Sustainability Management: Driving Force and Booster of Value Creation — Human Capital Management

Human Capital Management

Towards Value Creation

We believe that enhancing and maintaining the motivation of We will implement human capital management by developing
diverse human resources to contribute to business performance initiatives that are conscious of the linkage between our
will lead to the enhancement of corporate value over the medium management strategy and human resources strategy, providing
to long term, and we are promoting investment in people by employees with opportunities to continue working with peace of
considering human resources as "capital.” mind, achieve self-growth, and feel a sense of contribution.

@ Roadmap for Realizing the Long-term Vision

| WetrlyosPhandOterGosts | Bemew | | ;ooceReais m— OurVision (203

o Education hours per employee: | * Education hours per employee: 23.3 hours  * Developing abilities through various training
Vision 1 at least 20 hours e Education expenditure per employee: programs
D6V6|0p Human * Education expenditure per employee: * Providing various training programs, 74,000 yen e Conduct global human resource development
Resources who can atleast80,000yen|  supporting the development of individual program
Contribute to Increasin abilities, and providing self-learning * Developing abilities through various * Providing self-learning opportunities
9 opportunities to foster independence and training programs
Corporate Value autonomy e Conduct global human resource
development program
* Providing self-learning opportunities tA();o(-Z‘Thpearr\'l?lllmaI:Sg rows
* Raising ratio of annual paid leave taken: | * Ratio of annual paid leave taken: 83.6% e Restructuring the personnel system employees
Atleast 70%| o promotion of work-life management * Ratio of male employees taking childcare e Promotion of work-life management We aim to enhance our
Vision 2 * Raising ratio of male employees taking To promote work-life management by leave: 54.0% e Promotion of Health and Productivity corporate value by maximizing the
Creatmg a Workplace childcare leave: At least 80% introducing various systems to realize * Ratio of employees receiving periodic Management (H&PM) value of our human capital through
that Promotes * Ratio of employees receiving periodic flexible work styles health examinations: 99.9% e Revitalizing people and organizations the growth of both our employees
Wellbeing Eealthdexan;]inal:ions: o }gng) « Promotion of Health and Productivity * Secondary checkup participation rate: 96.2% and t.f;lebco.rlr:jpapy. T(;ac.hie\;e this,
* Secondary checkup participation rate: b Management (H&PM) we will build a foundation for
Raisin% awareness of health through * Promotion of work-life management securing, developing, and retaining
i : * Promotion of Health and Productivit diverse human resources, such as
walking events, etc., and encouraging y
secondary checkups Management (H&PM) DX personnel, global personnel,
and management personnel,
* Ratio of female recruits: Atleast30% | * Ratio of female recruits: 22.0% e Review and implementation of next- inline WiFh our management
* Ratio of female employees: At least 10% * Ratio of Female Employees: 9.9%  generation leader development training strategy, in gdd|t!on to promoting
Vision 3 * Ratio of newly appointed female managers: * Ratio of newly appointed female * Conducting selective external dispatch workplace diversity and inclusion
Achievement of Atleast10% | Actively hiring women, experienced managers: 11.4%  training (for women)

* Ratio of female managers: 2.5% e Examining and implementing measures that
lead to awareness reform

Workplace Diversity and ° Ratio of female manage(r;om) At least 5% personnel, people with disabilities, etc.

Inclusion (2026) (At least 3%) * Female Leader Development e Conducting next-generation leader
a development training (for women)
e Conducting selective external dispatch
training (for women)

O ENQAgEMENTSCOTE: [ e Engagement score: 67.8 e Establishing a system for regularly conducting
Benchmark score* or higher engagement surveys and enabling each
o e Introducing and implementing an department's management to promptly
Initiatives to Improve * anmpeme e i 1 T anygEas engagement survey and holding analysis ~ analyze the results, identify departmental
Engagement elindusties e Conducting regular engagement surveys report meetings on the results for each challenges, formulate and implement action
department plans, and verify their effectiveness

* Developing initiatives to improve
engagement in each department after the
analysis report meetings
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Human Capital Management
— Human Resource Development -

Develop Human Resources who can
Contribute to Increasing Corporate Value

Human Resource Development Policy

We aim to develop human resources who can demonstrate
theirindividual abilities to the fullest and be successful both
inside and outside the company.

