Diversity, Equity, and Inclusion

Human Resource Management

Approach

The IHI Group has established its Management Phi-
losophy “Contribute to the development of society
through technology” and “Human resources are our sin-
gle most valuable asset,” as well as its Group Human
Talent Strategy, which aims to realize the medium-term
management plan. To achieve the aforementioned, the
Group has established the IHI Group Human Resource
Management Policy to enable employees of IHI Group
companies to make full use of their abilities based on a
set of values they all share.

In fiscal 2024 the IHI Group has revised the contents of
this policy and further clarifying the human resource man-
agement ideologies that should be shared amongst the
Group and along with redefining these values shared
amongst its employees, the Group is working on specific
measures toward developing human resource manage-
ment structures, improving work environment, and trans-
forming its corporate culture.

Policy

IHI Group Human Resource Management Policy

Torealize our management philosophies (“Contribute
to the development of society through technology”
and “Human resources are our single most valuable
asset”) and the IHI Group’s medium-term manage-
ment plan, we have established a “Group Human
Talent Strategy” and are implementing various HR
management measures.

We are committed to creating systems and envi-
ronments, and promoting cultural reform, that allow
all employees of IHI Group companies to maximize
their abilities under a common set of values.

As part of our overall policy, we outline the future
vision for our organization and human capital in our
“Group Human Talent Strategy”. To achieve this,
we have defined the “Ideal Behavior & Action and
Ideal Human Resources"” as shared values that all
employees should embody, and we are working to
promote their adoption across the organization.

| P43 Group Human Talent Strateqgy 2023

IEXZA. Ideal Behavior & Action and Ideal Human
Resources
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Strategy
Group Human Talent Strategy 2023

In May 2023, the IHI Group announced the Group Human Talent Strategy 2023 in connection with the Group
Management Policies 2023.

To accomplish this management policy, the Group Human Talent Strategy 2023 has outlined the Group's future vision to
become a “Good + Strong” company as well as one realizing “Growth + Happiness” for all individuals. Moreover, the
Group is reforming its evaluation system and accordingly cultivating a corporate culture that can assess the challenges of
creating change, drawing on four ideals of “new leadership,” “the agility for rapid self-transformation,” “employee suc-
cess/happiness,” and “new partnerships” to embody the specific vision of the organization and human resources capa-
ble of realizing it.

During the second year of the Group Management Policies in fiscal 2024, the Group will hold workshops to facilitate un-
derstanding and familiarization with the actions necessary to utilize these measures, which will be implemented for all of
its employees, including those overseas.

"ou

Group Human Talent Strategy 2023: Looking Toward the Future

A “Good + Strong” Company “Growth + Happiness” for All Individuals

=3
E]
E]
@

Through demonstrating leadership within the § We bring together a diverse and autonomous

Company and during projects, globally competi- ] group of human resources for the sake of
w

tive managerial and professional human nurturing a place of self-fulfillment, one with
resources raise the level of the organization so Institutional respect for one another, empathy, as well as
that others can take the lead themselves. the ability to grow, and by leading a healthy

reform and cultivating . Yt ) s
a corporate culture that life, motivation to contribute to the organization
can assess the challenges ~ occurs naturally.
of transformation

Reaching goals Human dignity

v~ Evaluation

v/ Time
By raising the level of human resources and 7 E::::;"smp Strategies and policies are carefully and clearly
corporate management through each of the developed, shared, and spread among each
organization’s managers and personnel-related and every employee of the Group, and through

an equal relationship between individuals and
the organization, we collaborate and cooperate
with a diverse group of stakeholders while
contributing to mutual growth.

divisions, we can consistently identify any gaps
between strategy-based human resource needs
and the current situation in order to achieve flexible
and continuous resource acquisition and allocation.
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| Ideal Behavior & Action and Ideal Human Resources

In order to realize their vision set forth in the Group Management Policies 2023 and Group Human Talent Strategy 2023, in
fiscal 2024, the IHI Group defined the “Ideal Behavior & Action” and “Ideal Human Resources” for all of its Group employ-
ees. "ldeal Behavior & Action” expresses the following four standards of behavior necessary to foster an organizational cul-
ture that embraces the challenges of change: 1) Set a Goal, 2) Tackle Issues, 3) Cross Boundaries, and 4) Implementation.
In addition to the above, the Group has added three other crucial skills and mindsets for both present and future employees:
b) a High Level of Expertise, 6) Dedication to Customers and Society, and 7) Ethics and Compliance Awareness. These
combine to create a total of seven items that define “ldeal Human Resources.”

Among them, the four standards of “Ideal Behavior & Action” outline what is necessary for realizing change and, through
workshops aimed to spread understanding at each worksite, the Group promotes the adoption and application of said
values. By linking these initiatives with evaluations, training, and compensation systems, as well as through daily man-
agement, the Group encourages each employee to take action toward creating change.

Providing Value through Meeting Social and Customer Needs

A “Good + Strong” “Growth + Happiness”

Company for All Individuals
Leadership Agile Esn:'g::c;\gze Partnership

Implementation
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Focused on
Actions and Results

Cross Boundaries
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Diverse Group of Internal
and External Members

Set a Goal
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Transformative
and Innovative
Challenges

Setting Essential
Goals

{ @ Dedication to Customers and Society } { 6 Ethics and Compliance Awareness

Corporate Management Performance Data
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[ Risks

In order to maintain the IHI Group's business foundation
and lead it to future growth, it is imperative for us to ac-
quire, retain, and develop the human resources neces-
sary for conducting its business.

