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A variety of doors for each individual OUR PURPOSE Just as each individual has a different way of
: thinking about happiness, we believe that

rewarding work is also diverse.
Open Up
individual Potential through Ourroleis to create many doors to open up

. possibilities and to set milestones toward
Rewa rdlng Work achieving rewarding work for each employee.

Doors are opportunities

We support workers in their efforts to open doors.

- For some people, it’s the challenge of a new job.

- For some people, it’s about improving skills through
training and education.

- For some people, it’s a time to discuss future careers.

: We believe that people will always grow and drive
New job Training Counseling society forward when they open the next door.

We will increase the number of people who open
the next door to make society more diverse and

prosperous.
We, the Open Up Group, exist to create such a future.

.

Hi |
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LET's OPEN VP!

Azusa Yamazaki

In my previous job, | worked in a
completely different field from
engineering, as a service staff member at
wedding venues and restaurants.

v

| now serve as a work supervisor in the
maintenance and operations group at the
Photon Factory, a synchrotron radiation
facility of the Inter-University Research
Institute Corporation located in Tsukuba
City, Ibaraki Prefecture.

Masato Iwata

Believing that the era of computing
technology would continue to accelerate,

| joined BeNEXT Solutions as a new graduate.

v

Ten years after joining the company, | aim to
become a playing manager who can
demonstrate not only technical expertise but
also leadership and team management skills
through an assignment.

-

Noaki Hiraba

Coming from a liberal arts background,
| chose a career in IT because | wanted to
acquire practical skills for the future.

v —

| serve as a leader of a team of around ten
members as an engineer who supports
citizen development, working together with
clients from requirements definition through
application development.

Ju Ju Te

| previously worked in architectural
design and cost estimation in Myanmar,
but | wanted to obtain more advanced
skills and knowledge.

v

My dream is to become a designer in Japan,
where building standards are strict. | am
currently working toward obtaining the

First-Class Civil Engineering Construction
Management Engineer certification.

The Open Up Group supports people
who dare to take a step forward and,
by standing alongside them in their
choices and journeys, helps them

realize rewarding work.
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H iStO ry The Journey of Value Creation at the Open Up Group

187.9
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The Development of Japan’s Engineer Staffing Market and the History of
the Open Up Group
Japan’s engineer staffing market experienced a temporary contraction during the global financial crisis of 2008 but since then
has continued to grow steadily, even through the COVID-19 pandemic, driven by a structural shortage of skilled personnel and
rising demand for engineers fueled by ongoing technological innovation. Open Up Group, Inc. which is the product of the 2021
merger between BeNEXT Group Inc. and Yumeshin Holdings Co., Ltd., has achieved growth that outpaces the overall market

Revenue (¥ billion)

by leveraging a training-driven model that develops engineers from individuals with no prior experience. We will continue to

do business in a way that puts workers first, to contribute to their happiness and to help create a prosperous society.

* Starting from fiscal 2022, International Financial
Reporting Standards (IFRS) have been applied.
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Open Up Group Characteristics
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O pe n U p Efforts toward Realizing Our Purpose

The Open Up Group aims to create a society where everyone who works continues to open the door to new possibilities through
fulfilling work by challenging themselves. By taking on challenges, each support staff member and engineer is able to expand their
career outlook and deepen their confidence. With the rallying call, “Let’s Open Up!” we believe that creating abundant opportunities
is what will lead to realizing the Purpose of the Open Up Group.

Everyone who works People who are opening up

Open up
individual
potential through
rewarding work

Skill Career
Work support development advancement
support support

l;| OPENUP Support staff

Improving corporate value through business activities
Providing opportunities to everyone who works
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Reporting Period

Fiscal 2025 (July 1, 2024 to June 30, 2025)

This report also mentions activities and outcomes from
outside the above reporting period.

Scope of This Report

Regarding financial information, we use consolidated figures,
but for qualitative information on our sustainability initiatives
and quantitative information that supplements the qualitative
information, we use the data of Open Up Group Inc. and its
subsidiaries in Japan. In some cases, we describe measures
according to the scale, business, etc., of a subsidiary, and
when a specific group of subsidiaries is mentioned, we state
the names of the respective companies.

Note: In this report, “the Group” refers to Group companies in Japan, as
mentioned above.

Referenced Guidelines

This integrated report has been produced with reference to
the Integrated Reporting Framework, published by the IFRS
Foundation, and Guidance for Collaborative Value Creation,
published by the Ministry of Economy, Trade and Industry.

Information Disclosure System
Financial Information [l Non-Financial Information
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Standing beside working people and
opening up their potential is at the heart
of what we do. By further advancing our
unique business model, we aim to
become an engineering partner.

A Business Model Shaped by Our Pursuit
of Purpose

The name of the Open Up Group has its origins in Our
Purpose. During the management integration in 2021,
repeated discussions made it clear that the core of Our
Purpose is working people. Our role is to create many
doors that allow each individual to find rewarding work.
By pursuing the satisfaction of working people and
opening up their potential, we believe we can ultimately
contribute to a more prosperous society.

Advances in Al are transforming not only the labor . -
Yutaka Nishida
Chairman, President,
Representative Director and CEO

market but society as a whole. | am often asked how work
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styles will change as Al becomes more prevalent, but | do
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not believe the nature of work styles will change rapidly. In m

Japan, smartphones became widely adopted, and the era [ i=

shifted from PC-centered to mobile-centered. Later, o - |-
— B

remote work and web meetings took root during the ] B, !.

. . - - gy

COVID pandemic. We have continued working while [ [ — 4-

adapting to these changes. New work styles will surely H [:-3.

T
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Message from the CE

emerge with technological progress, but the essence of
work styles will remain the same. Al will enable us to use
past data and materials more efficiently, improving
accuracy and productivity, yet human imagination will
continue to shape the future.

The Open-Up Group has created new value by
leveraging the strengths of Our Purpose-based business
model. In the staffing market, dispatching skilled and
experienced personnel is common, but the declining
working-age population has made it difficult to find
experienced workers who meet client needs. We have
responded by hiring young and inexperienced people,
providing training, and enabling them to gain experience

through their assignments. This unique business model is

our greatest strength and a driver of growth.

Recently, requests have increased for dispatching teams
capable of completing specific tasks and for personnel
capable of business design and management. We expect
the creation of a range of training programs and
opportunities to address these next-stage needs to
become a significant pillar of future growth.

By accompanying each individual throughout their career
development, we have opened up their potential. This also
helps us solve our clients’ human capital management
challenges, earning us significant trust. There are cases
where technical staff transfer to client companies. This is
also a form of practicing Our Purpose, and our business
model achieves both social value and economic value.
Standing beside working people and opening up their
potential represents the universal and fundamental value

created by our Group.

Human Capital Management is Central to
Our Business and a Source of Strength

personnel. They begin by working to understand the full
context, including the expectations behind that position.
Their role is to look beyond the immediate request, grasp
the essential issues, and propose solutions that exceed client
expectations. There are many cases where we dispatch
engineers exactly as requested. However, offering insights
that help clients recognize underlying issues is also
essential. For this reason, we continue to focus on
developing our sales teams every day.

Although sales representatives serve as one example,
the insight and proposal capabilities of our support staff
are also critical strengths. Client needs vary from case
to case and often involve complex and delicate issues.
How we apply each accumulated experience of solving
client issues as organizational knowledge will become

increasingly important going forward.

Renewing Our Management Structure to
Strengthen On-site Capabilities

Today, the term “human capital management” is heard
everywhere. The Open-Up Group is a company that has
grown by building its business based on human capital.
While the capabilities of our engineers are essential, we
have placed equal emphasis on developing the potential of
the support staff who enable their success.

Our business has always been about enhancing the value
of engineers and providing solutions to the challenges
faced by client companies, and this will remain unchanged.
For example, when a client requests an engineer with
specific qualifications for a particular position, our sales

representatives do not simply match and dispatch

Our management structure has transitioned from a CEO,
COQ, and CFO structure to a CEO and CFO structure.

As announced in the related press release, former
President and Representative Director, COO, Daio Sato
expressed his intention to resign effective June 2025, and
the Board of Directors accepted his request. Over the past
four years, Mr. Sato has played a central role in driving
integration between two companies that originally had
different cultures and ways of thinking. With the
foundation now largely established and his desire to
pursue new challenges, we agreed to his departure.

To further advance the Group, we believe it is essential
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to strengthen our on-site capabilities. In parallel with the
renewal of the management structure, we will accelerate
the delegation of authority and clarification of
responsibilities for unit heads in each business domain.
Through this, we aim to foster more agile management.
Although the number of directors responsible for
business execution has decreased, this reflects deeper
delegation of authority and responsibility to the front lines.
Our efforts to reorganize Group companies and update
brands began in earnest around 2023, and we are finally
seeing tangible results. From late 2024, volunteer members
at Yumeshin Co., Ltd. discussed its future direction and
the kind of company it should become. These discussions
clarified the value they should deliver and what they should
prioritize, and they decided on the integration with Open
Up Construction Co., Ltd. and the new company name
after the merger. The fact that this integration was shaped
by the autonomy and initiative of those in the field is very
encouraging. We see this as a strong example of how such
developments will lead to faster management and greater

value creation.

Setting Numerical Targets for Fiscal 2028
as a Milestone in Our Growth

At the full-year financial results briefing for fiscal 2025, we
announced numerical targets for fiscal 2028 of 200 billion
yen in revenue and 20 billion yen in operating profit. We
presented these targets not as a plan built by simply
adding numbers together, but as the result of carefully
evaluating what we intend to take on in the coming years

and what we can realistically achieve.

We have positioned our growth timeline around three
phases: an investment phase, a germination phase, and a
blooming phase, as we move toward our next growth
stage. Fiscal 2028 is only three years away, and we do not
feel that we have a long time horizon. While we aim for
growth within a short period, performance will temporarily
stagnate during the investment phase. The following
phase will test whether the investments we make can
germinate and bloom, which is why we see this year as a
decisive one.

Some services have already begun to bloom, while
others remain in the preparation stage or require deeper
consideration. We intend to accelerate our initiatives,
though errors in judgment may occur at the service level.
Rather than fearing failure, it is essential to learn from
mistakes and apply those lessons to future efforts.

Naturally, our growth strategy cannot be realized by
myself or the executive team alone. It is essential that we
communicate our future direction to all engineers and
support staff working on their assignments, and that
everyone works together as one. If our approximately
30,000 Group employees move forward in the same
direction, the fiscal 2028 numerical targets are entirely
within reach. Achieving 200 billion yen in sales and 20
billion yen in operating profit is only one milestone, and | am

confident that The Open-Up Group’s future is very bright.

Achieving Sustainable Growth by
Pursuing Satisfaction

To achieve sustainable growth, it is essential to address

the gaps that emerge as markets change, which means

responding to latent needs. We believe these latent needs

can be described as the pursuit of satisfaction.

To date, our efforts to improve turnover rates have
focused largely on the voices of those who leave the
company. At the same time, we have come to recognize
the importance of listening to employees who have
remained with us for many years. In my own conversations
with employees, | hear a wide range of stories about when
and how they feel satisfied in their work. It is impossible
to eliminate turnover entirely. Rather than attempting to
remove every weakness, we believe that accumulating
each individual’s sense of satisfaction and building on our
strengths will be critical to our future growth.

Based on this approach, we have not given up on
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improving turnover rates. In our business model, where we
hire inexperienced individuals and provide training, there
are cases where employees resign because the work after
assignment differs from what they initially expected of

the industry. Since these reasons for resignation often arise
from a reality gap, it is important to enhance opportunities
for candidates to understand and experience the work
during the pre-employment or training stages. We also
believe our value lies in properly presenting career paths
that align with the aspirations of working people. While no
single action will instantly reduce turnover by 10 points, we
intend to steadily present what we can do for each
individual and respond to societal changes, improving
retention over time.

For client satisfaction, resolving minor dissatisfactions

ey k|

:l!."l
ll[|--

that arise throughout our transactions is essential. This
includes simple actions, such as responding to inquiries
with a pleasant tone or arriving early for meetings. These
everyday efforts to ensure the other party never feels
uncomfortable may be simple, but they are indispensable—
and can, in fact, be more powerful than even the most
sophisticated proposals.

To make these daily interactions smoother, we are
strengthening technological support, including expanding
communication platforms, to improve efficiency and
deepen our relationships. For support staff, it is crucial
that they feel these tools make their work smoother and
increase their own sense of satisfaction. Going forward,
we will continue to advance both the improvement of our
operational systems and the transformation of employee

mindsets and behavior.

Becoming an Indispensable Engineering
Partner

We aspire to be an engineering partner that not only supplies
personnel to clients but also provides the best solutions to
their diverse management and business challenges.

From the client’s perspective, the true objective is not
simply the assignment of engineers. What they seek are
teams capable of delivering the expected outcomes and
engineering services that address essential needs. By offering
technical and organizational solutions to these fundamental
challenges, we can meet and exceed client expectations.
Amid significant market changes over the past one to two
years, | have personally received more client requests for

proposals related to core business issues.

The Open Up Group still holds significant potential.
Opening up the potential of working people, solving client
challenges, and contributing to society are all connected.
We want to bring together the strengths we possess and
further expand each of these possibilities. As we work
toward becoming an engineering partner, we plan to
pursue medium- to long-term expansion through business
development and M&A, without limiting ourselves to the
staffing business.