@ Supporting "personal" growth by fostering autonomy and
self-reliance among our diverse human resources.

@ Developing human resources through on the job training
supplemented by off-the-job training.

@ Developing human resources to inherit the roles of their
predecessors, playing central roles in the future in each field
and at each level.

@ Developing human resources to take action in constant
consideration of group management.

@ Developing human resources to global standards of competence.

@ Developing human resources to protect the environment and
to serve society through the promotion of sustainability.

Vision 1

Operational Structure

In order to realize our Human Resource Development Policy,
we provide training across the entire company (as shown in the
diagram below). Regarding on-the-job training, which is the
foundation of human resource development, we have clearly
indicated skill maps for each area of work in which employees are
engaged and utilize them in on-the-job training in the workplace.
For off-the-job training, which complements on-the-job training,
we provide various training programs and support for the
development of individual skills. We provide individual learning
opportunities that foster autonomy and self-reliance, thereby
creating a corporate culture that motivates employees to grow
and proactively find the pillars of their careers.

@ Education System
Implemented Across the Entire Company
Department-
OFF—JT Specific
ot Company-wide Education Level Leader Diversity and Individual Ability Training
Common Training Development inclusion Development
External public
§ seminars Selective external dispatch tramlng
3 M Academy (Domestic Production Divisi self
= Training for new anagement Academy (Domestic Production Division) development
B Safety deputy directors Financial Leadership Program (Hitotsubashi University) support
2 Management Global Human Resource Development Program
- h Training for newly = (Keidanren) mTow
overview appointed managers E , Lo —
. . LIl & Dispatch to Women's Challenge Support || 8253 ||
Information security S | Course(Keidanren) EA I
S — o o o
Human rights 3 Ezzg £
Sustainabili 5|25 Program to train Glorggl)ﬂ;‘cr:a“ £S358 £
ustainability ERRES] the next generation development R 3
(2 Workplace diversi Career development 3 58 of female leaders p =3 =
S orkplace diversity courses - e = (practical course) program 2 =3 ]
] and inclusion = ° 28 & 2
2 ° s S23 3 =3
= 2 2 2 =
@ 2] Intellectual property g g s 8 3 o
5 = . . g = iy 2 =
EN & Legal Follow-up + OJT Program to train 2 E] o5 c %) 3
3 €ga practical training the next generation 5 s 78 g‘ 8
° of female leaders 2 | 2 o 53 S
Mental health Sessions for newly (introductory/ g é g = o a
hired employees development courses) =
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@ Materiality KPlIs, targets and results

Materiality Goals/KPIs and Other Goals FY2022 FY2023 FY2024

Education hours per employee: at least 20 hours 14.8 hours 23.3 hours

Education expenditure per employee: at least 80,000 yen 42,000 yen 60,000 yen 74,000 yen

In order to develop human resources that will contribute
to increased corporate value, we support the growth of our
employees through training programs for each job level, global
human resource development programs, and selective off-site
training programs to develop human resources. In addition, we

support employees' self-directed learning by providing e-learning
that can be used for reskilling, as well as clearly indicating the
necessary qualifications in skill maps for each business area, and
providing support systems for acquiring qualifications and taking
correspondence courses.

Human Capital Management - Initiatives to Improve Engagement -

Policy and Operational Structure

Based on the belief that understanding and empathy
with the values of the Taiheiyo Cement Group, including its R
mission and future vision, and increasing the motivation of wevoX
employees to contribute to the company will contribute to

Iy =Xy rETHREL * s
ERORREEMESHES

sustainable corporate growth, we are promoting the creation (< >
of a vibrant and comfortable workplace that respects human -
rights and diversity.