Should the Group finds itself unable to acquire external
human resources or secure human resources capable of
becoming key personnel or secure proper placement for
them, the Group’s future growth, business results, and
financial condition could face an adverse impact.

| Opportunities

Through the management philosophy “Contribute to the
development of society through technology” and the sus-
tainability goal "“Create a world where nature and tech-
nology work in unity,” each of IHI Group's employees
become more aware of the Group’s mission and the im-
portance of their own role in society, creating behavior that
makes external networks function effectively and leads to
improvement in the Group’s social and corporate value.



Diversity, Equity, and Inclusion

Governance

In order to achieve the goal of “business transformation
to realize sustained high growth,” outlined in the Group
Management Policies 2023, the IHI Group reported on
human resource issues that must be addressed and
the direction of initiatives under Group Human Talent
Strategy 2023 at the Board of Directors meeting held
July 24, 2023.

In addition to this, the Group also holds a Human Re-
source Committee where management can discuss hu-
man resource management from a business perspective
as well as HRBP meetings where human resource man-
agers exchange views on management measures devel-
oped by the Human Resources Division.

Human Resource Management Council Bodies

Names
i Communicating and
Discussing human i exchanging views on human
. resource management | resource management
Aims . !
from a business perspec- : measures developed by the
tive i head office’'s Human
i Resources Division
" Officer in charge of Group | General Manager of
Officers : .
Human Resources i Human Resources Division
i General Manager of Human
i Resources Division, Human
Representative Director, i Resources Division Group
Members General Manager of i Manager, IHI Academy
Human Resources Division | Manager, and human
! resource manager of each
! business area
Frequency :
of meetings ;
95 As needed ;. Monthly
convened :

in FY2023

Risk Management
Employee-awareness Surveys

The IHI Group conducts employee-awareness surveys
targeting employees in Japan and overseas once a year
to grasp the status of the employee engagement.

During fiscal 2023 employee engagement rose to 54
points, an increase of 1 point from the previous year for
the first time since surveying began in 2019. (Improved
“strategy comprehension” and “management trust”)
Additionally, at each business unit and affiliated compa-
ny, the Group is implementing actions to improve en-
gagement in line with the needs at each of its divisions.
By linking this with the existing business management
systems (through linking the timing of the business plan-
ning with engagement survey feedback/action under con-
sideration), the Group is in the process of developing of
follow up actions for highly effective engagement.

045



Diversity, Equity, and Inclusion

Metrics and Targets

Employee-awareness Surveys (Scope: IHI and affiliated companies)

Item FY2020 FY2021 FY2022 FY2023
Employee engagement 56 54 53 54
Ratio of answered employee-awareness surveys 88% 88% 84% 83%

Number of Employees

Number of Group Employees (Unit: People, Scope: IHI and consolidated subsidiaries)

Item FY2020 FY2021 FY2022 FY2023

Consolidated number of employees 29,149 28,801 28,486 28,237
Number of IHl employees 7% 2779 78 7840
Mele 6766 6727 ¢ 6695 6753
CFemale 100 082 1073 1087
Ratio of female employees 132%  135% 138% 139%

(Unit: People, Scope: IHI and consolidated subsidiaries)

Number of Employees by Region

Item FY2020 FY2021 FY2022 FY2023

Japan 21,778 21,390 21,266 21,187
psiaPacific 4132 4083 3902 3912
Americas 1122 1201 1406 1403
Europe, Middle East, and Afica 217 2007 1012 1695

Number of Employees by Business Area (Unit: People, Scope: IHI and consolidated subsidiaries)

Item FY2020 FY2021 FY2022 FY2023

Resources, Energy & Environment

Entire company (common) 972

Number of Employees by Age (Male/Female) (Unit: People, Scope: IHI)

Item FY2020 FY2021 FY2022 FY2023
Under 30

03 233 237 230 2405
a0t0s0 208 2086 200 2014
Male - - 15 1720
CFemale - - as 2
sotose 1575 687 664 1912
Male - - 1445 1610
CFemale - - 29 302
eandover si0 28 221 372
Mele - — 20  3aa
CFemale - - 8
Number and Ratio of Employees from Abroad* (Unit: People, Scope: IHI)

Item FY2020 FY2021 FY2022 FY2023

Number of employees 82 74 66 59
Ratio of employees from abroad 09% 09% 08% 08%

* As of April 1 each year.
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Number of Employees by Employment Status (Unit: People, Scope: IHI)

Item FY2020 FY2021 FY2022 FY2023

Regular employees

Regular
employment

Ratio of female employees

Number of Temporary Employees (Unit: People, Scope: IHI)

Item FY2020 FY2021 FY2022 FY2023

Temporary employees 956 986 998 823

*With consideration toward handling gender information regarding temporary employees, the IHI Group
decided to refrain from disclosing employee numbers by gender from FY2023.