Over the four years since 2021, the Open-Up Group has
gone through a range of integration processes. Although
our business scale has grown somewhat, we remain a
company still in the midst of development and believe
there is substantial room for further growth. Human
capital management is the very essence of our business,
and by standing in support of the careers and lives of
working people, we believe we can contribute to clients
and society as well.

To remain a trusted partner for both working people
and clients, and to continue realizing Our Purpose, we are
committed to moving forward steadily and sincerely.
While we may receive frank and sometimes difficult
feedback, we kindly ask for the continued warm support

of all our stakeholders.
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Management Strategy of the Open Up Group

The Open Up Group has outlined a medium-term growth scenario from fiscal 2025 onward,
built on the satisfaction created through our “coatching-style” for each engineer. The diagram
below illustrates the path that begins with the full-year fiscal 2025 results announcement and
moves through an intensive investment phase focused on strengthening communication
platforms, improving compensation, diversifying recruitment channels, and revising
organizational structures and evaluation systems. The scenario then transitions to a

germination phase driven by productivity improvements and expansion of our service menu,
ultimately reaching the blooming phase in fiscal 2028, when we aim to achieve revenue of
200 billion yen and operating profit of 20 billion yen. At every stage, from investment through
blooming, our strategy is to enhance compensation, development, and communication
quality for engineers, seeking to balance corporate value with employee satisfaction.

Shift toward a
“Coaching-style”
with a focus on
satisfaction

Expansion of

communication platforms

* Operational efficiency
* Reducing communication gaps

Improvement in

compensation for engineers

 Strengthening retention of senior engineers

« Advancement of mid-level engineer
development

Diversification of

recruitment channels

1)

.......Investment.........Germlnatlon.. -----Bloomlng e o 0 0 0 0o() oK)

phase

Organizational restructuring
aligned with overall
optimization

« Expansion of service menu offerings
* Improvement of recruitment efficiency

Fiscal 2028
a targets
cg2
Y N, Revenue

200 billion yen

Operating
profit

20 billion yen

phase phase

Enhancing productivity

Revision of evaluation
system for back-office staff

Enhancement of branding
initiatives

Promotion of the coatching-style model

¢ Deepening of purpose-driven culture
¢ Cultivation of employee satisfaction
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Management Strategy of the Open Up Group

Our approach begins with a strong commitment to realizing Our Purpose and expands into
multilayered initiatives that enhance satisfaction for both engineers and clients. The central
circle illustrates concrete on-site initiatives, including expanding training programs, supporting
qualification attainment, improving compensation, proposing solutions at the team or

project level, and strengthening client relationships. These initiatives are monitored through

KPlIs such as training hours, number of qualifications obtained, tenure, engagement levels,
and improvements in unit prices and transaction value, with the results visualized as
satisfaction outside the ring. This expresses our aim to enhance corporate value sustainably

by creating a positive cycle in which engineers experience growth and clients recognize
greater value.

Satisfaction More Higher unit Satisfacti
qualifications ; atistaction
obtained Related KPIs prices

Expanding
training

Longer programs

training hours

Close

Skill

development Higher L
for engineers transaction
value per
client

information Timely
haring among proposals
employees Strong
ot ) commitment to SIS RGN
atisfaction 5= : o ;
< Higher realizing Our Higher
engagement contract (/1\\
levels Team and Purpose Team and success rate

project-based

proposals

Appropriate

project-based
proposals

Strengthening

) evaluation relationships Higher
Higher gross systems : with clients number of
profit per Improving assigned
person compensation engineers

per client

Satisfaction

Longer
average
tenure

»
]

Higher
retention

More client
visits

N
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Management Strategy of the Open Up Group
This figure illustrates how we combine M&A with human resource development to expand similar skill levels but have not previously been part of our business. Vertical expansion
the fields in which engineers can build their careers. The triangle on the left represents the refers to advancing into higher-level roles that require greater specialization, as seen in IT
skill range from low end to high end, while the chart on the right shows specific job domains. infrastructure. Through these horizontal and vertical expansions, we continue to broaden
Horizontal expansion involves entering new areas, such as automotive design, that require each engineer’s career options and advancement opportunities.
( ‘ Vertical Growth Example: IT Infrastructure (Cloud) )

ITSS* ‘ Conceptual distribution ‘ Examples of specific work

Lv7 . Formulation of technology strategy and organizational
v Design strategy and management
Layers to Lv6e promotion layer Design and promotion of cloud / SRE

be expanded

Lv5S System architect and multi-account design Layers where
‘ Lv4 . Basic design and development of CI/CD and [ demand will
Architecture and Infrastructure as Code (1aC) grow due to Al
Layers currently Lv3 development layer Server setup and cloud migration

being developed

System monitoring and operations management

System monitoring work and help desk

*ITSS: IT Skill Standard, a framework created by the Ministry of Economy, Trade and Industry and the Information-technology
Promotion Agency (IPA) to assess IT-related competencies.

Mid-level

0 Horizontal Growth Example: Automotive Design )

Automotive design
Open Up Group

Electrical and

Embedded software h . Mechanical design Testing and
development electronic design and development certification
: and development
Design, evaluation, Design, evaluation, analysis Design, evaluation, Vehicle, engine, and unit
testing and EOL, prototyping analysis, prototyping testing and test support

Fields to be expanded _ Fields currently handled _ Fields to be expanded
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The Open Up

Group’s Value Creation Model

We believe that initiatives aimed at realizing Our Purpose will create medium- to long-term value and contribute to the sustainable development of society. With this in mind, we have
developed a value creation model that shows the relationship between Our Purpose and the external environment, input, business, output, and outcome. By maximizing output, we create
outcomes that produce value for a variety of stakeholders, and we aim to realize Our Purpose by expanding and building up the positive effects of these outcomes.

® Training systems and
know-how for nurturing talent
® Systems and mechanisms
to support the formation
of new careers
@ Identification and preparation
of useful and necessary
qualifications and training Human

capital

with work Sustainable revitalization
experience .
® Diverse engineers P Satisfaction of the labor market Client
(both inexperienced and experienced) with and industrial development. H
® Support staff responsible support through the active, Realizationcgmpanles

for sales, recruitment, and
head office functions

@ Decrease in Japan’s
working population

@ Progress of D&I

(diversity and

i ion)

® Changeslin,views
on occupations
and employment

External
environmen

Open up individual
potential through
rewarding work

PURPOSE

Engineers

Realization of diverse
work styles and
formation

of new careers,

Support staff
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performance
through fulfilling
=S
and rewarding work

proposition to
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OUTCOME

Society

Satisfaction

Open Up
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Investors
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Career
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@ Building trusting relationships
@ Discovering changing needs over time
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legal measures relating
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@ Paradigm shift in
technology
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Management Capital of the Open Up Group Centered on Human Capital

Approach to Management Capital

Since its founding, the Open Up Group has continued to
pursue the thoughts and potential of each worker, building
unigue human and intellectual capital. In 2021, through

a management integration, we further advanced the
development of our human and intellectual capital, while
strengthening our financial and social capital, focusing on
value creation for workers, client companies, and society.
Going forward, we will continue to enhance and expand our
management capital, aiming for sustainable growth, increased
corporate value, and the realization of Our Purpose.

Management Capital of the Open Up
Group Centered on Human Capital

For the Open Up Group, who's business is centered on
“opening up individual potential,” intangible management
capital holds immense significance. Among this management
capital, human capital is the most crucial for the Group in
terms of its ability to continuously create value toward
realizing its Purpose. Within the Open Up Group, human
capital is at the core of all management capital, closely
connected to intellectual, social, and financial capital, and
is at the heart of a complementary relationship among
them. This integrated management capital framework
strengthens the Group’s overall competitive advantage
and supports sustainable value creation.

For example, intellectual capital consists of essential know-
how to open up individual potential, such as recruitment,
planning and management of learning and training
programs after hiring, and follow-up support to alleviate
concerns and assist with career advancement after
employment. This intellectual capital is a key source of

the Open Up Group’s competitive advantage. It is based
on elements such as the skills, knowledge, experience,

creativity, and motivation of both support staff and engineers.

The cycle in which human capital enhances intellectual
capital, and intellectual capital, in turn, strengthens
human capital, continuously boosts the Group’s overall
competitiveness. Similarly, in social capital, human capital

demonstrates advanced expertise and reliability, further
strengthening relationships with client companies and work
sites. Moreover, in financial capital, the results generated
by the enhancement of human capital, intellectual capital,
and social capital contribute to the stability of the financial
foundation, creating a virtuous cycle that encourages
further investment in human and intellectual capital.

(

Recruitment and Training
Know-How

The know-how needed to hire
inexperienced people and develop
them as engineers

Management Capital of the Open Up Group Centered on Human Capital

Intellectual
Capital

An Understanding of
Client Company Needs
and Industry Trends

Understanding of the skills and
qualifications required by client
companies as well as market and
technological trends

A Solid Financial

Base

Human Capital

A Deep and Diverse Pool
of Human Resources

An industry-leading ability to
supply engineers to client
companies, and extensive

The capacity to

generate ¥10.0 billion
or more in free cash
flow annually and a
stable shareholders’

equity ratio

human resources in executive
positions as well as sales,
recruitment, planning, and
administration departments
within the Group

Financial
Capital

Social
Capital

A Robust Client
Company Base

Business with
approximately 3,200 client
companies covering
various industries
including construction,
information and
telecommunications,
transportation equipment,
and machinery
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Management Capital of the Open Up Group Centered on Human Capital

@ Human Capital

Number of Engineers

24,466 persons

(As of June 30, 2025)

Number of Group employees

26,978 persons

(As of June 30, 2025)

In addition to having among the largest number of outstanding
engineers in Japan’s engineer staffing industry, the Group also takes
pride in having executives who share its Purpose and values, as well
as diverse and well-rounded support staff. These employees are
proactive in learning from each other and sharing best practices.
This diversity and depth foster an organizational culture focused on
achieving operational excellence and creating new value.

Human Capital

* Strengthening diversity & inclusion

« Enhancing leadership and management abilities

« Visualization of human capital and utilization of data

* Improving engagement and cultivating company culture
* Development of support staff in their 20s and 30s

Elements to Acquire
and Strengthen
Human Capital
Going Forward

@ Intellectual Capital

Total number of training hours

Approx. 1.57
million hours

(Fiscal year ended June 2025)

Total number of trainees

46,444

(Fiscal year ended June 2025)

Since its founding, the Group has accumulated expertise in recruitment
and training, as well as a wealth of knowledge related to customer
needs and industry trends, which are the Group’s key strengths and
unique intellectual capital. We develop and nurture optimal training
programs for engineers who wish to build careers as engineers,
considering the evolution of technology and trends in client companies.
In the IT infrastructure sector in particular, we have developed an
in-house learning platform, Manabitto, and have begun operating it.

Intellectual Capital

Elements to Acquire « Exploration of initiatives to improve satisfaction
and Strengthen « Enhancement and diversification of training courses and e-learning
Human Capital « Promotion of digital transformation (DX) in training and
Going Forward improvement of learning efficiency through Al utilization

@ Financial Capital

Solid financial foundation Debt-to-equity ratio Free cash flow

Issuer credit 0,24 times ¥8.6 billion
rating: A
(Japan Credit Rating Agency,
Ltd. [JCR])

We continue to provide strong shareholder returns while securing
profit opportunities that exceed the cost of capital, leveraging a
sound balance sheet and the ability to generate stable cash flow. For
growth, we invest cash into creating new value and strive to enhance
sustainable corporate value. Additionally, by sharing, utilizing, and
assessing benchmarks within the Group, we efficiently manage funds
and ensure appropriate risk management, all of which contribute to
optimizing overall Group management.

Elements to Acquire
and Strengthen
Human Capital
Going Forward

« Further improvement of capital efficiency
* Promotion of M&A and business investments
» Strengthening shareholder returns

@ Social Capital

Number of client companies Transfer to customer companies

Approximately 1,896 persons

3 2 O O compa nies (Between July 2021 and June 30, 2025)
]
(As of June 30, 2025)

We have approximately 3,200 client companies across a wide range of
industries, including construction, information and telecommunications,
transportation equipment, and machinery. This customer base and the
trust-based relationships we have with our clients form unique social
capital for the Open Up Group, leading to the creation of opportunities
for engineers to thrive. By increasing the number of engineers and
expanding our client base, we will open up the potential of more
workers and achieve growth.

« Ability to propose solutions that meet evolving talent needs of clients
Elements to Acquire » Strengthening collaboration with business partners, such as
and Strengthen recruitment agencies
Human Capital * Increasing recognition of the Open Up Group brand
Going Forward » Promoting collaborative projects with external organizations in
the sustainability field
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Business Model

A Willingness to Hire Inexperienced
People Coupled with a Strong Engineer
Training Model

Our model for training engineers is our greatest strength.
Under this model, we hire inexperienced people and help
them gain practical knowledge and skills, ensuring that they are
ready to start work at the companies they are dispatched to.
The number of people who study engineering at
universities and other institutions and then go straight into

the workplace constitutes only a handful of the engineers

Our Target Areas

Senior-level

T

New graduates and
inexperienced hires

1

Entry-level

(3]

Open Up Group’s position

that companies actually need. At the same time, there is a
pool of potential candidates who are interested in positions
with these companies but who feel that they have not had
the chance to learn the necessary skills, or that they are
unable to take the first step on their career path without
any technical work experience. These are the candidates
we are willing to hire—people who have the desire to work
as engineers but who may not have experience. We give
them the opportunity to gain the knowledge and skills they
need to succeed through extensive training and follow-ups.