InJune 2023, we introduced an employee engagement survey to visualize
challenges related to improving employee engagement from the perspectives
of whether the workplace environment and ease of work are improving, whether
there are changes in awareness regarding work styles, and how we compare with
other companies, and to link this to the review and implementation of various
measures.

* Using Atrae, Inc.'s "Wevox"

@ Materiality KPIs, targets and results

Materiality Goals/KPIs and Other Goals FY2023 FY2024

Taiheiyo Cement's engagement scores 66.8 67.8
(Benchmark score*) (69.4) (69.3)

2nd engagement survey
The engagement score in May 2024 was 67.8, which is 1.5
points lower than the benchmark score* of 69.3. However, it has

We will continue to conduct engagement surveys on a regular
basis and, while checking the scores, each department will deploy
a PDCA cycle of analyzing organizational challenges, formulating

increased by 1 point compared to the first survey in June 2023.
Looking at the results by category, while improvements

are needed in areas such as "Providing Career Opportunities"

and "Culture of Challenge" within the Organizational Climate

category, our Strengths N areas SFICh as 'Stress Response" V\.”thm * Average overall score of companies using Wevox in all industries and with 1,001 to 5,000

the Health category, and "Work-Life Balance" and "Satisfaction employees

with Salary" within the Environment category, were reaffirmed

from the previous survey.

and implementing action plans, and evaluating and verifying
the effectiveness of such plans, aiming to improve employee
performance, revitalize the organization, and increase corporate
value over the medium to long term.

Whol Bench k
(" Whole company 7 8 ) Benchmark 69,3 )

I Company-wide score
100 - —O—Benchmark score * Allindustries / 1,001-5,000 employees / Standard (top 50%)
8- 70 66 2 2 67 68 70
60 -
40 -
20 -
0
Duties Personal Health Support Human Approval Philosophy  Organizational Environment
Growth Relations Strategy Culture
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Human Capital Management

- Promotion of work-life management -

vison2  Creating a Workplace that Promotes Wellbeing

Policy

Employee wellbeing is the source of our sustainable growth.
To create a workplace where each employee can work with a
sense of fulfillment and make an active contribution, we have

introduced various systems to realize flexible work styles and
promote work-life management for our employees.

Operational Structure (Various Employment Systems)

® Flextime system (Core time: 11:30 a.m. to 1:30 p.m. (headquarters,
branches, etc.))

* Telecommuting system
* Inside side job system
e Qutside side job system

* Shortened work hours in order to care for children up to sixth grade
of elementary school (hours can be shortened by up to 3 hours/day
in 10-minute increments)

* Shortened work hours in order to provide nursing care to family
(hours can be shortened by up to 3 hours/day in 10-minute
increments, for a total of 3 years per person requiring care)

* Exemption from overtime work in order to care for children under 3
years old

* Restriction on overtime work, exemption from late-night work, and
staggered work hours in order to care for children up to sixth grade
of elementary school

* Exemption and restriction on overtime work, exemption from late-night
work and staggered work hours in order to provide nursing care to family

@ Materiality KPIs, targets and results

* Half-day paid vacation

* “Special Reserved" leave (purposes of use: medical care, nursing
care, physical checkups, fertility treatment, self-development, etc.)

e Child nursing/nursing care leave (ten days per year)
o Fertility treatment leave system
e Volunteer activity leave

* Personnel management systems for each course, including area-
limited positions (with course change system)

 Maternity leave and childcare leave system (up to two years and one
month)

e Nursing care leave system (for a total of two years per person
requiring nursing care)

* Work-life management leave

o Career comeback system (reemployment system)

e Referral recruitment, alumni recruitment, etc.