Average Years of Service* (Unit: Year, Scope: IHI)

Item FY2020 FY2021 FY2022 FY2023
All employees 15.1 16.1 16.5 16.6
Male 153 62 66 167
Female w2 54 58 160

*Due to a revision in the scope of calculation, the average years of service for FY2021 and FY2022 have
been revised.

Turnover

Turnover Rate (Scope: IH)

Item FY2020 FY2021 FY2022 FY2023

Total turnover rate 2.9% 3.1% 2.7% 2.8%
Rate of resignation due to personal reasons % 6% 5% 15%
 lUnde30  31%  39% 37%  30%
""""""""""""""""""""" 12%  25%  19%  06%
Rate of resignation due to """"""""""""""""""""" 6 3%05% """""""" 6 5% """""""" 10% """"

personal reasons by age

(Unit: People, Scope: IHI)

Turnover During 1 Year (Total Persons, Male/Female)

Item FY2020 FY2021 FY2022 FY2023
Total turnover 224 248 203 208
Mele 207 232 s 182
CFemale v 6 28 2
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Employees Union Membership Rate
(Scope: IHI and affiliated companies in Japan)

Item FY2020 FY2021 FY2022 FY2023

Employees union

. 58% 59% 60% 62%
membership rate

Engagement

Number of Labor Complaints Received
(Unit: Reports, Owner: [HI)

Item FY2020 FY2021 FY2022 FY2023

Num_ber of labor complaints 0 0 0 0
received

Initiatives
Education/Awareness Building

In order to achieve the Group Human Talent Strategy
2023, the IHI Group is focusing on reforming its evalua-
tion and treatment of human resources and corporate
culture, which form the basis of its human resource strat-
egies and measures.

Standardization of the Human Resource
Management Policy for All Employees

The IHI Group is using its education program for new
employees and various other education and training op-
portunities to build awareness for the Human Resource
Management Policy among all Group employees in Japan
and overseas.

Specifically, the Group has been holding workshops and
other events that ensure each and every Group employ-
ee, including those overseas, understands and takes per-
sonal action to be an Ideal Human Resource and engage
in Ideal Behavior & Action.

Fair and Equal Treatment

In order to establish fair and appropriate treatment, the
IHI Group is working to raise wages through sincere dia-
logues between labor and management.

Furthermore, under a principle of equal pay for equal
work based on the Part-time/Fixed-term Employment
Act, the Group appropriately handles personnel according
to the range of their duties and responsibilities and has
established a personnel system to avoid unreasonable
disparities. Additionally, the Group has made it a principle
to, at minimum, set wages in accordance with the mini-
mum age in each country.

Conversion of Fixed-term Employees into Regular
Employees

IHI has put in place a system to convert fixed-term work-
ers into regular employees. This program lays a path for
fixed-term employees who satisfy certain criteria to re-
quest a regular position.

Employee Benefits Programs

The IHI Group’s employee benefits programs provide a
variety of options that employees can choose from as a
way of supporting their needs, including support for bal-
ancing work and childcare, nursing care, and medical
care, as well as education, recreation, and other options.

048



Diversity, Equity, and Inclusion

Human Resources Development

Approach

Based on the management philosophy of “Human re-
sources are our single most valuable asset,” the IHI
Group endeavors to bring the full potential of its employ-
ees and has put human resource development programs
into place to further improve their abilities. In addition,
based on the Group Human Talent Strategy 2023, the
Group has created a system for education and reeduca-
tion and is taking steps to provide independent learning
opportunities to accommodate the diverse work styles
and career perspectives of its employees for the purpose
of developing human resources capable of change in re-
sponse to business environment and technological inno-
vation, achieving both a “Good + Strong” company and
“Growth + Happiness” for individuals.

Policy
2. HI Group Human Resource Management Policy

Governance

5. Human Resource Management—Governance

Strategy
Risks

It is the IHI Group's belief that improving corporate struc-
ture is necessary in order to respond to modern social
environments where instability is a given. If the Group is
unable to make progress toward developing and acquir-
ing human resources capable of creating change, the
most important asset for achieving global business and
corporate structure transformation, the Group's ability
and corporate culture for sustainable and flexible person-
al change cannot be realized, and the survival and growth
of the Group may be at risk.

Opportunities

The IHI Group strives to acquire global-level expertise
and management skills by providing reskilling opportuni-
ties and supporting independent career development,
transforming global business and corporate structure.

Risk Management

In order to develop and acquire human resources capable

of creating change and measure the progress of indepen-

dent career development, the IHI Group monitors the fol-

lowing items.

(D Results regarding recruiting plan

(@ Employee engagement survey score improvement

® Number of hand-up career challenge program
transferees

@ Voluntary/independent selective training attendance
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Metrics and Targets

Recruitment Results

I Diversity, Equity, and Inclusion—Metrics
and Targets

Employee-awareness Surveys

I Human Resource Management—Risk Management

Number of Career Challenge Program Transferees
(Unit: People, Scope: IHI and affiliated companies in Japan)

Item FY2020 FY2021 FY2022 FY2023

Total 55 67 112 89

Participants in Main Training Courses and Number

of Training Hours, Training Hours per Employee
(Scope: IHI and affiliated companies in Japan)

Number of Employees Undergoing Regular Career
Development Reviews (By Male/Female)
(Unit: People, Scope: IHI and affiliated companies in Japan)

ltem FY2020*'  FY2021*2 FY2022* *¢  FY2023 ltem FY2020 FY2021 FY2022 FY2023

Stratified Training Total — — 15,327 14,939
Participants 1,882 672 795 871 CMale T _ 13024 12605

_fraininghours 34672 24028 25960 29616 | Female — — 2,303 2,334

*1 Due to the COVID-19 pandemic we refrained from conducting
any programs during the first half of FY2020, and as a result of
only making them available during the latter half, the number of
participants declined compared to the previous fiscal years.