In Japan, where the labor force is on the decline, there is

already a shortage of engineers; this is particularly
noticeable in IT fields. Additionally, as technology evolves
and the need for in-house technology development
increases, companies are increasingly interested in using
engineers with entry- to mid-level knowledge and skills.
Accordingly, this segment of entry- to mid-level engineers
is the largest in the engineer staffing market. We have
responded to this demand by hiring inexperienced people
and training them through our engineer training model,
which has enabled us to build a solid position in the staffing

market for engineers.

o A&)

“Engineer First”
preferences

\.

( Open Up Group \

Matching inexperienced candidates with jobs that
suit their desired career path and challenges

Listen to applicants’

S

o

Find jobs that
match applicants’
preferences

Match applicants with
suitable jobs

B - G

“Customer First” .
clients

r Other Staffing Companies h)

Matching candidates (experienced professionals) to meet client orders

Take orders from

» @ , &E

Find candidates that
meet the client’s
requirements

Match candidates
with clients
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Business Model

Helping working individuals open up
their careers as engineers

Our method of hiring inexperienced people and training
them through our engineer training model is underpinned
by comprehensive training programs and support systems
for our engineers. The Open Up Group has operating
companies working in segments that include machinery
and electronics, IT, and construction. These companies

have developed a thorough understanding of technology

trends, market-recognized qualifications, and customer
needs, as well as extensive expertise in encouraging trainees
in their pursuit of learning. By taking advantage of this
understanding and expertise in developing and managing
our training program, we can facilitate a smooth and
efficient learning process.

Alongside our training programs, the support framework
is also a key focus for the Open-Up Group. Beginning
with interviews and comprehensive assessments after

hiring to understand an employee’s abilities, attributes,

“Workers first” Follow-up Framework

+ Discourage employees from resigning
prior to assignment by using daily
questionnaires to check their
understanding of training and resolve
any concerns

* Prevent mismatches between employees and
placements

Joining the
company and
training

. « Clarify the preferences of engineers
Assignment through interviews

ol o [Tl 1=l * Prevent mismatches between employees and
placements

+ Maintain regular contact and visits

On * Conduct monthly employee
satisfaction survey for engineers

* Retention analysis using Al and
other tools

assignment

Group Support System

& — i

Sales Employment
representatives consultation

Support for daily Regular meetings and
matters and current various employment
work assignments consultations

- Engineers
Career External consultation
consultants channels
Career Healthcare consultation
counseling and internal
reporting
Employee
development
support

and aspirations, followed by matching and placement
after training, post assignment follow-up, and career
advancement after gaining experience, we continually
pursue the optimal system to support engineer growth
and career development based on our “workers first”
approach. In particular, when an engineer transfers
permanently to a client company, we view it as a
graduation from our organization and support it as a

valid career path for engineers.

(@ \

(Companies)
657

473

404
362

FY22 FY23 Fy24 FY25

Complete automobile

i Comprehensive IT service
manufacturer :

provider

Automotive parts

Major Sler
manufacturer arer Slie

Semiconductor manufacturing

Major telecom provider
equipment manufacturer

Semiconductor device
manufacturer

Major general contractor

etc.
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Open Up Purpose Index (OPI)

The Open Up Purpose Index (OPI) has been established as a
non-financial indicator under the medium-term management

policy formulated in July 2024. It is designed to track
improvements in our engineers’ engagement and their
progress in developing their potential and taking on new

challenges as individuals. For those indicators with defined

targets, we set change rates and cumulative figures through

fiscal 2027. This allows us to monitor the progress of our

human capital initiatives for engineers.

Measured from engineer surveys

Work Experience Satisfaction
In the engineer staffing business, satisfaction with
both the work experience at the client company
and within the Open Up Group is essential. It is a
significant factor in the engagement of engineers
and serves as a key indicator.

Based on the first half of fiscal 2025,
the target is to achieve an average
value of 1.1x or more by the second
half of fiscal 2027.

Target: 7 companies*?

Career Confidence
These Open Up Group efforts serve as an
important indicator of whether our initiatives
are providing opportunities and support for
opening up engineer careers and having a
positive impact on the future of our engineers.

Based on the first half of fiscal 2025,
the target is to achieve an average
value of 1.1x or more by the second
half of fiscal 2027.

Target: 7 companies*?

Satisfaction with Support
This measures the satisfaction with training,
career development, and support for engineers.
It is a significant factor in the engagement of
engineers and serves as an important indicator.

Based on the first half of fiscal 2025,
the target is to achieve an average
value of 1.1x or more by the second
half of fiscal 2027.

Target: 7 companies*?

The OPI consists of six components. Three of them—
Work Experience Satisfaction, Career Confidence, and
Satisfaction with Support—measure the effectiveness of
training and career support based on regular, multi-
perspective surveys of engineers. Two additional components,
Length of Service Extension Rate and Number of Step-Ups,
track achievement of internal certification standards and

The rules governing remuneration for directors and
corporate officers include non-financial performance
requirements, and the OPI is one of the targets used in this
framework. This allows management to focus on the OPI
and, through measures that enhance the quality and
significance of the engineer’s work experience, aim to
expand the business.

the expected duration of employment as a result of

opening up possibilities. Salary Growth Rate visualizes

Please refer to “Director Remuneration” on page 56 for details.

income growth from the third year onward.

Career
Confidence

Satisfaction
with Support

Work
Experience
Satisfaction

Open Up
Purpose Index

Salary Growth
Rate

Length of Service Extension Rate

The annual turnover rate of engineers is
calculated based on years of service, multiplied
by the number of employees at each fiscal
year-end. The expected length of service is
measured annually, to improve this expectation
from the baseline year onward.

Based on the turnover rate for fiscal
2024, the target is to achieve an
expected length of service of 1.1x or
more by the end of fiscal 2027.
Target: 3 companies*

Length of
Service
Extension Rate

Number of Step-Ups
Aimed at increasing the achievements of
engineers, this indicator measures achievment
based on internal certification criteria (step-up)
related to the acquisition of technical skills and
knowledge.

The target is to achieve a cumulative
total of 5,000 step-ups by fiscal
2027 (1.1x the previous OPI).

Number of
Step-Ups

Salary Growth Rate
This indicates the average multiple of the total
compensation for engineers in their third, fifth,
and seventh years of service compared to the
total compensation in their first year.

Calculated based on performance

*1 Yumeshin Co., Ltd., BeNEXT
Technologies Inc., Open Up IT
Engineers Inc.

*2 Yumeshin Co., Ltd., Open Up
Construction Co., Ltd,, IR Inc.,
BeNEXT Technologies Inc.,
BeNEXT Solutions Inc., Open Up
IT Engineer Inc., Axis Create Inc.

This item does not have a specific
target but aims for improvement
based on the social climate.
Target: 3 companies*
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Corporate Data

Open Up Purpose Index (OPI)

Progress for Fiscal 2025

1. Work
Experience
Satisfaction

Results for
Fiscal 2025

- %
(first year of
measurement)

Targets for
Fiscal 2027

1.1x or
more

‘ Explanation

Measured using survey results from engineers at the
seven core companies.

For fiscal 2025, the measurement used an 11-point scale
(0-10) with a median score of 5.

The baseline value is 6.19, with a target of 6.80 (1.1x).

2. Career
Confidence

- X
(first year of
measurement)

1.1x or
more

Measured using survey results from engineers at the
seven core companies.

For fiscal 2025, two items were evaluated on a five-point
scale (1-5) with a median score of 6.

The baseline value is 6.17, with a target of 6.79 (1.1x).

3. Satisfaction
with Support

- X
(first year of
measurement)

1.1x or
more

Measured using survey results from engineers at the
seven core companies.

For fiscal 2025, the measurement used an 11-point scale
(0-10) with a median score of 5.

The baseline value is 6.21, with a target of 6.83 (1.1x).

4. Length of
Service
Extension
Rate

0.93x%

1.1x or
more

Measured based on actual results from the three core
companies.

The measurement at the end of June 2024 was 3.51 years,
giving a target of 3.86 years (1.1x).

The result at the end of June 2025 was 3.26 years.

5. Number of
Step-Ups

1,994 persons

5,000
persons

Applies to Japan.

The target of 5,000 persons corresponds to 1.1x the
cumulative total of 4,500 over the past three years.

This indicator counts the number of employees who,
each year, meet the intermediate-level standards for skills
and experience, including training and certifications.

The number of employees reaching the standard each
year is accumulated from fiscal 2025 onward.

6. Salary
Growth Rate

Third year:
118.5%
Fifth year:
123.1%

Seventh year:
131.8%

No target
is set for
this item

Measured based on actual results from the three core
companies (headcount at the beginning of June each
year).

Using the average wage (including bonuses, overtime,
and allowances) of employees with one year or more but
less than two years of service as the baseline, this
indicator shows the wage multiple for employees in the
service ranges of three to less than four years, five to less
than six years, and seven to less than eight years.

Initiatives to Improve the OPI

Notice

For Work Experience Satisfaction, Career Confidence, and Satisfaction with Support,
the baseline period for the initial measurement has been revised. The baseline was
initially set as the first half of fiscal 2025. However, because the final measurement will
be conducted in the second half of fiscal 2027, we revised the baseline to use the
latest survey results from the end of fiscal 2025, enabling comparison during the
same seasonal period.

Work Experience Satisfaction, Career Confidence, Satisfaction with Support
Measurements for fiscal 2025 were carried out as scheduled. While comparisons and year-
on-year changes will be possible with next year’s measurement, characteristics and issues
at each operating company within the Group have already been identified and are being
incorporated into follow-up and career-development initiatives for engineers.

Length of Service Extension Rate
Results declined to 0.93x compared with fiscal 2024. Turnover worsened in both the
construction and IT fields during fiscal 2025, and this is reflected in the OPI outcome.

Number of Step-Ups
As this is the first year of the cumulative total, the results indicate that engineer skill
development is progressing at the planned pace.

Salary Growth Rate
In fiscal 2025, major private-sector companies in Japan recorded a very high average wage
increase of 5.52%, according to the Ministry of Health, Labour and Welfare.*

The salary growth rate from the first year of employment to subsequent years at our
company is roughly equivalent to what would result if wage increases in the 5% range
continued annually.

Starting salaries—particularly for new graduates—are expected to continue rising, and as
this OPI uses first-year salary as the baseline, the multiplier is expected to come under
downward pressure. Nevertheless, by extending the length of service and enhancing engineer
capabilities, we will continue to promote charge-ups to improve remuneration, including salaries.

* Ministry of Health, Labour and Welfare, “Spring Wage Increase Requests and Settlement Status for Major Private
Companies in fiscal 2025.”
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Human Capital Management at the Open Up Group

Approach to Human Capital Management

To realize the Open Up Group's Purpose of “Open up individual
potential through rewarding work,” the most important
management resource for generating sustainable value is
human capital. For the Open-Up Group, which is involved
in the human resources services industry, the enhancement
of human capital is a fundamental theme at the heart of
our business. Since its founding, the Open Up Group has
been improving corporate value and contributing to societal
development by creating new value by resolving the mismatch
between job seekers and industry, a significant social issue
in the labor market. Moving forward, to continue responding
flexibly to rapid changes in the environment and create

C Human Resources Strategy )

Fairness

|

Strengthenin
I} g g

Challenge .
Human Capital

Diversity

Under the four key principles of UP T, Fairness, Challenge,
and Diversity in our Human Resource Policy,
we implement human resources measures aimed
at improving the engagement of support staff.

value, we believe it is crucial to cultivate human resources
capable of responding to these changes and taking the
next step, bringing out the potential of each individual.

Human Capital Management for Purpose
Realization

In August 2024, the Open Up Group announced its new
medium-term management policy, outlining the approach
to human capital management for Purpose realization and
the key initiatives to focus on moving forward.

The medium-term management policy outlines the Open
Up Group's focus on further unlocking the potential of
each support staff member and engineer. Key initiatives

include strengthening core competencies by enhancing
human capital support staff and creating engineers by
strengthening the coaching model. Additionally, the policy
emphasizes improving the work-life experience of all
employees through efforts such as promoting flexible work
styles and providing opportunities for reskilling, all aimed
at maximizing the potential of each individual and driving
human capital enhancement initiatives.

The Open Up Group will continue to be a company that
is chosen by each support staff member and engineer. By
creating more opportunities for employees to encounter
more work opportunities and unlocking new possibilities,
we will work toward realizing Our Purpose.

( Business Strategy )

( Expansion of Created Value )

( Core Competence \

Matching Ability
Development Ability

Efficient Management

Sales Ability

Recruitment Ability

Source of Core Competencies
Human Capital of
\ Support Staff )

( Human Capital of Support Staff )

Unlike work-life balance, which refers to a better balance between work and life, work-life experience focuses on enhancing the value of the experience of
working itself. In a time when diverse work styles and values are emphasized, companies need to create an environment where employees are satisfied
and can fully utilize their abilities in order to sustain growth. Improving work-life experience is a crucial initiative that leads to higher employee retention,

Work-life experience —

improved productivity, and the creation of innovation.