\'[o][o{ 3 P:-100~101

Materiality Goals/KPls and Other Goals FY2022 FY2023 FY2024

Support for balancing work and childcare/nursing care
To enable employees to balance work and childcare/nursing
care, we have introduced a shortened working hour system for
childcare up to the completion of the sixth grade and for nursing
care up to a total of three years (per person requiring nursing
care). We are working to make the system easier to utilize by, for

@ Ratio of annual paid leave taken
%)
100 - e

80 - 74.5 73.2 75 ;

60 -

40 -

20-
0

2021 2022 2023 2024 ()

example, allowing employees to choose to work shortened hours
under the flextime system (at the headquarters, branches, etc.). In
addition to leave for childcare and nursing care, we also provide

a long-term leave system (work-life management leave) for
accompanying a spouse on a new assignment to support work-
life balance.

@ Ratio of male employees taking childcare leave

Ratio of male employees taking childcare leave or leave for childcare purposes
(%) IMRatio of male employees taking childcare leave

100 - 91 89 93
80 - 79
60 - 60 54
40 -
00 - 19 18
) i B
2021 2022 2023 2024 ()

Raising ratio of annual paid leave taken: At least 70% 73.2% 77.5% 83.6%
Raising ratio of male employees taking childcare leave: o o o
At least 80% 18% 60% 54%

Support for side jobs both inside and outside the
company

We have introduced a system that allows employees to work
side jobs, both inside and outside the company. We expect this

system to promote the autonomous formation of diverse careers
and increase engagement by allowing employees to demonstrate
their strengths and take on tasks that are in line with their

interests.
interests VOICEm

Increasing Understanding of the Systems

We have an exclusive website for our employees regarding
the various systems called "Kirakira Palette" in order to increase
awareness of the various systems that can be utilized for work-
life management. We will strive to enhance the content of
our information provision platform, which allows employees
to access information on childcare, nursing care, health, self-
development, and other life support, regardless of time or place.
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We have introduced "maternity/childcare leave follow-up
interviews" to further promote the creation of an environment
where it is easy to take childcare leave. This is an initiative to
comprehensively support employees from pregnancy to after
returning to work, in which the person taking leave and their
supervisor take the initiative in conducting interviews. By

Support for taking childcare leave (Maternity/childcare leave follow-up interviews)

disseminating information about our childcare-related systems
and facilitating close communication between employees

and supervisors during the interviews, we deepen mutual
understanding and support employees so that they can take
leave with peace of mind and smoothly return to work.

Maternity Ieave| |Childcare Ieave| | Returning to work |

Interview: first time Interview: second time

Ensuring awareness Confirmation of
of the system and procedures before
confirmation of taking leave
physical condition,

work, etc.

Interviews will be conducted with employees who have expressed their intention to take childcare leave,
orare considering doing so, after they have notified the company of their pregnancy.

>

Interview: fourth time
Confirmation of
physical condition,

Interview: third time

Confirmation of
physical condition,

work, etc., in : work, etc., after
¢ returning to work

preparation of
returning to work

]Icg’ﬁﬁnr\éltew Face-to-face or online

mé(r)\fiews Up to 4 times (30-60 minutes/session)
Interview The person taking leave, their supervisor, and
participants human resources personnel
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Human Capital Management
— Health and Productivity Management (H&PM) Initiatives -

Policy

Under the Taiheiyo Cement Group Commitment to Health,
we are working to maintain and improve the health of our
employees and their families, and promoting the creation of

The Taiheiyo Cement Group Commitment to Health

The physical and mental health of our employees and
their families is a prerequisite for us to realize our mission
of contributing to social infrastructure development by
providing solutions that are environmentally efficient,
enhancing our competitive position and bringing value
to our stakeholders. We hereby declare that we regard our
employees as "human capital” and that we will work to
maintain and improve their health and that of their families,
and aim to create a rewarding workplace where employees
can fully demonstrate their abilities.

workplaces where employees can work with a sense of fulfillment
and demonstrate their abilities to the fullest.