*2 Due to reforms to the Group Human Resource Development
Program in FY2021, the number of participants and hours of
each training course fluctuated compared to past years.

*3 Stratified training in FY2022 includes training conducted for new
employee supporters.

*4 New management development and professional development
programs were added in FY2022. These programs are not in-
cluded in the average annual training hours per employee for
FY2020 to FY2021.

Training Expense per Employee
(Scope: IHI and affiliated companies in Japan)

Item FY2020 FY2021 FY2022 FY2023

23,512 40,380

Total - - JPY JPY

Employees Certified as Master Artisans
(Unit: People, Scope: IHI)

Item FY2020 FY2021 FY2022 FY2023
lc\leurrt%ki)ee(; of employees 39 a1 a1 37

soma g 2 2o 5
Mizho B 3 0 7
 Tsuugashima  —  — - - 1
Tomioka 3 2 1
Yokohama 6 s °o 5
Aol 3 3 3 3
ke 6 7 6 5
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Initiatives
Human Resource Development Program

The IHI Group is building educational programs to sup-
port each employee to develop their career, accelerate
their growth, and foster ongoing learning.

At the core of the Group’s educational programs are the
Career Development Support Program and Voluntary/
Independent Selective Training. Through these programs,
the Group will create conditions that foster ongoing inde-
pendent learning and support employees to expand the
possibilities for playing an active role at work.

Initiatives to Develop Diverse Human
Resources

To support each employee’s challenge and learning to
achieve their career plans, the IHI Group has established
various training systems, centered on selective training,
and has developed shared educational programs that al-
lows diverse human resources to grow and play an active
role.

The IHI Academy provides training and skills enhance-
ment for Senior Managers and specialist human
resources that are active globally and lead transformation.
Stratified training includes training for new employees as
well as newly appointed managers and assistant foremen.
In the global human resource development training, em-
ployees strategically build up experience at overseas pro-
duction plants and in major projects as well as take
courses to acquire global communication skills and gain
cross-cultural competency before taking a post overseas.
Furthermore, in addition to this the Group also conducts
training emphasizing diversity, equity, and inclusion
(DE&).
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Providing Training and Skills Enhancement for Senior Managers and Specialist Human Resources

That Are Applicable Globally

Launched in April 2023, the IHI Academy provides training and skills enhancement for Senior Managers and specialist hu-

man resources that are active globally and lead IHI Group transformation.

In addition to standard recommendations coming from divisions, the IHI Academy also accepts applications from ambi-
tious human resources to expand opportunities for participation. The Group is also augmenting the training program with

a focus on real-world implementation.

Overall Image of Human Resource Development

Implementation
(Business transformation topics)

A

Management Fields

Next-generation
management leader
development and
DX resource development
training

Advanced
Individual-oriented Specializations
Career Development

Support Professional

development training

Common Fields

A

Shared Knowledge, Skills,
and Thinking for All Employees

(Selective and stratified training)

Unique Knowledge, Skills,
and Thinking Required
for Each Business Area

and Specialized Field
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Voluntary/Independent Selective Training

Based on the Group Human Talent Strategy 2023, the IHI
Group supports employees to independently shape their
career and helps provide opportunities for skills develop-
ment. The Group has been building Voluntary/Independent
Selective Training programs since fiscal 2021 as a frame-
work for employees to choose and learn various sub-
jects anytime, anywhere according to their career plan.
Specifically, this training system provides a wide variety of
different inhouse technical, business, communication skill,
and mental fitness courses.

During fiscal 2023 the Group further increased the num-
ber of these courses to approximately 450, and strength-
ened tool (IHI Group learning platform) functionality for
accessing each of them online.

Voluntary/Independent Selective Training

Relearning

The IHI Group is expanding training programs for reskill-
ing to proactively have employees acquire the knowledge
and skills necessary to adapt to changes in the business
environment and technological innovation.

As human resources are increasingly being shifted and
optimally assigned to positions, the Group offers support
programs to enable employees whose work duties have
changed to quickly play an active role.

Selective Training

Technical skills
(approx. 250 courses)

Physics/Chemistry
Materials/Structures
Heat/Fluids/Combustion

Turbo Systems/
Mechanical Elements/Vibrations

Production Processes
Control/Sensing
Project Management
Intellectual Property
Sales

Procurement

Business skills
(approx. 160 courses)

Management Policy
Sustainability/ESG
Quality/Compliance
DX

Design Thinking
Business Models
Marketing

Problem Solving/PDCA
Finance/Accounting

Engineering and
Manufacturing Company Basics

Management

Communication skills
(approx. 5 courses)

Business Communication
Team Building
Coaching

Mental fitness
(approx. 40 courses)

Philosophy
Leadership
Motivation
Diversity

Passing Down Skills to Others

IHI strives to pass down welding, machining, and other
core skills at each plant, which are the foundation of our
manufacturing expertise.

