Human Resource
Strategies

Promoting talent development and career advancement

® Education system

We are implementing various initiatives, including the introduction of training and programs, to develop proactive, dynamic,
creative, and globally competent human resources in the long term. In addition, we offer a step-by-step training program to
systematically develop the next generation of leaders who will assume core management roles.
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investing in human capital. Our image of an ideal employee is
summarized in the three qualities described above.
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Making “Health  Company Declaration” and promoting health
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Enhancing language training aimed at strengthening speaking skills initiatives to achieve silver rank certification.

Supporting early participation in overseas business through
overseas training for young employees

Providing training in Japan for the local technical staff of overseas

close ties with regions. We will seek to develop global staff
by increasing domestic and international exchanges while
stepping up the development of local staff at overseas
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Communication
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Each employee can achieve a fulfilling work-life balance.
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Human Resource
Strategies

Creating an environment where people with diverse talents can fully exhibit their skills

We respect diversity and aim to create inclusive workplaces
where everyone can exhibit their potential. We support
flexible work styles that align with individual values and life
stages.

o Promoting the career advancement of female employees.

We set a target of having 10% of our managerial-level
employees be female by 2030, believing that advancing the
career of female employees is a critical managerial issue
we face. Employees at the assistant manager level who
are considered candidates for managerial positions receive
training to improve their decision-making, organizational
management, consensus-building, and other skills required
for managerial positions. We provide these employees with
strong career development support to help them steadily
acquire managerial skills. We aim to actively drive these
initiatives by developing workplaces where both male and
female employees can balance work and childcare.

Percentage of female managers

As of 2 6 2030 10
March 2025 e U% > target %

Percentage of female managers

The Company 2.6%
Domestic consolidated subsidiaries 1.1%
Overseas consolidated subsidiaries 23.6%
Group total 10.3%

Promotion of paternity leave for male employees

The percentage of male employees taking paternity
leave in FY2024 increased sharply to 55.6%, reflecting the
introduction of partially paid paternity leave and improvement
in the corporate culture. By sharing the experiences of male
and female employees who have taken childcare leave and
their superiors and colleagues, to foster greater understanding
in the workplace and encourage an environment where
employees feel comfortable taking childcare leave, we will
continue to evolve into a supportive group where employees
can balance their work and family lives.

Percentage of male employees taking paternity leave
(Nihon Parkerizing)
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Percentage of male employees
taking paternity leave.

The Company 55.6%
Domestic consolidated subsidiaries 37.5%
Overseas consolidated subsidiaries 55.4%
Group total 54.1%
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Award for companies promoting the career
advancement of female employees

We received the Excellence Award in the Corporate
Category of “WOMAN’S VALUE AWARD ~Supporting the
Women in STEM~ 2024,” hosted by the Japan Women’s
Value Training Association. This award honors companies
and individuals who support women in STEM. To lay the
foundations for ongoing women’s career advancement, we
are working to increase the number of women recruited.

Received the WOMAN’s VALUE AWARDs ~Supporting the Women in STEM~2024
The Excellence Award in the Corporate Category

o Promoting employment of people with disabilities

We introduced a farm-type service to employ people
with disabilities, offering workplaces where they can work
energetically. Harvested vegetables are donated to nonprofit
organizations and are provided to local consumers at food
pantries. This is just one of the ways we contribute to society
and the regions where we operate. In Diversity & Inclusion
training, employees experience working alongside people
with disabilities on the farm. The training aims to instill a
greater understanding of disability and diversity through
natural communication.

Percentage of employment of persons with disabilities

As of March 2025 2. 5%

Parker Farm

o Hiring foreign nationals

Every year, we hire people from many different nationalities
with undergraduate and graduate degrees. In FY2024,
employees of multiple nationalities joined the group. We
currently work with 25 colleagues from eight different
countries.