@ Health and Productivity Management (H&PM)
Promotion System

Ultimate responsibility for H&PM: President

‘ Sustainability Management Committee ‘

Planning, execution, Planning, execution,
evaluation and improvement evaluation and improvement

Human Rights & Labor Practices Committee
(Chair: Director in charge of Human Resources)

Yoshifumi Taura
Taiheiyo Cement Corporation, President and Representative Director Human Resources PePt- .
April 2024 D&I and Health Promotion Office

(Head of Promotion Office:

General Manager of Human Resources Department)

Fundamental Policies

@ Under our Health Management Declaration, the Taiheiyo | |
Cement Group, led by the Human Rights & Labor Practices Personnel in charge of Health and Human Resources Dept.
Committee, will work with each business site to promote P{gd“gt"”t{ MaILageT]ent(ll-l&fM) Health management room & clinics
efforts to maintain and improve the health of employees eaReqsléercirsc'enrtaenr,co?fsi'cgs?n g (Industrial physician, nurse)
and their families and to create a rewarding workplace.

@ Employees will enhance their physical and mental ICooperation
wellbeing and improve their quality of life by actively
working to maintain and improve their health and that of
their families.

Taiheiyo Cement Health Insurance Association,
Taiheiyo Cement Labor Union

@ Materiality KPIs, targets and results

Materiality Goals/KPls and Other Goals FY2022 FY2023 FY2024

?gt(;g/of employees receiving periodic health examinations: 99.9% 99.9% 99.9%
0
Secondary checkup participation rate: 100% 64.6% 72.0% 96.2%

* Calculation results were reviewed and retroactively revised

Please see our website for more information about our
promotion of Health and Productivity Management
(H&PM).

https://www_.taiheiyo-cement.co.jp/csr/
human_rights_fr.html#section13

Main Health and Productivity Management (H&PM) activities

We establish a Health and Productivity Management (H&PM) activity plan every fiscal year and promote H&PM in a PDCA cycle, which

Employee health care

Health literacy education

Preventive measures against
lifestyle-related diseases

Preventive measures against
sleep disorders

Smoking rate reduction
measures

Mental health measures

includes implementing measures, verifying their effectiveness, and reflecting them in the next fiscal year's measures.

e Employees receiving periodic health examinations
e Recommendation of secondary testing and specific health guidance
e Health care system utilization

* Implementation of e-Learning for all employees
e Provision of health information

e Conducting two walking events per year jointly with the Taiheiyo Cement Health Insurance
Association

® Holding seminars on health

e Introductions of healthy employees in the company newsletter

® Implementation of "eating in moderation" campaign

e Subsidizing SAS (Sleep Apnea Syndrome) testing costs

e Smoking cessation aids provided free of charge
® Assistance for smoking cessation therapy
® Running of Smoke-Free Day

e Conducting of stress checks
® Follow-up interviews with employees at high-stress offices
o Establishment of a mental health counseling service

Holding seminars on health

We held a health seminar on diet at our headquarters
building and relayed online to other offices. As many as
93% of the participants felt they would like to improve their
eating habits because of the seminar, and we will continue to
implement initiatives to raise employees' awareness of health.

BN "

External lecturer giving a health seminar

Implementation of "eating in
moderation" campaign
We have designated one day each month as

"Harahachibunme Day" to carry out the Harahachibunme
(moderation in eating) campaign. The "Harahachibunme"

9A26H(A)ICREREOIMBEAD—RELT EARET—)
ERITET

campaign is a campaign to prevent excessive food intake in HAREINKHARBLERLAREEELELIO. M
5 : . 8 q _ B
light of the risk of lifestyle-related diseases such as obesity and ~wsEwT~ 8 2

diabetes due to eating until full.

Specifically, we encourage employees to chew well, eat
foods rich in dietary fiber such as vegetables and seaweed and
restrict portion sizes, and we are implementing this campaign
company-wide to improve dietary habits.