Many of its employees are experts in each of these fields.
The Group has introduced a master artisan program to
encourage employees certified as master artisans to
pass on their skills to new up-and-comers.

IHI Human Resources Development &
Communication Center

The I-STEP Shonan IHI Human Resources Development
& Communication Center (Yokosuka City, Kanagawa)
holds training and various meetings for Group employees
from around the world. The Center is a base that pro-
motes active communication and learning and where IH|
Group colleagues can come together to share the
Group’s corporate philosophy and values while they en-
gage in active communication.

Moreover, the Group is also taking steps to enhance
well-being of its employees by improving recreational
activities.

Career Challenge Program

As part of the IHI Group's efforts to promote individual
career development and provide skill opportunities for
employees, the Group has introduced a voluntary trans-
ferable career challenge system (with open Group re-
cruitment). Between fiscal 2019 to 2023, a total of 349
employees have taken advantage of this program and
been matched with positions.
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Career Development Program

Since fiscal 2019 the IHI Group has been implementing a Group-wide individually-tailored career development program
(CDP) as a tool for encouraging individual career development. Meetings with a supervisor based on the individual em-
ployee’s career plan (future design) are held to discuss what challenges and training the employee needs to undertake to
achieve their career plan.

Through this initiative, the Group is supporting each employee to independently think about their career plan as well as
supporting their growth through work and educational opportunities and ongoing learning.

CDP
® Support for Career ® Coaching to Accelerate Individual
Development and Growth (Supervisor Support)
Changes (Future Design) v" Common organizational vision
v" Clear development plan and mission
v" Common development goals
® Education According ® Opportunities to Gain Diverse
to Development Goals Experiences and Learn Broad

Viewpoints

Career Development Support Program

In order to spread independent career design amongst
employees and enrich both their work and life careers,
the IHI Group has established the Career Development
Support Program as an initiative to support career design
and create workplaces where everyone can actively par-
ticipate. Based on this program, the Group holds Career
Design Seminars tailored to each career stage. They are
intended to enable employees to independently consider
and carry out plans for developing their skills and abilities
to better advance their careers in the future.

As part of the support for career plan creation the Group
manages a support desk where employees can consider
their own career plan in one-on-one sessions with an in-
house career advisor. To date, a total of 200 employees
have used the support desk. The Group has also
launched an intra-Group portal site, Build My Career,
where it regularly releases general information about ca-
reer development.

Career Shift Program

The IHI Group has a Career Shift Program targeting man-
agers currently employed at IHI. Employees who take ad-
vantage of this program before the age of 50 are able to
choose from multiple career courses for a future style of
work. Among these courses, the Group has also pre-
pared a Career Shift Support Program to assist those
who are looking to move on from the company and carve
out a second life. Those who make use of the system re-
ceive a career shift retirement allowance based on their
age.

At the career planning support desk that serves the en-
tire IHI Group, it has been making improvements to allow
employees to select an external career advisor since fis-
cal 2023 to accommodate a diverse variety of career
choices.

054



Diversity, Equity, and Inclusion

Diversity, Equity, and Inclusion

Approach

Based on the IHI Group ESG Management (announced in
November 2021), Group Management Policies 2023, and
Group Human Talent Strategy 2023, the IHI Group is striv-
ing to establish a corporate culture that emphasizes diver-
sity, equity, and inclusion (DE&l) initiatives with respect
for human rights as part of its corporate responsibility.

To solve social issues through the business activities,
it is necessary to incorporate perspectives from the
Group’s diverse human resources into its practices to re-
alize the issues and needs of consumers that make up
society so that we can achieve a society offering safety,
security, and prosperity. Additionally, the backgrounds,
experiences, and individuality present in this diverse
group bring fresh perspectives to the Group, and they
will become the driving source for promoting change.
The IHI Group considers the differences in each per-
son's position, living environment, gender, and so on to
create fair opportunities, and to cultivate an environment
in which each person’s strengths are utilized, with the
power of diversity that results from this leading to value
creation.

Governance
Human Rights—Governance

Strategy

Risks

In order for IHI's human resources from diverse back-
grounds to maximize their full potential, it is necessary to
recognize everyone's values and individuality.

If DE&l is not ingrained into the corporate culture it may
result in a lack of diversity within the organization, mak-
ing it difficult to coordinate and collaborate with various
stakeholders and inhibiting the creation of new ideas and
innovation. Moreover, when management and workplace
environments are based on homogeneity, it becomes
difficult for each employee to perform to the best of
his or her abilities, which may lead to a decline in their
engagement.

Opportunities

In order to realize the kind of sustainable society the IHI
Group is aiming for, it is necessary for the Group to incor-
porate DE&l into its corporate culture and foster a flexible
organizational culture when it comes to accepting diverse
views.

Raising awareness and educating each employee to put
DE&l into practice and creating a workplace environment
where diverse human resources can thrive helps to fos-
ter an organizational culture that, in the midst of dramatic
environmental change, is able to transform the corporate
structure to one not bound by conventional practices and
frameworks. Furthermore, a well-functioning network
both within and outside the Group helps corporate activi-
ty proceed smoothly.