Provision of
growth

opportunities

Indicators

Realizing
Our Purpose

OPI and
Other

Human Capital of Engineers
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Human Capital Management at the Open Up Group ( Strengthening the Human Capital of Support Staff )

Message from the Head of Human Resources

Increasing employee engagement to
differentiate ourselves and be a highly
competitive human resource company

Mitsuyoshi
Matsumoto

Corporate Officer of
Human Resources

By definition, the basis of a human resource services business such
as ours is its human capital. Accordingly, the strengthening of a
company’s human resources will lead to business growth. The
Group’s human resources are broadly divided into two categories:
engineers who work at dispatch locations, and support staff who
are involved in activities such as recruiting and securing placements
for these engineers and technicians. The engineers that we employ
have high mobility in the job market and thus it is necessary for us
to deliver a high degree of satisfaction not only to client companies
but also to our engineers themselves, making the enhancement of
their job satisfaction and sense of growth essential. | personally
oversee support staff across the entire Group, who play a key role
in enhancing satisfaction for both client companies and engineers.
In 2023, we enacted the Human Resource Policy, a Group-wide policy
for support staff that aims to increase productivity through individual
support staff growth and retention. An additional goal of the policy
is to increase sales revenue and operating profit margin per
employee—in other words, the productivity of our human capital—
and then return this back to employees in the form of benefits.

We are currently working on utilizing the indicators presented
by ISO 30414, an international standard for human capital, in order

to quantify and visualize our human capital. On the qualitative side,
we are reforming our personnel system to monitor organizations,
management, and working environments, and are promoting
activities in accordance with the Human Resource Policy. In addition,
we have established roadmap indicators through 2030 as measures
of how our human resources policy is being put into practice. By
formalizing these indicators, underlying issues have become clearer;
most notably, stagnation in positive response rates related to
engagement and to the remuneration and evaluation system.

We believe that the key to addressing this challenge lies in
Performance Management (PM). By shifting from traditional human
resources practices centered on evaluation to a PM approach that
emphasizes support for employee growth, we aim to accelerate
individual development and transform our team of support staff
into a more highly motivated organization. Challenges that have
historically accompanied PM introductions, such as the heavy
burden on managers and the need for accurate observation, can
be mitigated with Al. This enables the delivery of data-driven, fair,
individualized reports, provides personalized growth guidance, and

Human Resource Policy

reduces managerial workload through Al-based preliminary
evaluations and automated comment generation.

The future of human resources lies in the ability to make what
was previously invisible visible. By leveraging Al, personnel
management, development, and evaluation processes that once
relied on experience and intuition will evolve into more scientific,
widely accepted systems. In addition, we plan to roll out a voluntary
application-based internal transfer system across a broad range of
roles. By consistently supporting employees’ professional capabilities
and career development in this way, we expect engagement to rise
naturally and behaviors that enhance satisfaction among client
companies and engineers to be further encouraged.

In closing, it is my belief that the stakeholders that the Group
should consider first are our employees. In order for our engineers
to enjoy good work experiences within the Open-Up Group, it is
necessary to increase the engagement of our support staff at the
same time. | am convinced that by doing this we can differentiate
ourselves and be a highly competitive human resource company.

Key Human Capital KPIs for Support Staff

a 0 024 0 026 2030
gp . i th -.: : . Performance | Performance | Performance | Targets Targets

romote continuous grow
of both individuals and Engagement? 44% 44% 44% 49% 60% improvement
OIERIIZEBINS: Productivity? Continuous year-on-year improvement C;;at;niumopurf)zs;anrég?-
;ael\:vr«]aercsjsroles and outcomnes Wage levels Continuous year-on-year improvement BM 120%*
fairly, regardless of attributes '“ter;tri'?g.gy’rﬁzmi““e 54% 55% 55% 59% 70% or higher
such as age or gender. Remuneration and

hall airne performance 34% 36% 36% 40% 50% or higher
Cha anfe . . evaluation systems
Provide further growt

9 L 2| I8 Growth opportunities 34% 40% 42% 45% 60% or higher

support and opportunities for
those who take action toward Inclusion 46% 47% 47% 51% 60% or higher
SN Dive Well-being 50% 51% 52% 54% 60% or higher
Diversity Ratio of female .
Support diverse work styles managers® % 13% 14% 16% 30% or higher

that contribute to improved
performance

the relevant questions in the EX Survey.

Except for the ratio of female managers, the percentages shown in the table indicate the share of positive responses to

2 Engagement is defined as the average positive response rate across three items:
(1) sense of achievement in one’s work, (2) willingness to contribute beyond assigned responsibilities, and (3) likelihood of
recommending the company to others (e-NPS).

Operating profit per support staff.

AW

equivalent to management positions.

BM (benchmark) refers to the average for employees aged 30-39 at companies with 1,000 or more employees.
The ratio of female managers is calculated as of the end of July each year. Managerial positions include specialist roles
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Human Capital Management at the Open Up Group ( Strengthening the Human Capital of Support Staff )

Promoting Human Capital Management
Using DX

The Open Up Group aims to present diverse opportunities to each
individual through work and to be a presence that can provide
support when necessary. Furthermore, providing a platform that
supports such work styles brings new possibilities to many
companies and organizations. In our DX initiatives, we aim not only
for efficiency and cost reduction but also to enhance the experience
of customers and employees, create new business models, and
establish a competitive advantage. Achieving this requires not only
the use of cutting-edge technologies but also ensuring that all
employees understand the importance of transformation and fulfill
their respective roles. The Open Up Group is advancing reforms
utilizing digital technologies to achieve this goal.

Enhancing Human Capital Using
Advanced Technology

Al, including generative Al
* We plan to improve operational efficiency through generative Al
and enhance decision-making by utilizing Al analysis results.

Big Data

« In addition to structured data stored in business systems, we also
analyze unstructured data such as videos, audio, images, and
social media, and implement its effective use in business
operations.

Remote Work

* By using collaboration tools in a secure environment, we enable
work styles that suit employees’ lifestyles.

» To reduce stress from remote work, we have strengthened online
counseling and mental health care support.

Initiatives to Support the Growth of People and the Organization

To strengthen the foundation for sustainable value creation, we are promoting initiatives that foster individual growth and build organizations

that leverage diversity.

Leadership Development Program (LDP)

This program develops leaders who can think and act autonomously, embrace ongoing challenges, and engage others in times of change.
By combining critical thinking training with participants from other companies and internal group-based programs, participants enhance their
initiative and communication skills while exploring their own leadership style and sense of purpose.

Training Program Feedback

Miho Kobayashi

Chief, Human Resources Department

Open Up Group Inc. m

We launched the LDP to develop leaders capable of driving organizational
transformation in a rapidly changing business environment. Through
dialogue with senior management, interaction with companies both
inside and outside the Group, and group-based learning, we are seeing
clear behavioral changes, including greater initiative and a broader
perspective. One particularly meaningful outcome has been the increase in
proactive behaviors, such as delivering results as a team and independently
proposing improvements. The program has also fostered networks across
Group companies, and we expect these connections to further expand
opportunities for mutual learning going forward.

Women’s Empowerment Project

Participant Feedback

Takuya Kuwamura

General Manager, Sales Department 1
Metropolitan Area Sales Headquarters
Yumeshin Co., Ltd.

| am sincerely grateful for the opportunity to participate in the LDP.

The critical thinking component helped me recognize the limitations of
my own perspective, and the latter part of the program, where | learned
the importance of emotions, became a major turning point in how |
approach management. Through the coaching | am currently receiving,
using discussions as a sounding board has helped clarify challenges
and identify next actions. By working through the PDCA cycle, | am
experiencing tangible behavioral change. | believe this program offers an
outstanding opportunity for aspiring next-generation leaders to achieve
meaningful personal growth.

To realize Our Purpose, we are promoting an environment where anyone motivated to do so can fully demonstrate their abilities and continue to

grow. As an initial step, we have focused on women, the largest minority group, providing opportunities for dialogue and career development to

foster continuous growth for both individuals and the organization.

Project Team Member Feedback

Miho Kobayashi

Chief, Human Resources Department
Open Up Group Inc.

The Women’s Empowerment Project began with the planning and
implementation of a Company-wide survey in 2022. By fiscal 2025, the
project had moved into full-scale operation, supported by three dedicated
subcommittees focused on dialogue, events, and surveys. Together with
members from Group companies, we have conducted dialogue sessions
and workshops that have received positive feedback, such as “interacting
with colleagues from other companies was motivating” and “it was helpful
to be able to share concerns openly.” Beginning in fiscal 2026, reflecting
our belief that empowerment should extend not only to women but to
everyone, the initiative will be renamed the Diversity Promotion Project.
For me personally, as a project member, this initiative has been both a
valuable learning experience and an enjoyable one.

Participant Feedback

Mayumi Murayama

Event Promotion Section, Communication
Engineering Promotion Department, Corporate
Planning Division, Open Up IT Engineers Inc.

| have been involved in the Women’s Empowerment Project, which has
been conducted across the Open Up Group, since 2022. By advancing
this project, | have had opportunities to exchange ideas with colleagues
across Group companies and to participate in initiatives such as
implementing a Group-wide survey, experiences that are difficult to gain
through my day-to-day work. | have also heard that this project has
served as a catalyst for the launch of policy reforms and original
initiatives at individual Group companies. Through this project, | feel that |
have been given a meaningful opportunity to contribute to the realization
of the Group’s stated Purpose.
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Human Capital Management at the Open Up Group ( Strengthening Human Capital of Engineers )

Training System for Engineers

The Open Up Group places a strong emphasis on improving the work-life experience of each engineer. We are committed to maximizing their abilities by promoting flexible work styles and providing opportunities for
reskilling, all aimed at maximizing the potential of each individual and driving human capital enhancement initiatives.

Machinery and Electronics Segment

In the machinery and electronics field, we dispatch engineers to a
broad range of industries, including automotive, energy, semiconductor,
and consumer electronics. The Group places strong emphasis on
supporting diverse talent—including those from non-technical
backgrounds and individuals with no prior experience—until they are
fully established as engineers. To this end, we have built a comprehensive
training environment that enables seamless learning, covering
everything from mechanical and electrical fundamentals to
semiconductor equipment and IT infrastructure. In fiscal 2025,
machinery and electronics, semiconductor, and basic IT training were
consolidated at our Odaiba Training Center in Tokyo. By coordinating
curricula and sharing instructor resources, we have balanced enhanced
training effectiveness with greater operational efficiency. In addition,
to accommodate trainees from across Japan, the Company covers
the cost of monthly apartment accommodations during the
training period, providing growth opportunities that transcend
geographical limitations.

Characteristics of the Training

As part of onboarding training, we offer four programs: Machinery
and Electronics Training, Semiconductor (Semicon) Training, C
Language and Microcontroller Training, and the newly introduced
IT Fundamentals Training. Each new hire selects a training program
based on individual preferences. The Machinery and Electronics

Training provides systematic instruction in mechanical and electrical
fundamentals, drafting and drawing interpretation, materials
mechanics, and hands-on 3D CAD practice, building the foundational
skills required to perform effectively in manufacturing environments.
The Semiconductor Training has been restructured into a one-month
program that combines machinery and electronics fundamentals in
the first half with classroom instruction and practical training using
semiconductor equipment in the second half. Through this program,
participants aim to develop a versatile skill set applicable to both
equipment and semiconductor manufacturers. In addition, we
have introduced online C language training for those aspiring

to careers in embedded development, as well as a five-day IT
Fundamentals Training program that serves as an entry point into
the IT infrastructure field. These initiatives expand career options
across both hardware and software domains.

Follow-up to Support Retention and Career Development
Within the machinery and electronics field, the semiconductor
industry is characterized by a particularly distinctive working
environment. For this reason, on the first day of semiconductor
training, we provide clear and concrete explanations of working
conditions, including the differences between semiconductor
device manufacturers and equipment manufacturers, expected job
roles, the requirement to wear clean suits, and the frequency of
business travel. These efforts are designed to prevent early turnover

a

Growth Phase

Early Career 1

Indicative

Experience Levels From entry to three years

Four to six years

Example of a Semiconductor Engineer Skill Pathway

Maturity Phase

Seven to ten years

resulting from mismatches in job expectations. In addition, we
visualize career pathways ranging from assembly and maintenance
to field engineer, process engineer, and circuit design roles, together
with indicative compensation levels at each stage, to foster motivation
for medium- to long-term growth.

Across all training programs, we conduct satisfaction and
effectiveness surveys both at the conclusion of training and after
assignment. By continuously monitoring how well training content
is applied in the workplace, we use these insights to refine our
development and retention measures. As a result, we frequently
receive feedback such as “The training gives me confidence to join
the company” and “l want to choose a company that offers strong
training,” indicating that our training programs themselves have
become a core driver of recruitment and retention.

Future Initiatives

Looking ahead, we are considering developing long-term step-up
training programs for mid-career employees in their second to third
years and beyond, with a focus on developing process and field
engineers. By leveraging the Odaiba Training Center as a hub and
establishing mechanisms that enable employees to balance work
and learning, we aim to create career paths that support long-term
employment while deepening professional expertise. Through
these efforts, we will enhance human capital in the machinery and
electronics field and drive sustainable growth.