MIEETRATLES & —HORSBERHOV-HS
<1IRD.  FEIBHERAR EDEEBIERD YU R D Z 6
BERMEMELET., £io. REOBRIERE. BB
12 EDHLRB CBRSBHERNSEDITRERDE,
Az RBSEIASREBBEROFT, BENADETR
BEEDSEZITETINSDURDZERT BT N
TEXT,

~BNSEREOIY~
DUDVBRNBETULESAFUTEZREHLTHEL L 5&
- K BBLTRAS <
(BR - BARCRMENES < AORRERNG g
- —AHOEDHICIS -

Harahachibunme Day O
2022 poster e
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Human Capital Management

— Promotion of Workplace Diversity and Inclusion -

vison3  Achievement of Workplace Diversity and Inclusion

Policy

innovative workforce, and aim to be a company where diverse
human resources can play an active role.

We consider the promotion of workplace diversity and
inclusion as one of the important challenges for creating an

Operational Structure

To promote workplace diversity in employment we are working
on specific areas such as hiring women, experienced personnel
and people with disabilities. We believe that continuing to
promote the participation and advancement of women in the
workplace, who are a minority in our company, will lead to the

education and awareness-raising activities to achieve workplace
diversity and inclusion.

Promoting Women's Participation and Advancement in the Workplace

creation of an organizational culture in which all employees, not
just women, can maximize their potential, and we are engaged in

Introduction to our Initiatives 2
Selective external dispatch training
(for women)

We select and send several female employees each year
to the "Women's Management Step-Up Support Course" for
female managers and the "Keidanren Women's Challenge
Support Course" for female employees who are not managers.
Itis expected that participants will acquire new knowledge,
skills and thinking ability, broaden their horizons by building
networks with participants from other industries and
companies, and improve their motivation. We also held a
debriefing session after the training to share the experiences of
the dispatched trainees. By making it a hybrid type with face-
to-face and web viewing, as well as on-demand distribution at
a later date, we made it possible to view the session regardless
of location or time.

Debriefing session

voICE (LD

Fundamental Policies

"Promote innovation through the ideas and values of diverse human resources, and further enhance corporate value"
* Promote the active hiring of women to build an appropriate human resources portfolio
* Provide equal growth opportunities for female employees to form autonomous careers and support their ability development
* Foster an organizational culture where female employees can fully demonstrate their individuality and abilities, and promote work-
life management to retain female employees

@ Materiality KPIs, targets and results

Materiality Goals/KPIs and Other Goals FY2022 FY2023 FY2024

Ratio of female recruits: At least 30% 17.5% 14.3% 22.0%
Ratio of female employees: At least 10% 9.3% 9.6% 9.9%
Ratio of newly appointed female managers: At least 10% 6.3% 13.6% 11.4%
Ratio of female managers (2030) At least 5% o o o
(2026) (Atleast 3%) 1.8% 2:0% 2.5%

Introduction to our Initiatives 1
Program to train the next generation of

Improving skills
female leaders (for women) Soid mageof i the image o 2 leader
In Japan, the career development environment for working Career ereeradvancemen I

. . . design STEP 3 (Practical)
women tends to generate various anxieties due to the impact p——— . e
of life events and the lack of role models. To address this, we RLREDY  Ganingteioun

Awareness of leadership  |eader

. . as an option in career
Learn how to think about their career,  planning

solidify a career plan, and be aware
of the next step in career

are conducting training programs aimed at developing the next
generation of female leaders, with the goal of encouraging
them to envision their own career paths and become more
conscious of career advancement. To respect the willingness to advancement In order to respect the sense of
learn on their own initiative, we have a self-nomination system Zpotr;tg?sggsilse\%m?a,rpartICIpatlon
for some hierarchical levels, and many female employees P ;
participate in the training every year.