Risk Management

The IHI Group has its Group Human Rights Committee
monitor the progress of various measures (such as re-
sponses to instances of harassment, e-learning participa-
tion and response results, and so on), measuring the
degree of understanding and integration of DE&l through
the implementation of its Diversity Index.

In addition, the Group provides information for empower-
ing women, employing people with disabilities, and male
employees taking childcare leave, topics of particular so-
cial interest that governments and organizations are
working to establish specific indicators for, setting them
as a diversity goal for the Group that it monitors the per-
formance of.
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Metrics and Targets

DE&l Targets and Results (Scope: IHI)

KPI Target Txga‘:t FY2020 FY2021 FY2022 FY2023
. University graduates:
Female recruitment rate About 20%/3 2026 16.5% 20.2% 14.3% 19.8%
_ 7% 2026
Ratio of female Managers ;-----------oosesmmmmennmeen e 3.4% 3.9% 4.7% 5.3%
i 156% 2030

Increasing the proportion of
female Officers to exceed 30% by

1 o [v) 0 0y 0,
Ratio of female Officers 2030 (Support for the Keidanren's 2030 18% 18% 18% 18%
30% by 2030 Challenge)
Ratio of employees with  gq, 2024 235%  239%  255%  2.62%

disabilities
Promote all applicable male
employees to take childcare
leave of at least a week, and
promote 2 or more weeks

Promote male employees
to take paternity leave or
paid time off for childcare

2025 26.5% 70.8% 90.1%  124.9%

DE&l Training Participants (Unit: People)

Training Topics FY2020 FY2021 FY2022 FY2023 Targets

fo\cer unconscious 23 IHI Officers

! bias training

; Management and key

i Diversity index — — — 5,461 positions at IHI and Group

companies within Japan
DE&l ool

i Monthly seminars for IHI and Japanese Group

: ! — — — 600

i promoting DE&I company employees

3 IHI and consolidated

i DE&l e-learning — — — 25,991  subsidiaries

! (including overseas)
Female External dispatch 3 16 13 14 IHI and Japanese Group
empowerment | training company employees
ANd WOTK-lifg  frmmrmmm e
balance ; Coe><l|stence Support 343 388 281 483 IHI and Japanese Group
support i Seminar company employees

LGBTQ+ Ally IHI and Japanese Group

) ! — 35 — 99

Active i conference company employees
participation by ********************************************************************************************************************************
diverse human | Training and exchange IHI and Japanese Group
resources i of employees from — — — 12

' abroad company employees
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Recruitment Results

New Graduate and Mid-career Recruitment Results (Unit: People, Scope: IHI)

Item FY2020 FY2021 FY2022 FY2023

New graduate Total 194 109 98 126
recruitment | ;

Mid-career
recruitment

Total number of employees 249 194 196 291

*1 Number of mid-career recruitment for FY2022 has been revised.
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Board Diversity

Number of Officers*? (Unit: People, Scope: IHI)

Management Diversity

Number of Managers (by position, gender)** (Unit: People, Scope: IHI)

Item FY2020 FY2021 FY2022 FY2023

Total*®

Section Managers 69 76

Item FY2020 FY2021 FY2022 FY2023
Total 17 17 17 17
Male Offcers - w o W W Mo
B 3 3 3
i Female Officers (OUtSide) §-—---=rmrmmrmrrm oo
: : 3) (3) (3) (3)
*2 As of July 1 each year, members of the Board of Directors and Audit & Supervisory Board.
Ratio of Female Officers*? (Scope: IHI)
Item FY2020 FY2021 FY2022 FY2023
Ratio of female Officers 18% 18% 18% 18%

*3 As of July 1 each year, members of the Board of Directors and Audit & Supervisory Board.

*4 As of April 1 each year.
*5 Due to a change in the calculation method, the total numbers of managers for FY2020 and FY2021

have been revised.

Ratio of Female Managers*® (Scope: IH)
Item FY2020 FY2021 FY2022 FY2023
Ratio of male Managers 96.6% 96.1% 95.3% 94.7%
Retio of General Managers*”  979% | o72%  964% 9%63%
Retio of Section Managers*’  958%  954%  946% 936%
Ratio of female Managers 34% 39% . 47% 53%
 Ratio of General Managers*’ 21% 28% 36% 37%
Ratio of Section Managers™’ 42%  46% 54% 64%

*6 As of April 1 each year.
*7 Due to a change in the calculation method, the ratios of female general managers and female section

managers for FY2020-FY2022 have been revised.

Number of Managers That Joined IHI Mid-career*® (Unit: People, Scope: IHI)

Item FY2020 FY2021 FY2022 FY2023

Number of Managers 234 230 253 307

*8 As of April 1 each year.
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Number of Managers Among Employees from Abroad*® (Unit: People, Scope: IHI)
Item FY2020 FY2021 FY2022 FY2023
Number of Managers 13 14 16 22
Ofwhich, General Managers 3 s s 7
Ofwhich, Section Managers  —  —  — 5

*9 As of April 1 each year.

