improvement guidance]
Results * Overtime exceeding regulations and labor-management

rights risks were identified, but for seven subsidiaries where
initiatives were insufficient in areas such as “overtime work
exceeding regulations and labor-management agreements”
and “existence of a health and safety policy,” we took
countermeasures and improved the situation.

In fiscal 2025, we will re-confirm the improvement status of

agreements
* Health measures for employees working long hours
* Existence of a “Health and Safety” policy, etc.

FUJI ELECTRIC Policy for Human Rights of
the Employees

https://www.fujielectric.com/company/csr/
with_employee/box/doc/humanrights_2020.pdf
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Human Resources

Promoting Active Participation of Diverse Human Resources

Promoting the Active Participation of Female Employees

To realize the Company’s sustainable growth through
adaptation to change and the creation of new value by
diverse human resources, we are enhancing our workplaces
so that diverse human resources can play an active role.

In particular, we are strengthening measures to promote
women’s active participation.

We are promoting initiatives from three perspectives:
recruitment, career development support, and the creation of
a comfortable working environment. The ratio of females hired
has remained above 20% since fiscal 2018. We are continuing
to implement measures that lead to career development for
female employees, including a mentorship program (Sister
System) for young female employees.

Under our medium-term human resource strategy through
fiscal 2026, we plan to introduce a mentorship program for
female employees who are aiming for management positions,
with the goal of producing female officers.

Main Initiatives

Training for female Training for female managers to acquire the skills necessary to
managers participate in management

Registration as
next-generation
management human
resources

In fiscal 2024, 12 female employees were registered.

Education and training for the career advancement of female
employees. Support for taking on the challenge of higher-level
positions through classroom lectures to improve basic skills and
practical exercises in problem-solving.

. A cross-divisional mentorship program with senior female
Sister System .
employees as advisors

Recruitment An initiative to recruit female employees in science and

project for women engineering through seminars and other events that convey the
in science and first-hand accounts of women with science and engineering
engineering backgrounds who are active in the workplace

Cultivation of priority
career development
targets

Kick-off of the 14th Sister System program

Ratio of Female Employees, Ratio of Females Hired, Ratio of Female Managers,
and Number of Female Employees in Supervisory Positions (Japan)

2026

2022 2023 2024 . .
(end of fiscal year) (end of fiscal year) (end of fiscal year) (e o(fraﬂrsgceag V)

Ratio of female employees 13.6% 13.8% 13.9% —
Ratio of females hired*! 21% 21% 20%  20% or higher
Ratio of female managers* 3.2% 3.6% 3.8% 4.8%

No. of female employees in

supervisory positions* 316 336 342 450

Data collected from the Company and its six subsidiaries in Japan that adopt the same personnel system
*1 Graduates from universities or technical colleges  *2 Managerial positions or above ~ *3 Team leaders or above

Ratio of Female Employees, Ratio of Female Managers
(Overseas, as of end of fiscal 2024)

(Reference) Consolidated
Japanese and overseas

Ratio of female hired 38.7% 24.1%

Overseas consolidated

Ratio of female managers 23.6% 8.4%

Promoting the Active Participation of Senior Employees

From the perspectives of the aging of our labor force and of
securing our workforce, we are focusing on promoting the
active participation of our senior employees. We consider

our senior employees aged 60 or older, who have abundant
experience and associated skills and knowledge regarding our
products that have long service lives, to be a valuable asset,
and we are striving to strike a balance between the fulfilment
of our employees’ lifelong careers and business continuity.

For general employees, we previously operated the Selective
Retirement Extension System, which allowed them to choose
a retirement age between 60 and 65.
However, to further promote the active
participation of senior employees,
from fiscal 2025, we have made the
retirement age a uniform 65 and
have raised the remuneration level.

For managers, we have introduced the Senior Task System,
which allows them to maintain their pre-60 compensation
level depending on their performance. In addition, we have
established company-wide Employment Guidelines for
Employees over 65, which enables such employees to remain
active up to age 75. As of March 2025, 444 employees

are actively working under this system, primarily in plant
engineering and successor mentoring.

FY2022  FY2023  FY2024

General employees: Selective Retirement Extension System 270 301 266
Number of employees (Selection rate) (82.1%) (85.5%) (81.6%)
Managers: Senior Task System 142 127 129
Number of employees (Selection rate) (91.6%) (94.8%) (92.1%)
Employees subject to the Employment Guidelines for 410 413 444

Employees over 65

* For general employees, an age 65 retirement age system will be introduced in fiscal 2025; the figures for
fiscal 2024 represent the number and rate of employees who had selected the retirement extension as
of fiscal 2024.