= Number of participants in FY2024: 35

Expanding recruitment of experienced persons

With regard to employee recruitment, we are actively
recruiting not only new graduates but also experienced persons.
Hiring people with diverse careers not only ensures immediate
workforce strength, but also revitalizes the organization with
new values. In recent years we have been hiring experienced
personnel which has also led to diversity in our core human
resources.

To further diversify our workforce, we have also introduced
"referral hiring" (employee referral) and "alumni hiring" (former
employee).

Promoting Employment Opportunities for Persons with
Disabilities

We have been working to improve the ratio of employees with
disabilities, including the establishment of three special purpose
subsidiaries, and exceeded the statutory rate of employment for
the 17th consecutive year since fiscal 2009.

We will continue to proactively work to increase the number of
employees with disabilities while collaborating with schools and
support organizations for persons with disabilities.

@ Expanding recruitment of experienced hires

(Persons)

00 - 20
15 -

. 0 11 . 11
1111

0

2020 2021 2022 2023 2024 (FY)

@ Trends in the ratio of employees with disabilities

(as of June 1 of each year)
w Statutory employment ratio* —O—Taiheiyo Cement

0,

2.84

8.0~ 2.50 2.55 2.58 2.63
2.5 - o__—o—o/o\o ............
20- 77T

1.5 -

1.0 -
0.5 -

2021 2022 2023 2024 2025 (FY)

* Statutory employment rate: 2.2% from April 2018, 2.3% from March 2021, 2.5% from
April 20242.5%
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Human Capital Management
— VOICE: Voices of System Users -

VOICE Systems Related to Career Development

Voices of System Users

Selective
external

q Selective external dispatch training aims to provide the knowledge and thinking skills necessary to become leaders and to foster improved mindsets
dISPi{tCh through discussions with participants from other companies and industries.
training

An opportunity to review my career

When | participated in the training | was a novice accounting manager, and | sometimes worried
about whether the section was being managed well and whether | was suitable to be a manager. AXEFRI Il 53
However, through the training, | was able to reaffirm that there are various types of leaders and ways of p
working, which eased my mind and gave me an opportunity to re-examine my own career. )

When I actually took the management exam | was able to utilize what | learned in the training by
reviewing the content, envisioning the kind of manager | wanted to be, and clarifying my reasons for
aiming to become a manager.

In my current situation of working with reduced working hours for childcare, while feeling vaguely
uneasy about balancing work and family beforehand, it was a good experience to hear many experiences
from senior female managers and get an image of work-life balance.

LE
=]

e

b =

Satomi Kato

Saitama Plant

Inside
This is a system that allows employees to work in another internal department besides their department during a part of their working hours.
The purpose of this system is not only to allow employees to acquire a wide range of knowledge by gaining experience in other departments, but also

side job

system to help them develop their careers autonomously by engaging in work that matches their strengths and interests.

VOIGE Systems Related to Life Events

Voices of System Users

Personnel

management In the Personnel management systems for each course, we have two course categories: "G course" for area-unlimited positions and "L course" for
systems ALl area-limited positions. Employees can change their course category due to life events or other reasons.
course By increasing the options for ways of working, we are creating an environment where employees can fully demonstrate their abilities.

The best decision
| used the course change system to switch from
the G course to the L course when | got married. | also
had the option of moving or living apart from my wife
while remaining in the G course, but | think it was the

best decision to prioritize my life with my wife. After
the change, it became easier to plan our wedding in a
settled living situation, and - -
I'am also able to support my
wife's career plan. Stability
in life directly leads to ease
of working. The course
change system is a good

The importance of being able to live together as a family
Both my husband and | joined the company in the G course, and
we lived apart before and after marriage due to transfers. However,
when our daughter was born, my hushand decided to change jobs
so that we could live together as a family. I also felt that it was time
to review my career. | was very worried about whether to change to
a job without transfers, which would make it easier to plan for the
future. | also searched for a new job, but
after considering what would be the "just
right lifestyle" for our whole family, as
well as my career and childcare, | decided
to change to the L course. Currently, | am
using short working hours, the flextime

g

option for those who are *' Y system, and telework, and | am able to
facing life events and are Haruka Kusakawa have a "just right lifestyle" with my family. Yumi Agui
worried. Chichibu Taiheiyo Cement I would like to try the G course again in Sustainability Promotion

Corporation Department

the future when childcare settles down.