Local Managers at Overseas Regional Head Office Sites*'°
(Unit: People, Scope: China, Singapore, and the United States)

Item FY2020 FY2021 FY2022 FY2023
Total 22 25 26 30
| IHI (Shanghai) Management Co.
i Ltd. (China) 5 6 6 6
. IHI ASIA PACIFIC PTE.LTD. 5 5 11 11
i (Singapore)
IHI Americas Inc. (United States) " 14 9 13
*10 As of April 1 each year.
Ratio of Employees
Ratio of Employees with Disabilities*"" (Scope: IHI)
Item FY2020 FY2021 FY2022 FY2023
Ratio of Employees 2.35% 2.39% 2.55% 2.62%
| Target 2.3% 2.3% 2.4% 2.6%
*11 As of June 1 each year.
Re-employment Rate of Employees at Retirement Age (Scope: IHI)
Item FY2020 FY2021 FY2022 FY2023
Re-employment rate of employees at 81% 78% 100% 81%

retirement age

Work-life Balance

Work Hours (Unit: Hours, Scope: IHI)
Item FY2020 FY2021 FY2022 FY2023
Monthly average overtime 13.00 18.90 21.60 21.90
Annual work hours 1,7979 1,948.3 1,984.5 1,972.7
Average Annual Paid Vacation Days Taken (Unit: Days, Scope: IHI)
Item FY2020 FY2021 FY2022 FY2023
Average annual paid vacation days taken 18.73 17.37 18.65 19.78
Leave Acquisition Rate (Unit: People, Scope: IHI)
Item FY2020 FY2021 FY2022 FY2023
Employees who have used the reduced 139 158 140 141

work hour program

Percentage of employees who return to o
100%
work after parental leave

Employees who have taken nursing care leave 2

Ratio of Male Employees Who Took Paternity Leave or Paid Time Off for

Childcare (1 Week or More)*12 (Scope: IHI)
Item FY2020 FY2021 FY2022 FY2023
Ratio that took leave 26.5% 70.8% 90.1% 124.9%

*12 Male employees who took applicable leave or paid time off during the respective fiscal year divided
by male employees who had a child born during the respective fiscal year.
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Initiatives

Fostering an Organizational Culture that
Promotes DE&I

The IHI Group rolled out its DE&I training program,
“Diversity Index,” during fiscal 2023 and conducted man-
agement skills training for executives and managers at
IHI and affiliated companies within Japan.

With the aim of promoting understanding and raising
awareness among each of our employees, the Group
conducted e-learning programs to deepening their knowl-
edge of DE&l and unconscious bias. Additionally, every
year the Group designates December as DE&I Promotion
month, delivering a message from the President regard-
ing DE&, providing executive training, and holding train-
ing sessions and seminars.

Supporting the Active Participation of Diverse
Human Resources

Mid-career Recruitment

In order to achieve the business and corporate structure
transformation outlined in Group Human Talent Strategy
2023, the IHI Group regularly—rather than sporadically—
takes steps to acquire human resources externally in
business and technical fields where the Group finds its
knowledge lacking, promoting their active participation
and internalizing the knowledge they bring.

In particular the Group has welcomed over 100 hires in
the Aero Engine, Space & Defense Business Area, posi-
tioned as a developing business, and actively utilize their
past experience, technical skills, specializations, and per-
spectives and values that differ from those of IHI.

Empowering Female Employees

These initiatives include recruiting and developing female
hires in key human resource roles to promote to middle and
top management while also defining various goals to build a
workplace environment where they can actively participate.

As part of its training, the IHI Group sets up career devel-
opment opportunities for female Managers by dispatch-
ing them to training outside of the Group and giving
networking support, in addition to supervisor instruction
and coaching.

Moreover, concerning the wages men and women
make, there is currently a discrepancy due to the differ-
ence in personnel make-up between genders. In partic-
ular the main reason for this discrepancy is the lower
ratio of women in management positions than of men,
with fewer women in upper management positions and
men working longer hours, including overtime. Taking
these factors into account, going forward the Group will
continue to promote the creation of a workplace environ-
ment where women can thrive.

Empowering Employees from Abroad

The IHI Group promotes the creation of a workplace
environment where talented employees can work com-
fortably and fully realize their potential regardless of na-
tionality.

As part of this within Japan the Group provides pre-
hire Japanese language training for employees from
abroad, and upon recruitment to the Group, conducts
cross-cultural training sessions which include new re-
cruit superiors in addition to social events for the purpose
of networking. Employees from abroad also encounter
problems uniqgue to foreign nationals. That is why the
Group has put in place consultation services for employ-
ees from abroad.

Empowering Local Employees Overseas

The IHI Group is working to accelerate global expansion,
recruiting and nurturing human resources with roots in
the community while considering the unique labor mar-
ket and practices of each country.

Furthermore, in terms of human resource development,
the head office works together to support the implemen-

tation of measures established at each site according to
current conditions and needs. In the future, it will pro-
mote even more active participation by cultivating diverse
human resources throughout the Group worldwide.

Empowering Employees with Disabilities

The IHI Group promotes the empowerment of employ-
ees with disabilities. As part of its recruitment activities,
the Group builds relationships with local employment
support organizations for people with disabilities, schools
for the deaf, and others, linking them to its recruitment
activity efforts.

In 1992, IHI established an organization at its head office
specializing in the promotion and success of its employ-
ees with disabilities. From 2018, IHI has been providing
support tailored uniquely to each employee through spe-
cialized support staff, with assistance programs in place,
covering work and general aspects of company life. IHI
also supports career advancement of each employee by
providing an environment conducive to further growth
and success. Currently this same organization has been
established at each of its sites in Yokohama, Akishima,
and Soma.