; Timing of Transition to

| Regular Employment

1 Ten+ years to regular employment
: at a customer company

Even over a short period, I was
inspired by fellow trainees who

Process Engineer

me maintain a highly motivated

Process Support
Engineer : :

Field Engineer

Job Roles Maintenance and
Service Engineer

Career

approach to learning.

Adjustment and
Inspection Engineer |

Assembly

k Engineer
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Participant Comments

shared the same goals, which helped

The training covered the use of tools
such as torque wrenches and torque
drivers, which I now use frequently in
my daily work and have been extremely
helpful in completing tasks efficiently.

Understanding the structure of
transistors and power devices
helped me better grasp my
responsibilities and strengthen
my problem-solving skills.
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Human Capital Management at the Open Up Group ( Strengthening Human Capital of Engineers )

IT Segment

In the IT infrastructure business, growing demand for advanced
skills in cloud and network technologies has led us to focus on
developing and retaining “engineers who continue to learn.”
Centered on our proprietary e-learning platform, Manabitto, we
design each individual’s learning experience—from initial training
before and after joining the Company, to continuous self-development
after assignment, and onward to career paths toward PM and PL roles.
Through this approach, we aim to achieve both skill development
and long-term retention.

Characteristics of the Training

At the time of entry, engineers complete IT skills assessments and
are assigned to one of approximately 40 training schedules,
enabling us to deliver optimal curricula tailored to skill levels from
beginner to experienced professional. Training content is structured
as 5- to 10-minute microlearning modules, with tests at the end of
each chapter that must be passed before advancing, ensuring

thorough comprehension. At the same time, a fast-track option
allows experienced engineers who pass pre-tests to skip specific
modules, minimizing unnecessary time investment. The curricula
follow a T-shaped structure that combines in-depth learning in
specialized areas such as cloud and networking with foundational
knowledge in databases and SQL, as well as business understanding,
project management, and human skills such as critical thinking. We
have also expanded content on generative Al, including
fundamentals, prompt design, and the use of Al tools such as
Copilot that are deployed in actual customer environments,
thereby strengthening practical Al utilization capabilities.

Learning Design That Supports Development and Retention
Our training adopts a hybrid format that combines online learning
via Manabitto with one to two in-person group sessions per week.
During group sessions, participants gather in an ample shared
space and progress through different content at their own pace,
while on-site mentors—former instructors—provide real-time

« Short video content is studied within
predefined courses.

(8 e : N\
IT Training Built on the Manabitto Platform

.I Microlearning Anytime, 2 Learn at the User’s 3 Cohort Interaction and
Anywhere Own Pace Gamification
-
> M

« During training, participants can learn
together while interacting with their cohort

« Content can be viewed on PCs, tablets, and
smartphones, allowing use during travel or
waiting time.

= A learning system with functions customized
exclusively for OPE is used, enabling access
anytime and anywhere.

*Microlearning: A learning style in which study is

conducted over short periods of time.

« Learning styles vary by individual. Whether
progressing quickly or taking time to learn
carefully, learning is supported by a dedicated
team of specialists in line with each person’s
pace.

through team-based structures and group
work.

« Points are awarded based on progress,
rankings encourage friendly competition,
and learning can be enjoyed in an engaging
way.
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support and learning consultations. Progress is visualized online,
enabling mentors to proactively follow up with participants who
remain on the same chapter for extended periods. We have also
introduced gamification features that award internal points for
training completion or specific module completion. These points
can be exchanged for items such as computer peripherals or
everyday goods. In addition, interactive features such as voice
prompts and quizzes from the character “Nyabit-chan” create

an enjoyable learning experience. Even after the assignment,
engineers can quickly acquire the knowledge needed in the field
through continuously updated Manabitto content, fostering a sense
of growth through self-directed learning and supporting retention.

Developing PL/PM Talent and Career Paths

We position network-related contract projects as incubation
opportunities for PM and PL development, designing OJT
experiences that enable engineers to serve as sub-leaders or PM/
PLs on projects with teams of up to approximately 20 members
from the Company. Recognizing that PM/PL skills cannot be
developed through classroom learning alone, we emphasize
hands-on experience on real projects, enabling the systematic
acquisition of management skills through decision-making and
team leadership. By establishing such career paths and presenting
a clear growth trajectory toward leadership roles, we seek to
enhance medium- to long-term retention and engagement.

Future Initiatives

Looking ahead, led by the Learning Experience Promotion
Department, we will accelerate content development based on
feedback from client companies and surveys of engineers. In
addition to leveraging external learning materials, such as general-
purpose Windows 11 content, we will continue to release original
company-specific content monthly on topics including cloud,
security, and Al utilization. Through these efforts, we aim to create
an environment where engineers can continue learning without
losing motivation. We also plan to extend our training expertise
beyond the Company by supporting engineer training for client
organizations. Through these initiatives, we will contribute to the
advancement of human capital in the IT infrastructure domain
while enhancing the value added of our business.
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Human Capital Management at the Open Up Group ( Strengthening Human Capital of Engineers )

Construction Segment

Organizational Restructuring

At Yumeshin Co., Ltd., close collaboration between the engineer
follow-up function and the sales organization has long supported a
work environment in which engineers can feel secure. To strengthen
retention and career development more consistently, the follow-up
function was integrated into the sales organization in July 2025.
This shift established a job placement management-focused
structure in which sales teams oversee the whole cycle, from
assignment proposals to post-placement follow-up and ongoing
career support. In January 2026, the sales position was renamed
“Career Agent,” and efforts are underway to rebuild it to be
recognized as a career support organization.

To allow sales staff to focus more fully on both engineers and
client companies, two new functions were created: a department
responsible for matching and a department responsible for career
support. The matching department specializes in identifying the

most suitable engineer-to-assignment combinations, while the career
support department conducts career consultations, paperwork,
and other tasks as a kind of second mentor.

Training programs are also being reexamined. Instead of being
designed solely by instructors, programs now incorporate Career
Agents’ perspectives, redefining objectives based on the types
of engineers the Company aims to develop and the level of
readiness required at the time of assignment. Beyond technical
knowledge, greater emphasis is placed on mindset development
and improvements to the training environment. These efforts help
reduce reality shock at onboarding and assignment, supporting
earlier and more stable retention.

Compensation Improvements

Compensation systems are being enhanced to improve engineer
satisfaction and retention. Amounts previously paid as bonuses are
now distributed evenly across 12 months and incorporated into

a
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support after assignment
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Issues are shared through three-party meetings
Client companies, engineers, and Career Agents work together
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monthly salaries, raising base pay and creating a structure that
ensures stable income even as overtime hours decrease due to
workstyle reforms. In addition, regardless of seniority, employees
receive a fixed overtime allowance equivalent to 20 hours each
month while actively working. Furthermore, the salary structure has
been reviewed and allowances consolidated into three categories,
improving clarity and transparency of the system while also
contributing to greater efficiency in administrative operations.

Training for Non-Japanese Engineers

At Open Up Construction, onboarding programs are designed to
help non-Japanese engineers begin work at Japanese construction
sites with confidence. Entry-level training places strong emphasis
on professional etiquette and basic communication skills. Using VR,
participants repeatedly practice greetings, bowing, self-introductions,
listening posture, and other behaviors unique to Japanese business
culture, helping to ease anxiety around interpersonal communication.
Training materials also address differences in units of measurement,
calculation methods, and technical terminology used in daily work,
proactively supporting areas that often cause difficulty in the early
stages. Three months after the assignment, follow-up interviews
are conducted in which engineers reflect on their experiences and
emotional changes using an “emotional curve.” By comparing this
reflection with feedback from sales staff, engineers can identify
gaps between their original goals and their current situation.

These initiatives encourage self-directed growth and contribute

to early retention.

T

Onboarding Training for Non-Japanese Engineers
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Challenges Recognized in Engineer Retention and the Open Up Group’s Response

The Open Up Group is implementing continuous improvement
activities for engineer retention. During fiscal 2025, the Group
launched a Group-wide project involving its core subsidiaries—
BeNEXT Technologies Inc., Open Up IT Engineers Inc., and
Yumeshin Co., Ltd. With the cooperation of Professor Tomoyuki
Suzuki of the Graduate School of Economics, Kokugakuin
University, the project aimed to make challenges in recruitment,
development, and retention visible and to explore improvement
measures through a scientific, data-driven approach. This page
presents the findings of that research.

Addressing Reality Shock

Across the Group, the highest number of resignations occurs during
the first year of employment. Interviews with former employees
and those identified as at risk of leaving revealed four primary
drivers of turnover: mismatches between individual preferences
and assigned placements, insufficient internal support, dissatisfaction
with working conditions, and challenges related to work-life balance
and motivation. In addition, many early resignations stem from
gaps between expectations formed before joining, particularly
regarding training and job content, and the actual level of difficulty,
working environment, or organizational culture encountered after
employment. This phenomenon is referred to as “reality shock.”

To reduce reality shock, the Group has established a dedicated
support framework that provides structured interviews and career
consultations, enabling timely, appropriate responses to concerns
or uneasiness during the initial employment phase and preventing
individuals from facing issues alone. The period from pre-assignment
through the first three months after placement is designated as an
enhanced follow-up phase, during which employee conditions are
monitored closely. Analytical results show that satisfaction improves
as feedback from client companies and responsible sales staff
increases. By conducting surveys and one-on-one interviews, the
Group believes it can support stable and sustained employment.

Importance of Feedback

The analysis confirms that higher-quality feedback contributes
directly to lower engineer turnover. Specifically, turnover rates
decline markedly as the number of evaluation comments received
annually from client companies increases. Notably, the data show
a 0% turnover rate among engineers who received feedback three
or more times per year, underscoring the critical role of regular,
meaningful feedback in career development. Consistent feedback
enhances engineers’ awareness of their growth and future career
paths, which, in turn, is expected to strengthen their long-term
commitment to their work and the organization to which they are
assigned.
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Satisfaction Surveys and How the Results Are Used
To improve engineer satisfaction, the Group conducts satisfaction
surveys twice a year and uses the findings to reinforce related
initiatives. The survey comprises 46 questions and analyzes results
across two dimensions: engagement and engineer satisfaction.
The analysis shows that perceived self-growth has the most

significant impact on engagement, while satisfaction is most
strongly influenced by satisfaction with treatment and compensation.
In addition, lower company recommendation scores are associated
with higher turnover rates, prompting the Group to prioritize
initiatives to improve recommendation levels.
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Deeper analysis also indicates that engineers are highly satisfied

with safety-related aspects of their assigned workplaces, including
facilities and overtime conditions, as well as with communication at
their assignments. By contrast, many engineers feel they cannot
fully maximize opportunities to acquire and apply technical skills.
To address this gap, the Group is strengthening career development
support by sharing information on internal programs, qualifications,
and career experiences; introducing role models; and providing
opportunities for dialogue with support staff to help engineers
develop a clear vision of their future careers.
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Examples of Creating Value

Sharpening Technical
Skills, Inspiring People,

and Leading Organizations

— The Evolution into
a Playing Manager

Masato Iwata

Development Engineer / Sub-Manager
BeNEXT Solutions Inc.

Why | Chose BNS: A Culture Grounded in
Conviction and Trust

| chose to join BeNEXT Solutions Inc. (BNS) as a new graduate

in 2016 because | was convinced that the age of computing
technologies would continue to accelerate. More than anything,
however, it was the warmth of the people, who genuinely respect
individuals and engage with them with care, that made the decision
clear. Since joining the company, | have worked primarily in the
development of automotive ADAS (Advanced Driver Assistance
Systems), a rapidly growing field. My experience spans multiple
specialized areas, from developing evaluation software that ensures
high levels of safety and functionality to building infrastructure
environments that improve development efficiency. In a technological
landscape that evolves at a remarkable speed, continuous learning
is essential. At BNS, there is a strong culture of encouraging those
who are eager to learn to take on new challenges and supporting
their growth wholeheartedly. This environment has become the
foundation of my career as an engineer and a key driver of the
company'’s technical strength and business growth.

A Turning Point That Brought a Customer
Perspective and Revealed the Importance of
Relationship Building

A defining moment in my career was my assignment to DENSO
Corporation. | was the first engineer to be involved at the core of

A

development through this type of assignment. While the change
in environment was not without anxiety, my determination to
seize the opportunity for growth pushed me forward. Experiencing
projects from the client’s perspective, rather than solely from the
contractor’s side, significantly broadened my outlook. | learned
that technical capability alone is not enough—understanding the
true value the other party pursues and building strong, trust-based
relationships are essential. As a leader, | now focus on engaging
deeply with each team member’s strengths and individuality.

By communicating in ways that suit each person based on
relationships rooted in trust, | aim to bring out the team’s full
potential. A senior colleague taught me one principle that
continues to guide me: deliver what has been done, even if it’s
just 70 percent complete, and improve through feedback.
Producing output early and refining it iteratively leads to both
speed and quality. Embracing this mindset marked a significant
turning point in my personal growth.

Now, in my tenth year, | aspire to become someone who is
always relied upon when challenges arise. | will continue to
challenge myself as a playing manager who contributes through
technical expertise, leadership that motivates people, and team
management that brings organizations together. My greatest
mission is to bring the advanced perspectives and experience
gained through my assignment back to BNS and to help drive
the growth of the next generation.