Growth opportunities for everyone, anywhere

| wanted to gain knowledge of general plant management
and our company's overseas business, so | worked in the General
Affairs Section and the Overseas Business Headquarters as an
internal side job while belonging to the Accounting Section
of the Kamiiso Plant. | had a goal of working at an overseas
production site since joining the company, and | thought these
side jobs would be meaningful.

In my side job at the General Affairs Section, | was involved
in labor affairs, regional measures and land acquisition, and
was able to comprehensively acquire knowledge of the plant
management department in conjunction with my main job. In
my side job at the Overseas Business Headquarters, | was able
to deepen my knowledge of overseas business by conducting
research and preparing presentations
on our company's overseas business, ———&
as well as the global cement market.

[ think internal side jobs are a
good system because they allow you
to gain knowledge and experience
outside of your assigned duties, you
can apply from a distance, and anyone
can obtain growth opportunities.

Yuki Okumura

International Business Division

To be able to give back to my main job

While in charge of human resources and labor affairs
in the Branch Operations Department, | am involved in
contract review in the Legal Department as a side job. For
contracts sent from each office, | check whether the contract
covers the details of what they want to achieve and whether
risk avoidance is properly incorporated, based on past cases
and business backgrounds. | feel that | have developed the
ability to prioritize and adjust, as there are multiple factors
to consider when reviewing contracts.

I had been hoping to work in the Legal Department for a
long time, and | was able to reaffirm that the content of my
side job is close to the legal work | had imagined, and that
itis the job | want to do. | am able to do side jobs thanks
to the understanding of my
supervisors and colleagues, so |
will continue to work positively
so that | can give back the
knowledge | have gained to my
main job.

Hinano Makabe
Chugoku Branch

Work-life This is a system that allows employees to take leave for
reasons such as marriage or accompanying a spouse to
a new location. The purpose of this system is to allow

management

leave system employees to continue working even if they have to
interrupt their careers due to life events.

A great asset for me
After getting married to a foreign national, my husband

and | needed to live apart due to our jobs. | learned

about this system and took a one-year leave of absence.

Living in Spain to be with my husband allowed me to

learn Spanish and English, and the experience of living

in a foreign country as a "foreigner” and re-examining

my values as a Japanese person from the perspective of

a minority, was a valuable experience for me. Life events

are difficult to predict and it s

sometimes difficult to balance

them with work, but by using

this system the life events that

| was concerned about led to

unexpected opportunities for

growth. I am very grateful to my =

supervisors and colleagues who Maho Kuro

supported me.

S

mi
Environmental Business
Development Department

Childcare Employees' proactive involvement in childcare

and housework leads to the promotion of work-

life management and contributes to our company's
system sustainable development, such as securing human
resources and improving employee engagement.

leave

Increased motivation by taking childcare leave
Since both my husband and I are away from our
hometowns and could not rely on our parents for childcare
support, | took childcare leave for about 4 months from the
day of delivery. While there were challenges with childcare,
as this was my second child, | was able to approach it with
amore experienced and positive mindset. Of course, |
was able to realize the importance of my family and, by
completely leaving work for a while, | was able to think
objectively about the company
and my way of working. | had a
sense of what | should do and
what | should value, and my
motivation for returning to work
was high. 1 am grateful to my
department for their generous
support in the handing over of
my duties and the following up
support after | returned to work.

Hideyuki Usui

Tokyo Branch
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