In order to resolve problems faced by employees with
disabilities while helping to implement better measures
regarding personnel and support corporate affiliates, I[HI
has been a member of the Accessibility Consortium of
Enterprises (ACE) since fiscal 2013, sharing its recruit-
ment guidelines and examples of employment with other
ACE member companies.
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Building an Inclusive Workplace Regardless of Sexual
Orientation or Gender Identity

The IHI Group is creating a working environment where
LGBTQ+ employees can reach their full potential regard-
less of sexual orientation or gender identity.

The IHI Group actively engages in LGBTQ+ ally*" activi-
ties. The Group believes that expanding the ally mindset
of not denying, judging, or spreading creates a workplace
environment where everyone can work comfortably.
Striving to promote understanding among all of its em-
ployees in Japan, the Group established an e-learning
program and has made information available through the
company intranet. Currently, there are over 3,000 people
who have declared themselves allies.

In fiscal 2023 the Group sponsored Tokyo Rainbow Pride
2023, and held an ally conference inviting LGBTQ+ com-
munity members and experts.

In addition, IHI has also set up various different person-
nel programs. With the exception of congratulatory and/
or condolence money, special paid leave, and other wel-
fare and work benefits excluded due to legal require-
ments, same-sex partners are treated no differently than
spouses. |HI has also developed a system for managing
labor based on business name and self-identified gender.
Moreover, |HI has a system in place for accepting consul-
tations regarding SOGI harassment*? at its harassment
consultation desk, as well as a counter where people can
anonymously seek consultation regarding LGBTQ+ sup-
port.

*1 Ally: Allies refer to people who understand and support
LGBTQ+. Anyone can be an ally, even if they do not identify as
LGBTQ+.

*2 SOGI Harassment: Harassment related to sexual orientation or
gender identity.

Work-life Balance Programs and Consultation
Services

The IHI Group has put in place various support programs
to help employees balance work while raising children,
taking care of sick family, or undergoing treatment for an
illness of their own. The Group publishes and distributes
handbooks and leaflets to raise awareness and promote
use of these support programs, holding seminars by ex-
ternal lecturers, and setting up a consultation desk with
outside experts who can provide support based on the
circumstances and needs of each individual.
Additionally, the IHI Group encourages men to take
childcare leave and has created a handbook for male
employees to support balancing work and childcare.
Furthermore, in support of employees wishing to have
children the Group is distributing leaflets to raise aware-
ness about a program that supports fertility treatment.
Along with annual leave, IHI provides childcare leave that
can be used to raise or care for a child in addition to 15
days of family care leave per year for each family mem-
ber requiring care, establishing a system that exceeds le-
gal requirements.

Empowering People Over 60

The IHI Group promotes the active participation of em-
ployees at retirement age in many different ways. The
Group has adopted a program for each employee to de-
cide when to retire between the ages of 60 to 65. Many
senior employees are also taking advantage of a program
that enables promotion of employees over the age of 60
to encourage people to persevere regardless of age.
Programs to capitalize on the high level of expertise and
skill also create a framework to better encourage em-
ployees at retirement age to play a greater role.

Providing Opportunities to Gain Diverse
Experience

Transfer

The IHI Group rotates staff between departments, and
dispatches employees to external training programs as
well as to partner companies, government agencies,
and startups. The staff members also participate in joint
development projects with other companies, universi-
ties, and research institutes, which are just some of the
many ways in which the Group provides access to a vari-
ety of experiences and differing viewpoints that increase
the opportunity to Cross Boundaries, Tackle Issues, and
Implementation.

To help facilitate the career development plans defined
by each employee, the Group also recruits constantly
from its career challenge program (within the Group).

External Training

The IHI Group provides opportunities to gain broader
experiences and an open mind through active human
resource exchanges outside the organization, such as
external training and events as well as participation in
various academic societies. In external training, partic-
ipants deepen their professional skills and learn about
the latest industry trends and better practices from other
companies.

These external activities allow employees to interact with
people from a variety of diverse backgrounds, expanding
their possibility of incorporating different perspectives
and ideas into the Group.

Not only does participation in academic conferences
deepen understanding of cutting-edge research and tech-
nology, but also provides an opportunity to expand net-
working with other experts.
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Concurrent In-house Positions and Side Businesses
Outside IHI

The IHI Group provides opportunities for employees
to think individually and proactively, taking on new
challenges to achieve individual self-actualization and
growth. The Group encourages everyone to gain broad
experience both inside and outside the organization. The
Group supports employees to have concurrent positions
inside the company and side businesses (second jobs)
outside of it in the hope of leveraging diverse viewpoints
and ideas in management.

For example, some of these activities have included
those related to participation in universities and re-
search institutes or administrative agencies and start-
ups for side businesses outside of the company, and
for concurrent inhouse positions, developing and shar-
ing applications that contend with internal and external
problem-solving as well as coming up with a concept de-
sign for Toyosu Brewery.

As of fiscal 2023, employees have registered approxi-
mately 110 different side businesses, 50 concurrent posi-
tions, and a total of 140 activities.
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