Message from a Career Supporter

Fumiaki Sugiura

Group Manager

Al Recognition Group,
Technical Development Division
BeNEXT Solutions Inc.

Since joining the current team in 2020, Mr. Iwata has established
himself as a key contributor, combining strong communication
skills with solid technical expertise to lead his assigned projects.
Beginning in September 2024, he has been working on
assignment at a client site with the goals of strengthening
client relationships, expanding business scope, and bringing
technical insights back into the company. The client has
consistently and highly valued his contributions. By gaining
an external perspective on BNS, he has also been able to
benchmark our organization against others and provide
constructive internal feedback on both strengths and areas for
improvement. This has enabled quicker responses to necessary
changes and helped build strong trust with the client. Looking
ahead, we expect Mr. Iwata to continue applying his strengths
to the fullest, working closely with the team to achieve even
greater results while supporting ongoing team growth and
further strengthening confidence in BNS.

Message from the Client

Kiyoto Yagihashi

Engineering Office No. 7

Safety Sensor and Component Engineering Division No. 1
DENSO Corporation

In a new environment, Mr. Iwata integrated seamlessly into
the team in a short period of time and quickly built strong
relationships of trust, which made a lasting impression on us.
He communicates proactively and consistently takes the
initiative in regular meetings and discussions, sharing issues
and improvement ideas that have energized the organization.
He has become a highly dependable presence. He is currently
working on the technical challenge of visualizing the AD/ADAS
development environment, and by using visualized data to
operate an optimal development environment, he has made a
significant contribution to improving the competitiveness of
our AD/ADAS products. Even when tackling unprecedented
challenges, he demonstrates strong problem-solving skills by
drawing on both internal and external expertise, evaluating
multiple options, and identifying the best possible solution.
His performance clearly reflects your company’s ability to
develop exceptional talent, and he provides indispensable
value to our workplace.
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Examples of Creating Value

Growing into an Engineer
with Both Technical and
Management Strengths

Akane Hirama

Team Leader

Solution Development Department,
Solution Division

Open Up System Inc.

A Company That Truly Values Its Engineers
Although | come from a non-technical academic background,

| chose a career in IT because | wanted to build practical skills.

It was an entirely unfamiliar world, but | felt it was worth the
challenge, so | decided to take the leap and join Open Up System
Inc. (OPS). In the early days after joining, | often felt anxious.
During training in particular, | was overwhelmed by the skill level
of more experienced engineers and found myself feeling rushed
and uncertain. However, as | accumulated hands-on experience
on the job, my understanding gradually deepened. What | truly
appreciated was how closely OPS links training with real work.
The structure allows you to apply what you learn directly in the
field. Thanks to the attentive support of my managers and senior
colleagues, | was able to build confidence step by step.

If | had to describe OPS in one phrase, it would be “a company
that truly cares about its engineers.” That was the impression | had
before joining, and it has proven to be accurate. | started with C#
development, and at my manager’s recommendation, | took on
Python development despite having no prior experience. Later,
| also became involved in supporting citizen development using
Microsoft Power Platform, which significantly broadened my
technical skill set. When you say, “I would like to try,” the response
is, “Let’s give it a try.” That kind of environment has strongly
supported my growth.

Challenge Made Me Who | Am

Currently, | work in citizen development support, helping clients

develop their own systems by working with them from requirements
definition through application development. The most rewarding
moment in my work is when my proposals take shape and clients
express their appreciation. At the same time, | have taken on the
role of team leader, guiding a team of ten. When mentoring
others, | consciously recall my own days as a beginner. | try to
communicate from their perspective and explain things in clear,
accessible terms. When working with clients from different
industries, | also make an effort to avoid technical jargon and
explain concepts in plain language, while focusing on improving
my communication skills and technical abilities.

Looking ahead, my goal is not only to further refine my technical
expertise but also to contribute more in a management capacity.
My ideal is to become a versatile professional who is strong both
technically and in working with people. | want to continue moving
forward without losing my willingness to take on new challenges.
It is precisely because | challenged myself that | am where | am
today, and | look forward to continuing to grow alongside my
colleagues at OPS.

Message from a Career Supporter

Masakazu Fujimaki

Department Manager and Head of OPS Al Lab
Section No. 2, Solution Development
Department, Solutions Division
Open Up System Inc.

Ms. Hirama has been involved in many of the projects under
my supervision, and she consistently demonstrates a strong
ability to adopt new ideas and technologies. Her positive
mindset and flexible approach have been a great source of
support for the team. One particularly memorable moment was
when she transferred from contract development work to a
highly demanding SES project. Despite initial concerns, she
successfully completed the assignment and earned high praise
from the client. Her comment at the time—"It was a challenging
project, but | gained a great deal of experience and am no
longer shaken by most situations”—clearly reflects her significant
growth. Today, she leads the team and has become an extremely
dependable presence. | aim to build an organization where
people can challenge one another and grow together, and Ms.
Hirama is a valued colleague who embodies that philosophy.

| personally find it a pleasure to work with her and look forward
to her continued success and further growth.

Message from the Client

Kiyomi Kawabata
Big Bang System Corporation

Ms. Hirama consistently took on highly challenging assignments
head-on and demonstrated a strong sense of responsibility and
professionalism by maintaining stable performance even under
challenging conditions. Her coordination with clients and
vendors was exceptionally smooth, and she managed all phases
of the work, including on-site operations, without delays. We
highly value her ability to carry out assigned tasks carefully and
reliably, as well as the outstanding quality of her deliverables,
which earned her deep trust from our client. The successful
completion of the project was made possible by Ms. Hirama’s
substantial contributions and her dedicated attention to detail.
Although we were unable to extend the contract due to the
project’s conclusion, her sincere approach to work and warm
personality left a strong impression on us. We sincerely hope to
have the opportunity to work with her again.
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Examples of Creating Value

Turning Learning
into Strength,
Turning Challenge
into the Future

Ju Ju Teh

Construction Engineer
Open Up Construction Inc.

A Challenge Beyond Borders

| am originally from Myanmar. After graduating from an engineering
university in 2019, | worked for about two years in my home country
on architectural design and cost estimation. However, as the social
situation became increasingly unstable, | began to feel that my
growth opportunities were limited. | wanted to study more advanced
technologies and deepen my expertise, which led me to decide to
work in Japan. | arrived in Japan in March 2023 and began working
the following month as a new employee at Open Up Construction
Inc. (OPC). When | arrived, OPC staff met me at the airport to
welcome me and provided full support, including assistance with
opening a bank account and arranging housing. Their support
was incredibly reassuring. Five colleagues joined the company
around the same time, and even now, we get together for meals
about once a week to encourage one another as we move forward.

Continuing to Learn, Continuing to Take on
Challenges

In my current assignment, | am learning Japanese design standards
while training in cost estimation and design drawing. The Japanese
construction industry is characterized by stringent standards related
to both design and construction, with many detailed rules. At first,

| was overwhelmed by the volume of technical terminology. However,
as | came to understand how much attention to safety and quality
is embedded even in a single drawing, | strongly felt that learning

Japanese construction technology is a truly valuable opportunity.
| am still in the middle of my training, but starting in November,

I will begin working on actual projects. | am looking forward to
seeing real construction sites and experiencing firsthand how the
knowledge | have learned can be applied in practice. Looking
ahead to 2026, | plan to challenge myself to obtain the First-Class
Civil Engineering Construction Management Engineer qualification.
Studying for this certification is not easy, but | intend to keep
working steadily toward my goal, building on the experience | have
accumulated so far.

My long-term goal is to fully master Japanese design standards
and become a designer capable of leading entire projects. Japan
is a country prone to earthquakes, and | would like to take on the
challenge of designing high-rise buildings that incorporate advanced
seismic resistance. To achieve this, | believe it is essential to gain
extensive on-site experience. By understanding actual construction
sites, workflows, and the work of skilled tradespeople, | am confident
that the accuracy and practicality of my designs will improve
significantly. Never stop learning. Never stop challenging myself.
That is my belief and my goal. As a member of OPC, | will continue
to refine my technical skills and grow as a person. | hope that my
efforts will one day contribute to buildings that bring safety,
reassurance, and smiles to others. With that in mind, | will keep
moving forward with determination.

Message from a Career Supporter

Tomoya Shimizu

Manager, Global Talent Development Section
Open Up Construction Inc.

Ju is a bright, positive individual with a strong desire to learn and
an excellent ability to adapt to new environments. Even when
assigned tasks outside her academic specialization, she proactively
studied on her own and, with support from her assignment site,
became a contributing team member within a short period. OPC’s
ability to continue recruiting talent from Myanmar is largely due
to the strong performance and results delivered by Ju and the
four other members of the first Myanmar cohort. | am responsible
for both sales and ongoing support for our international employees,
and | genuinely believe that OPC’s foreign national employees
are outstanding professionals. For that reason, | approach client
discussions honestly and sincerely, without embellishment, and
make proposals based on what | truly believe.

Seeing each employee grow and take on new challenges is
an excellent source of motivation for me. Ju, | hope that as new
colleagues join the company, you will share your experience
with them and serve as a positive role model. Let us continue
building your career together.

Message from the Client

Daisuke Akabane

Executive Vice President and Director

ASIA to JAPAN Co,, Ltd.

OPC has established a stable recruitment environment by
providing year-round Japanese-language learning opportunities
overseas. Ju studied civil engineering at one of Myanmar’s
leading engineering universities and graduated at the top of her
class among 320 students. Her proficiency in Japanese reached
a business level within just six months, and she has become

a driving force among her peers through her positive attitude
and leadership.

The success of individuals like Ju reassures students who
follow in their footsteps. The Japanese-language classes offered
in Myanmar are extremely popular, receiving two to three times
as many applicants as available slots, which has helped establish
a steady pipeline for attracting top-tier talent.

In the autumn of 2024, OPC also began initiatives in India,
which has a university student population of approximately 40
million. India is viewed as a highly promising long-term recruitment
market, driven by rising university enrollment rates. Through
pioneering efforts such as offering Japanese-language courses
in partnership with universities that grant academic credit, OPC
is taking a leading role in developing this new talent pipeline.
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Examples of Creating Value

Curiosity Opens
the Door

Azusa Yamazaki

Work Supervisor, Maintenance Group
Nihon Axis Co., Ltd.

Drawn in by Scale and the Beauty of Machinery

| currently serve as a work supervisor in the Maintenance Group at
the Photon Factory (PF), a synchrotron radiation facility operated
by the Inter-University Research Institute Corporation (KEK) in
Tsukuba, Ibaraki Prefecture. My role involves supporting massive
accelerators and highly precise equipment. Before entering this
field, | worked in customer service at wedding venues and restaurants.
| came from a completely different world. | learned about this job
through an acquaintance, but the moment | first saw the PF facilities,
| was overwhelmed. Standing before the sheer scale of the equipment
and the beauty of the machinery, | felt a firm conviction: | wanted
to work here.

The Fulfillment of Seeing My Work Take Shape
and Come to Life

When | first started, | did not know right from left. Frustrated by
my lack of knowledge, | began arriving earlier than anyone else
and studied many times harder than those around me. What
supported me during that time was the careful guidance of senior
colleagues and the qualification support programs provided by
Nihon Axis Co., Ltd. The company offers solid support in obtaining
on-site qualifications, such as crane operation, forklift operation,

and asbestos removal. Just as importantly, when | identified additional

certifications that | felt were necessary, the company readily encouraged
me to pursue them. That environment gave me great reassurance.

Today, | serve as a work supervisor on large-scale projects,
including the construction of new beamlines. My responsibilities
range from scheduling to coordinating with multiple stakeholders.
The work is never easy. However, that is precisely why each decision
and action carries real responsibility and a strong sense of purpose.
When equipment | have worked on is completed and begins operating
successfully, the sense of accomplishment is incomparable. Knowing
that | played a part in the collective effort of many people, and that
the facilities will support research and technological advancement,
gives me a deep sense that my work has taken tangible form and is
truly contributing to others. Being able to accumulate that feeling
day after day is one of the greatest rewards of this job.

| also place great importance on mentoring junior staff as an
education lead. When providing guidance, | focus on explaining
why each task is performed rather than just how. When people
understand the purpose, curiosity naturally follows, and with
curiosity, learning deepens. This belief comes directly from my own
experience of starting with no background in this field.

In my third year at the company, | was entrusted with work

Message from a Career Supporter

Kazunori Sukegawa

Sales Department, Tsukuba Office
Nihon Axis Co., Ltd.