Promoting the Active Participation of Differently Abled People

Fuji Electric established Fuiji Electric Frontier Co., Ltd. in 1994
as a special-purpose subsidiary under the Act to Facilitate the
Employment of Persons with Disabilities. Fuiji Electric Frontier
has been gradually expanding its scope of activities by hiring
differently abled people and expanding their scope of duties.
To further promote the active participation of differently abled
people, in addition to its major duties of internal document
delivery and cleaning, it is actively working to expand the
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scope of duties to include manufacturing support and light-
duty work.

As of June 2025, we employed 462, and the employment
ratio of differently abled people was 2.99%, well above the
statutory employment rate (2.5%). We will continue striving to
hire about 15 differently abled people per year as we secure
and expand duties available to them and work on achieving
stable employment.

Initiatives to Cultivate Human Resources

In the Fuiji Electric Code of Conduct, we have expressed our commitment to reinforce human resource cultivation to achieve the
development of each individual employee as well as the collective strength of the team. We are working to enhance the cultivation
of human resources who can demonstrate strong leadership and a high level of expertise by bolstering employee skill development

and increasing our investment in education.

Cultivating Next-Generation Management

To achieve sustainable growth, we actively engage in cultivating future

Stocking Up on Potential Future Executive Officers
45+

A

management personnel. General - solacted | Cumulative number of !
There are three main points to such cultivation: first, careful selection of those R 2030 ) 'egis;zg"“*’ g
to be trained while they are young; second, systematic on-the-job training that 800 1 3 £
requires business and job rotation as well as experience in overseas operations; Manager B ’ 203 igg
and third, participation in selective training programs. Once a year, we share and 3,000 52
discuss progress with respect to each of these points with our Executive Officers in T llenchs Ll =
order to enhance the program content. 5?'830 e ) 325 610

From among this initiative’s participants, one Executive Officer was appointed in

fiscal 2024 and another in fiscal 2025.

Fostering Global Human Resources

To expand our overseas business, since fiscal 2017, we have
been promoting a company-wide global human resource
development system. This includes the development of
Japanese employees by dispatching them to our overseas
bases (565 employees in total since fiscal 2017), providing
training in Japan to employees from overseas bases (117
employees in total), and operating and improving language

Career Development Support
To enable diverse human resources to realize “autonomous
and productive work styles,” we are working on human
resource development through reskilling to meet business
needs, upskilling to improve productivity, and support for
autonomous career development.

In fiscal 2024, we worked to revitalize our open application

Creating a Motivating Workplace

Workstyle Reforms
We are promoting workstyle reforms from the twin
perspectives of promoting the active participation of diverse
human resources, including enhancing work-life balance
and providing work-life balance support, and increasing
productivity by improving work quality and efficiency.

In fiscal 2024, both average overtime hours and average
vacation days improved, to 18.6 hours/month (a decrease of
1.3 hours from the previous fiscal year) and 18.3 days/year (an

increase of 0.2 days from the previous fiscal year), respectively.

Overtime restrictions for the construction industry came into
effect in fiscal 2024, but no legal violations occurred.
In addition, we strengthened our work-life balance support

Communication with Employees

To understand employee awareness in a timely manner, we
conduct an annual employee awareness survey consisting of
a total of 95 questions to make fixed-point observations on
overall employee awareness, including satisfaction toward the
Company, the workplace, and their jobs (see P52 for excerpts

*1 Number of registered next-generation management human resources
*2 Cumulative number of registrations is cumulative from fiscal 2017 to fiscal
2024

classes in Japan (1,998 employees in total). Furthermore, since
fiscal 2023, we have been advancing initiatives to promote

the cultivation of human resources for future management
executive candidates to foster autonomous local operations at
our overseas bases. In fiscal 2024, seven of these candidates
participated in a special program that included group training
in Japan.

system, and 28 employees were transferred to their desired
divisions. In addition, as part of our career development
support for individuals, we conducted a trial of career training
by generation in which a total of 380 employees participated.
We plan to fully implement such training from fiscal 2025.

FY2019 Fy2024

Average overtime hours per month 23.8 hours 18.6 hours
Average number of paid vacation days acquired annually 16.5 days 18.3 days
Total number of home / satellite office users 3,207 104,148
Childcare leave system 105 148

Number of male employees who took childcare leave 6 59

(acquisition rate, average number of days taken) (2.6%, 63 days) (29.2%, 109 days)

system by eliminating the upper limit on the number of days for
remote/satellite office work for nursing and family care reasons.
In terms of the workplace environment, we are promoting a
hot desking system in Osaki district with the aim of improving
productivity by creating an environment that is easier to work in.

of the FY2024 survey results).

The survey results are directly linked to human resource
measures such as strengthening the management of middle
managers, supporting employee career development, and
expanding various educational and training programs.
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