Nihon Axis supports cutting-edge science and technology by
assigning personnel well-suited to research and development
support roles, primarily at national research institutions. Mr.
Yamazaki made a bold transition from his previous role as a
wedding venue staff member into the research and development
field and is currently assigned to the High Energy Accelerator
Research Organization (KEK), where he is engaged in beamline
operation and the maintenance of associated facilities at the
Photon Factory synchrotron radiation experimental facility. He
is highly conscientious, never cuts corners, and approaches his
work with great care and precision. He is also excellent in his
interactions with the researchers at the institute and with visiting
users who come to conduct experiments at the facilities. In
addition, he works well with others, communicates effectively
with colleagues, and is trusted by everyone around him. He is
also kind and thorough when guiding junior members. | can say
this with confidence because | worked alongside him on this
assignment for four years, and even then, | was impressed by
these qualities. In particular, because our work with KEK is
conducted under a contract-based arrangement, we are
fortunate to have a work environment in which all assigned
members can collectively support and train newer staff so that
they can become fully capable at an early stage. Mr. Yamazaki is
highly motivated and approaches everything with a positive
attitude. Since joining the assignment, he has steadily earned
the certifications required for his work and has readily agreed
to participate in this interview. He has become someone to
whom any task can be entrusted with complete confidence.

carrying significant responsibility. That was the moment | first felt
that | had found a true professional strength of my own. From then
on, | decided to continue building my career in this field. There are
still areas | find challenging, but that is exactly why refining my
strengths is so rewarding. The steady accumulation of small
interests has expanded my career to where it is today. Moving
forward, | intend to continue transforming learning into capability
and to keep growing as a member of Nihon Axis.
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Message from the CFO

We have completed the restructuring
of our business portfolio. Looking
ahead, we position fiscal 2026 as a
period of investment to strengthen
our business structure and advance
management reforms. By fully
leveraging our sound and solid
financial base, we aim to achieve
further growth and the sustainable
enhancement of corporate value.

Hiroshi Sato
Director, CFO

Transformation Achieved in the Machinery and
Electronics Business and a Shift Toward Growth

A key accomplishment in fiscal 2025 was the completion of our
business portfolio restructuring. By exiting the domestic
manufacturing staffing business and the U.K. light work staffing
business, we focused our resources on the higher-value engineer
staffing business.

The staffing industry has grown over the past decade, and the
Open-Up Group has outpaced the industry average through its
unique business model of hiring, developing, and deploying
inexperienced young people. However, particularly in the
construction field, employment options for inexperienced
younger workers expanded into service industries such as food
service following the COVID-19 pandemic, accompanied by wage
increases. As a result, our compensation and overall attractiveness
declined relative to these opportunities, and since around 2023,
we have reached a turning point.

In fiscal 2025, workforce mobility increased across society, and
our own turnover rate began to rise. We recognize that enhancing

human capital will be a critical theme in the future. While business
structure improvement efforts have progressed in the machinery
and electronics unit, where turnover has already peaked, the other
two units remain in the process.

Steadfast Efforts to Reduce Turnover in
the Construction Business

Looking across the staffing industry, the administrative staffing
sector is likely to be significantly affected by the rise of Al. The
manufacturing staffing sector tends to experience higher volatility,
as inventory adjustments fluctuate with economic conditions. In
contrast, the engineer staffing sector continues to see stable
demand against the backdrop of labor shortages, making it a
business area with relatively low volatility.

Within the Open-Up Group, we believe that the IT Infrastructure
Unit, like the Machinery and Electronics Unit, can steadily shift onto a
growth trajectory as improvements in turnover continue to progress.

By comparison, the construction staffing sector has the highest
turnover rate. In addition to demanding working conditions, evolving
work preferences among younger generations have also played a role.
Although our turnover rate of 26% is below the industry average of
30%, it remains high. Across the industry, a sense of resignation
toward rising turnover has taken hold, but | believe there is still
ample room for improvement.

To address this, we are enhancing compensation and strengthening
our sales staff’s responsiveness, while also analyzing the characteristics
of the approximately 75% of employees who remain with the Company.
Based on these insights, we intend to recruit individuals who exhibit
a lower likelihood of leaving. Challenges in the construction staffing
business stem from a complex interplay of factors, and we plan to
accelerate problem-solving by leveraging Al. We are also restructuring
support-staff training from the standpoint of our Mission and
Values, promoting behavioral change across the organization. | am
confident we can reduce turnover in the Construction Unit.

Pursuing Growth Through a Dual Approach
Combining Organic and Inorganic Strategies

We have outlined a medium- to long-term roadmap for fiscal 2028,
structured around three phases: investment, germination, and
blooming. We position fiscal 2026 as an investment phase focused
on strengthening our business structure and advancing management
reforms.

As part of our growth strategy, each unit will continue to pursue
autonomous growth aligned with its respective challenges and
operating environment. However, because we hire a large number of

inexperienced personnel, our growth to date has been concentrated
in the upper-low to mid-level layers. To supplement client transfers
and moves to other companies, we will strengthen our vertical
expansion into higher-level roles. At the same time, there remain
high-value-added fields where the Open-Up Group has yet to
establish a presence, and we intend to pursue horizontal expansion
into these areas as well.

The Open-Up Group has achieved substantial growth through
M&A in the past. By combining organic growth within each unit
with inorganic growth through M&A into a dual-axis strategy, we
aim to remain a leading force in the industry and continue to grow
as industry restructuring progresses.

The CFO’s Role: A Bridge Between the Capital
Markets and Management

The Open-Up Group maintains an exceptionally sound and solid
financial base. Because our staffing businesses require limited
capital investment, they generate approximately ¥15-16 billion in
free cash annually at our current scale. In addition, we have
borrowing capacity available, enabling us to allocate 60% of
earnings to shareholder returns beginning this fiscal year, while
using the remaining 40%—together with our borrowing capacity—to
fund growth investments, including M&A.

For our shareholders and investors, the strengths of the Open-Up
Group lie in our commitment to sustainable shareholder returns and
our strong growth potential. We remain on the path of growth and
will continue building a structure capable of delivering greater value
to society. As CFO, | remain closely aligned with our shareholders
and investors. By serving as a bridge between capital markets and
management, | will work to sustainably enhance corporate value.

« 32
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Mariko Watanabe

Executive Director
Senior Analyst
UBS Securities Co., Ltd.

Hiroshi Sato
Director, CFO

Structural Transformation of the Human
Resources Industry and the Business Model
Reforms Our Company Is Undertaking

First, | would like to ask about changes in the operating
environment for the human resources industry. Since the onset of
the COVID-19 pandemic, the industry has undergone significant
changes, including labor shortages and rising turnover. How do
you view this situation?

During the pandemic, companies generally restrained
hiring, yet demand for engineers remained strong, and job-opening-
to-applicant ratios for experienced personnel were already high.
In that environment, our focus on hiring inexperienced young

people worked in our favor, and together with integration effects,
enabled us to expand our business. After the pandemic, however,
employment conditions and wages recovered, and even in the
inexperienced segment, the challenge of “being able to hire but
not retain” became evident. Around 2024, the limitations of our
conventional model became clear, prompting us to undertake

a fundamental transformation of our business model, including
strengthening recruitment of experienced hires, increasing
investment in training, and improving placement accuracy.

Improving retention has become a significant theme
across the human resources industry. | understand that your
company has shifted from analyzing those who leave to focusing
on those who remain. What led to this change in perspective, and
what specific initiatives are you undertaking?

Improving turnover was a key issue for us, but we
recognized limits to focusing solely on the reasons people left.
We therefore shifted our perspective to examine why people stay
and which environments support both growth and retention. In
addition to engineers’ preferences and skills, we analyze factors
such as compatibility with sales staff, management at assignment
sites, and communication frequency, and incorporate these
insights into recruitment, placement, and follow-up processes.
Through these efforts, we aim to evolve into a platform where
people come together, grow, and remain.

The Next Stage Driven by Selection and
Concentration: A Horizontal x Vertical Growth
Strategy

The human resources industry is now at a point
where the sustainability of the traditional “hire-and-dispatch”
model is being questioned. Your company has responded
effectively to these changes and steadily advanced business
portfolio reforms. Looking ahead, what kind of medium- to
long-term strategy are you envisioning?

Since our management integration in 2021, we have
strengthened our engineer staffing business while advancing M&A
and integrating overseas operations in response to changes in the
human resources services market. In fiscal 2024 and 2025, we
completed portfolio optimization by swapping and divesting
domestic and overseas light work businesses. This has enabled us
to concentrate management resources on engineering fields such
as machinery and electronics, IT, and construction, clarifying our
position as an engineering partner. We are now fully turning our
attention to the next phase of our medium- to long-term strategy.

It is striking that you have organized your growth
strategy around two axes: horizontal expansion and vertical
upgrading.

m Under our horizontal strategy, we are using M&A to
complement areas such as the automotive industry, where our
presence had previously been limited, thereby expanding the
scope of our outsourcing coverage. For example, we acquired a
company engaged in certification testing and crash analysis for
automotive OEMs, adding approximately 330 engineers to our
organization. Going forward, we will continue to actively pursue
growth opportunities that expand horizontally into related fields,
with machinery and electronics as our core domain. At the same
time, our vertical strategy involves revisiting a talent portfolio that
had been concentrated at entry to lower-middle levels and
moving into higher layers. By strengthening career pathways, we
aim to enable experienced engineers to thrive over the long term
while enhancing the value we provide. We are developing career
paths into advanced roles such as project management and
upstream processes, seeking to improve retention while
simultaneously creating greater added value.
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Dialogue between the CFO and an Equity Analyst

Growth Strategy in the Age of Al: Portfolio
Restructuring Driven by Selection and
Concentration

The rapid advancement of Al and digital technologies
represents a major structural shift. Does your company view this
as a threat, or are you actively leveraging it as a new opportunity?

BT Al presents both risks and opportunities for us.
While there is a risk of substitution in certain areas of software
development, infrastructure platforms such as data centers and
cloud services are expected to expand as Al adoption accelerates.
Accordingly, we are making selective investments in the IT domain.
At the same time, we plan to concentrate management resources
on areas with relatively limited impact from Al, including machinery
and electronics, embedded systems, and construction. Al is also
directly linked to operational reforms. By deploying Al agents for
applicant handling, scheduling, job recommendations, and sales
administration, we can reduce operational workloads and allow
our sales teams to spend more time engaging directly with people.
We see this contributing not only to improved profitability but also
to higher levels of engineer satisfaction and improved retention.
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Growth Investment and Market Valuation:
Where We Stand and What Comes Next

Over the past few years, your company has raised
its payout ratio to 60% while actively pursuing Al investments and
ongoing M&A. The balance between shareholder returns and
growth investment appears exceptionally strong, and | see your
company as one with outstanding capital allocation. Now that the
major phase of business portfolio reform has been completed,
could you share any financial challenges you face and the themes
you wish to address going forward?

BT At present, we do not see any major financial issues,
and we are confident in our cash-generating capability. However,
as a result of growth through M&A, goodwill now accounts for
approximately 80% of our net assets and is subject to impairment
risk. If we continue to use M&A as a growth driver, securing
acquisition financing while maintaining balance-sheet soundness
will be a key challenge, particularly for large-scale acquisitions.
Within the human resources industry, acquisitions through MBOs
and private equity funds are attracting attention, but we place
strong importance on remaining a listed company. While accepting
strategic investment is one option, our primary focus as a listed
company is on determining how best to combine financing
methods to achieve sustainable growth.

One advantage of being listed is access to a broad
range of financing options. | hope you will continue to make choices
that are optimal for shareholders and stakeholders. With that in
mind, | would like to ask about share price valuation. While your
share price, like others in the industry, has been sluggish recently,
what do you see as the key factors in improving market valuation?

BT There appears to be a decline in interest not only in
our company but across the industry as a whole, likely driven by
macro factors such as labor shortages and rising turnover due

to workforce mobility. | believe the most critical priority is to
continue demonstrating through results that we are a company
capable of stable growth and consistent profitability. There are no
quick fixes; steady accumulation of results is essential. That said,

| believe our current share price is clearly undervalued. Our CEO,
Yutaka Nishida, has explained our reforms and growth strategy to
investors in Europe, and | have also held discussions with investors
in Singapore. The feedback has generally been positive.

From an investor psychology perspective, it may be
easy to buy stocks that are already rising, but discerning investors
buy when prices are low. | believe we are in precisely that phase.
Steady, ongoing communication is the most effective approach.

BT Engagement with new investors is steadily increasing,
and many view our Company as undervalued. While they remain
cautious, we believe that continued dialogue will eventually lead
to investment decisions. Moreover, as competitors move toward
delisting, our value as a listed platform is increasing, and favorable
tailwinds, including M&A opportunities, are emerging. This makes
it all the more important to communicate our growth story carefully
and consistently.
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The Open Up Group’s Business Environment

Environment Surrounding the Engineer Staffing
Business in Fiscal 2026

Macroeconomic and labor market trends

Due to declining birth rates, an aging population, and overall
population decline, labor shortages are becoming an increasingly
serious structural issue. In fiscal 2026, rising wages and higher
prices are again forcing companies to balance productivity
improvements with continued investment in human resources.

At the same time, government policies are progressing, including
support for reskilling, tighter working hour regulations, and
expanded acceptance of foreign workers, which is accelerating
the reassessment of talent portfolios.

Technological innovation and changes in
industrial structure
In areas such as generative Al, cloud computing, 5G, EVs and

autonomous driving, and semiconductor investment, physical Al that
integrates digital and physical technologies is being introduced in
earnest. As a result, demand remains high for engineers engaged

in design, development, and infrastructure operations. At the same
time, in fields where standardization and automation are advancing,
processes are becoming simpler, and required skills are shifting
from single technical specialties to the ability to work across multiple
domains while utilizing Al tools.

Corporate human resources strategies and
expectations for engineer staffing

To secure engineers who are a source of competitiveness while
controlling the risk of fixed costs, companies are pursuing hybrid
human resources strategies that combine full-time hiring with staffing,
outsourcing, and side work professionals. In particular, for new
business initiatives and DX projects, demand is increasing not only
for targeted use of immediately effective engineers but also for high

potential human resources that can be developed over the medium
to long term. In addition, the ability to respond to remote participation
from regional areas and overseas, as well as expanding work style
options, has become an expected role for staffing companies.

Opportunities and challenges for

the Open-Up Group

In this environment, the engineer staffing business is expected to
function as a platform that integrates training capabilities aligned
with Al and digital technologies with career and retention support.
The Open-Up Group will continue evolving its business model to
maximize the lifetime value of engineers and contribute to higher
productivity and business growth for client companies by focusing
on developing inexperienced human resources, advancing mid-level
engineers, and balancing job satisfaction with appropriate
compensation.
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Macro Environment

« Economic stimulus through expansionary fiscal
policy and continued wage growth

« Strengthening of economic security due to the
fragmentation of the international order

 Increased acceptance of highly skilled foreign
human resources to secure labor

( Market Environment for Engineer Staffing \

Opportunities

* Increased demand for human resources driven
by expanded growth investment

» Reshoring of manufacturing demand due to
supply chain restructuring

« Development of new business models through
the utilization of diverse human resources

« Pressure on profits due to delays in passing
wage increases on to pricing

« Suppressed investment caused by material
shortages resulting from geopolitical risks

* Higher training costs and management burdens
related to multicultural workforce support

» Ongoing inflation and the challenge of achieving
sustained growth in real wages

« Increased capital investment and research and
development in response to technological
innovation

« Adoption of new technologies such as Al and DX

« Rising relative value of highly skilled human
resources and expectations for higher unit price

« Expanding need for external human resources
driven by growth investment

* Increased demand for human resources in
legacy technologies alongside new technology
adoption

« Heightened cost sensitivity among clients and
renewed price competition

« Reduced investment due to rising interest
burden

« Loss of business opportunities when hiring and
development do not align with client needs

« Worsening demographic aging and decline in the
domestic labor force

« Promotion of reskilling education and vocational
skill development as national policy

« Shift toward job-based employment and growing
emphasis on career self-direction

« Growing competitive advantage for companies
that are strong in human resources development

« Expansion of earnings power by leveraging
human resources development capabilities

« Higher evaluation of staffing companies that
can present clear career paths

« Intensifying competition for recruitment

* Rising recruitment costs

« Erosion of competitive advantage due to
reduced differentiation in training capabilities

« Job-based professionals opting for direct
employment or freelance work

Japan’s High Outsourcing Ratio
Compared to Global Standards
Category
M IT vendors In-house engineers
Japan 28.0% P
France 53.4%
UK 53.9% E
Canada 56.0%
Germany 61.2% S
u.s 65.4%
! ! ! T
0% 25% 50% 75% 100%
* Source: IT Talent White Paper 2017

- Greater operational efficiency and changes in job
roles due to the practical use of Al

« Expansion of investment associated with Al
development

« Progress in smart factory initiatives

 Provision of roles aligned with Al trends and
resilient to Al adoption

« Growing demand for IT infrastructure
professionals

* Increased demand for staffing and contracted
services in machinery and electronics engineering

« Growing skill obsolescence due to delays in
training and reassignment

* Increased human resources mobility driven by
competition for highly skilled professionals

* Widening mismatch between engineers and
client needs
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The Open Up Group’s Business Environment

Market Machinery and

Electronics Segment

Environment

Driven by automotive CASE initiatives and continued
semiconductor investment, demand in the machinery and
electronics field remains strong. As projects increasingly
require integrated hardware and software development,
greater emphasis is placed on engineers capable of managing
the entire process from design through embedded
development, and unit prices are trending upward. At the
same time, intensifying competition for experienced
engineers and persistent labor shortages are weighing on
profitability through higher recruitment costs and increased
idle-assignment risk. As a result, companies across the
industry view enhanced training, improved retention, and a
higher share of high-value-added projects as key priorities.

IT Infrastructure
Sector

Market

Environment

In Japan, demand for both IT infrastructure and
development is increasing, driven by the expansion of
data center power capacity and the rapid growth of

the public cloud market. At the same time, shortages of
personnel capable of driving DX initiatives are becoming
increasingly acute, with supply falling short particularly
in the cloud and security fields. Given the pace of
technological advancement, enhancing supply capacity
and specialized expertise through continuous training
and reskilling has become increasingly important.

MM Construction Segment

Environment

Construction demand remains solid, driven by projects
such as semiconductor plants, logistics facilities, urban
redevelopment, and infrastructure renewal, while labor
shortages persist. Intensifying competition for talent due
to workforce aging is pushing unit prices upward. At the
same time, turnover risks remain high as a result of long
working hours and extreme heat linked to climate
change, making the development of younger talent and
improvements in working practices key priorities for
improving retention.

Research and Development Expenses in
Automotive Industry

(¥ trillion)

43.4
39.2
372 35
275 284 281 29:3 29.3 306
24] I I I I I I

2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023
(Year)

Source: Science and Technology Research Survey (Ministry of Internal
Affairs and Communications)

Domestic Data Center Capacity

(MVA)
4,499.6

CAGR
13.7%

2,365.8

2024 2025 2026 2027 2028 2029 (Year)

Source: Announcement of Domestic Data Center Capacity Forecast
(IDC), February 2025

Construction Investment

(¥ trillion)
80.7
67.8
587 62.3
48.2
419 I I
2010 2013 2016 2019 2022 2026
Forecast
(Year)

Source: Construction Investment Outlook Based on Construction
Economics Model (Research Institute of Construction and
Economy, October 2025)

Global Semiconductor Market Size

(USS$ billion)
975

772

574 631
469 - =27
412 412 440
Il I I I I
2015 2016 2017 2018 2019 2020 2021 2022 2023 2024 2025 2026
(Forecast) (Forecast)

(Year)
Source: Results of the Autumn 2025 Semiconductor Market Forecast
(WSTS)

Domestic Public Cloud Market Size

(¥ billion)
8,816.4

CAGR
16.3%

2024 2025 2026 2027 2028 2029 (Year)

41423

Source: Announcement of Domestic Public Cloud Service Market
Forecast (IDC), February 2025

Construction Orders

(¥ trillion)
18.7

146 142

16.5
12.9 14.3
| 1i)||||‘||||
2010 2012 2014 2016 2018 2020 2022 2024
(Year)

Source: Current Survey of Orders Received for Construction
(Ministry of Land, Infrastructure, Transport and Tourism)

Job-to-Applicant Ratio

— Effective job-to-applicant ration
— Development engineers
— Machinery and electronics engineers 6.01 6.33

5.48
4.66

2,05 193 2.01 215 189
1.46 167

144 104 114 129 121 120 110

2020 2021 2022 2023 2024 2025

Source: General Employment Placement Situation (Ministry of Health,
Labour and Welfare) and Job-to-Applicant Ratio Report (doda)

Securing Sufficient Talent to Promote DX

4.0% 0.1% 10.3%

7.4% 8.2% 3.0%

4.1% 2.6%

USA 60.6% 13.0%

M Significantly insufficient M Slightly insufficient
W No shortage or surplus M Slightly excessive
B Don’t know

Source: DX Trends 2025 (Data Section) (Information-technology
Promotion Agency, Japan)

Age Distribution of Construction Workers (2024)

65+ I 16.8%
60-64 [N 9.0%

55-59 [ 10.9%

50-54 [ 14.3%
45-49 I 12.8%
40-44 N 9.2%

35-39 [N 7.8%

30-34 [N 7.3%

25-29 [N 6.9%

20-24 [N 4.2%

15-19 M 0.6%

Source: Labor Force Survey Annual Report (Basic Statistics)
(Ministry of Internal Affairs and Communications)
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Overview of Operations: Business Results

Machinery and Electronics

I Business Activities

Our core business is the dispatch of engineers engaged in
mechanical design and system development for clients
primarily in manufacturing industries, including machinery
and electrical equipment manufacturers. In addition to
dispatch services, we provide contract and outsourcing
services across a broad range of fields.

I Main Client Industries

Complete automobile manufacturers, parts
manufacturers, railways, ships, etc.

Transportation
Equipment

Information and Communications equipment and device manufacturers,
Communications system and solution companies, etc.

Semiconductor- Semiconductor device manufacturers, semiconductor

related equipment manufacturers, etc.
Machine tool manufacturers, construction machinery
Machinery manufacturers, industrial machinery manufacturers,
etc.
Electrical Automotive electrical equipment manufacturers,
Equipment optical and precision equipment manufacturers,
electronic component manufacturers, etc.
Bio and Chemical product manufacturers, pharmaceutical
Chemical and healthcare manufacturers, bioplastic

manufacturers, etc.

I Performance Review

4 T )

| Business Activities

We dispatch IT infrastructure engineers to end-users and
system integrator customers to support stable system
operations, while also undertaking contract-based work
carried out by development engineers. A key strength of

our IT business is our training framework for hiring and
developing inexperienced personnel, enabling us to support
clients’ digital transformation with a broad range of technical
capabilities.

| Main Engineer Job Categories

Design, maintenance, and operation of

Infrastructure Engineers system infrastructure

Responsible for building and operating

Cloud Engineers cloud environments

Ensure the safety of information and

Security Engineers systems

Responsible for internal system operation

In-house IT Engineers and support

Responsible for system and application

Development Engineers design and development

| Performance Review

Construction

Business Activities

In the construction industry, where labor shortages driven
by demographic change are particularly acute, we hire
and develop inexperienced personnel into construction
engineers, such as construction management engineers
and CAD operators, and dispatch them to worksites. We
operate at the largest scale in the construction engineer
dispatch industry.

Main Types of Construction Projects

Buildings such as office buildings and
commercial facilities

Building
Construction

Air conditioning, water supply and drainage,
electrical, and sanitary equipment that
support building comfort and functionality

Equipment
Construction

Social infrastructure, such as roads, bridges,
tunnels, and water and sewerage facilities

Civil Engineering
Works

Plant Construction Factories, power generation facilities, etc.

Performance Review

Revenue (¥ million) Operating Profit (¥ million)
56,003 59200 8,800
7,536
44,992 6,876
FY24 FY25 FY26 FY24 FY25 FY26
Forecast Result Result Forecast

\ Result Result

4 )

J

Overseas

\ operations primarily in Asia.

Revenue (¥ million) Operating Profit (¥ million) Revenue (¥ million) Operating Profit (¥ million)
67,050 8,080 42,550 4,020
60,354 7,599 sgs05 4370 3.906
52,976 6,279 3,333 I
FY24 FY25 FY26 FY24 FY25 FY26 FY24 FY25 FY26 FY24 FY25 FY26
\ Result Result Forecast Result Result Forecast k Result Result Forecast Result Result Forecast j
( Dispatch, contracting, and fee-charging job placement services in

the engineering and manufacturing fields

Following a review of our business portfolio, we sold our UK
subsidiary in March 2025 and are currently focusing our overseas

[Others

Disability inclusion employment promotion, online programming
education, job placement services, and corporate training

~

J
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Mechatronics unit

Recruitment and development driven by
shared values

The business environment is undergoing rapid change. Recovery
in the semiconductor sector has been slower than expected, while
the automotive industry is being affected by U.S. tariff measures
and production cutbacks by major manufacturers. In contrast,
heavy industries such as defense and nuclear-related fields remain
strong, supported by ongoing government investment and long-
term national security priorities. The Machinery and Electronics
Unit’s key strength is its ability to serve a broad range of fields,
including automotive, semiconductors, electrical equipment,
machinery, and heavy industry. Supported by a diverse customer
base across multiple industries, we have built a structure that
enables us to respond flexibly to economic and market fluctuations.
This diversification effectively mitigates the impact of downturns
in any single sector and helps ensure stable revenue generation
even amid uncertain economic conditions.

Over the past several years, we focused on a staffing model
centered on inexperienced personnel and promoted specialization
to optimize that model. This approach proved highly efficient
during a period of expansion and contributed to strong growth in
performance. By collecting data on engineers’ diverse backgrounds
and industry-specific skill requirements, we achieved highly accurate
matching. This data-driven approach allowed us to place the right
talent in the right roles with greater precision than conventional
methods. However, customer demand for immediately productive
engineers remains strong. This is particularly true as project
timelines have shortened and technical complexity has increased
across industries. In response, we are revising our staffing model and
transitioning to a dual-pillar structure that balances experienced
and inexperienced engineers.

Our purpose is to deliver fulfilling work experiences for engineers
while addressing our customers’ management challenges.
Supporting engineers in building careers that enable self-
realization is also a core mission. Beginning in fiscal 2025, we
introduced an integrated process spanning recruitment, assignment,
and retention, centered on empathy with our corporate philosophy.
This initiative quickly produced results, reducing early-stage
resignations and creating a virtuous cycle that improved overall
retention. These philosophydriven process improvements have
delivered powerful results in the Machinery and Electronics Unit,
enabling it to achieve top-tier growth among the Group’s three
units. We believe the methodologies validated by this success can
be deployed horizontally across other units, providing a foundation
to accelerate Group-wide growth.

Strengthening core competencies by combining
DX and manpower

In recruiting experienced engineers, we are placing greater
emphasis on proprietary recruitment channels. At the same time,
recognizing the limits of manpower alone, we are investing in Al
agents and other technologies to support operational functions.
As recruitment and matching processes have become more
efficient, we