Diversity, Equity, and Inclusion

Human Resource Management

Approach/Policies

At the IHI Group, we recruit and train human resources as
our most vital management resource. Our management
philosophy ensures that we contribute to the develop-
ment of society through technology and states that hu-
man resources are our single most valuable asset.

We strive to realize a healthy, safe, work-friendly environ-
ment where everyone respects one another and
Prospers.

Group Human Resource Strategy 2023

In May 2023, we announced the Group Human Resource
Strategy 2023 in connection with the Group Management
Policies 2023.

To accomplish this management policy, the Group Human
Resource 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. We
are reforming our evaluation system and accordingly culti-
vating a corporate culture that can assess the challenges
of creating change, drawing on four ideals of “new lead-
ership,” “ability for rapid self-transformation,” “employee
success/happiness,” and “new partnerships” to achieve
this.

From fiscal 2023 we have begun holding workshops for all
Group employees in order to spread the goals of both the
Group Management Policies 2023 and the Group Human
Resource Strategy 2023.

"on
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Group Human Resource Strategy 2023: Looking Toward the Future

A “Good + Strong” Company

New leadership

Through demonstrating leadership within the
Company and during projects, globally competitive
managerial and professional human resources
raise the level of the organization so that others
can take the lead themselves
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Institutional
reform and cultivating a

“Growth + Happiness” for All Individuals

Employee success/happiness

We bring together a diverse and autonomous
group of human resources for the sake of nurtur-
ing a place of self-fulfillment, one with respect for
one another, empathy, as well as the ability to
grow, and by leading a healthy life, motivation to
contribute to the organization occurs naturally

corporate culture that can
assess the challenges of

Reaching goals

The agility for rapid

transformation

v~ Evaluation

Human dignity

b v Time New partnerships
self-transformation « Relationship P P
By raising the level of human resources and corpo- change Strategies and policies are carefully and clearly

rate management through each of the organiza-
tion’s managers and personnel-related 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

Education/Awareness Building

Global Standardization of the Human
Resource Management Policy

We are using our education program for new employees
and various other education and training opportunities to
build awareness for the Human Resource Management
Policy among all Group employees in Japan and overseas.
More specifically, we have created a video in which em-
ployees from around the world discuss ideal human re-
source attributes during an online meeting. This video
is widely used for educational purposes and recruitment
activities.
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developed, shared, and spread among each 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.

Human Resource Management Policy

Ideal Human Resources Keyword

Integrity and Trust

For Customers and Society

Innovation and Creation
Teamwork

World-class Professionals



Diversity, Equity, and Inclusion

Results Number of Employees by Age (Male/Female) (Unit: People, Scope: IHI)
Item FY2019 FY2020 FY2021 FY2022
Number of Employees Under 30 1,612 1,520 1,401 1,452
Number of Group Employees (Unit: People, Scope: IHI and consolidated subsidiaries) Male _ _ — 1.261
Item FY2019 FY2020 FY2021 FY2022 Female — — — 191
Consolidated number of employees 28,964 29,149 28,801 28,486 30 to 39 2,198 2,313 2,327 2,341
Number of IHI employees 7,741 7,796 7,779 7,768 Male — — — 2,035
Male 6,730 6,766 6,727 6,695 Female — — — 306
Female 1,011 1,030 1,052 1,073 40 to 49 2,119 2,078 2,086 2,090
Ratio of female employees 13.1% 13.2% 13.5% 13.8% Male — —_ — 1,745
Female — — — 345
Number of Employees by Region (Unit: People, Scope: IHI and consolidated subsidiaries) 50 to 59 1,462 1,575 1,687 1,664
Item FY2019 FY2020 FY2021 FY2022 Male — — — 1,445
Japan 21,700 21,778 21,390 21,266 Female — _ _ 219
Asia Pacific 4,141 4,132 4,053 3,902 60 and over 350 310 278 221
Americas 1,292 1,122 1,291 1,406 Male — — — 209
Europe, Middle East, and Africa 1,831 2,117 2,067 1,912 Female — — — 12

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

Number and Ratio of Employees from Abroad*' (Unit: People, Scope: IHI)
. RS et Al R Item FY2019 FY2020 FY2021 FY2022

Resources, Energy & Environment 6,812 6,595 6,514 6,626 Number of employees 81 g2 74 66

Social Infrastructure & Offshore Facilities 2,399 2,469 2,443 2,344 Ratio of employees from abroad 1.0% 0.9% 0.9% 0.8%
Industrial Systems & General-Purpose Machinery 10,079 10,028 9,797 9,645 *1 As of April 1 each year.

Aero Engine, Space & Defense 6,684 6,765 7,062 7,010

Others 2,014 2,320 1,945 1,802

Entire company (common) 976 972 1,040 1,059




Diversity, Equity, and Inclusion

Number of Employees by Employment Status

(Unit: People, Scope: IHI)

Item FY2019 FY2020 FY2021 FY2022

Regular employees 7,410 7,447 7,400 7,358
Male 6,438 6,456 6,397 6,339

Female 972 991 1,003 1,019

Ratio of female employees 13.1% 13.3% 13.6% 13.8%

Re-hires 88 93 109 127
Male 88 92 108 124

Female 0 1 1 3

Ratio of female employees 0.0% 1.1% 0.9% 2.4%

Second by other companies 243 256 270 283
Male 204 218 222 232

Female 39 38 48 51

Ratio of female employees 16.0% 14.8% 17.8% 18.0%

Advisors and contract employees 91 107 102 117
Male 86 102 97 109

Female 5 5 5 8

Ratio of female employees 5.5% 4.7% 4.9% 6.8%

Part-time employees 496 476 453 436
Male 90 85 81 77

Female 406 391 372 359

Ratio of female employees 81.9% 82.1% 82.1% 82.3%

Fixed-term employees 101 81 35 15
Male 85 64 24 9

Female 16 17 1 6

Ratio of female employees 15.8% 21.0% 31.4% 40.0%

Temporary employees 1,330 956 986 998
Male 1,046 753 788 780

Female 284 203 198 218

Ratio of female employees 21.4% 21.2% 20.1% 21.8%

Average Years of Service

(Unit: Year, Scope: [HI)

Item FY2019 FY2020 FY2021 FY2022
All employees 15.8 15.1 16.3 16.7
Male 16.0 15.3 16.5 16.9
Female 14.5 14.2 15.5 15.8
Turnover
Turnover Rate (Scope: IHI)
Item FY2019 FY2020 FY2021 FY2022
Total turnover rate 3.5% 2.9% 3.1% 2.7%
Rate of resignation due to personal reasons 2.0% 1.1% 1.6% 1.5%
Under 30 4.9% 3.1% 3.9% 3.7%
Rate of resignation 30 to 39 2.3% 1.2% 2.5% 1.9%
due to personal 40 to 49 0.8% 0.3% 0.5% 0.5%
reasonsbyage gy 1069 2.3% 2.2% 2.4% 0.1%
60 and over 26.0% 34.8% 37.6% 26.4%
Turnover rate within 3 years of joining 6.8% 4.3% 3.4% 55%

the Company

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

(Unit: People, Scope: IHI)

Item FY2019 FY2020 FY2021 FY2022
Total turnover 271 224 248 203
Male 232 207 232 175
Female 39 17 16 28
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Diversity, Equity, and Inclusion

Employees Union Membership Rate (Scope: IHI and affiliated companies in Japan)

Item FY2019 FY2020 FY2021 FY2022
Employees union membership rate 58% 58% 59% 60%
Engagement
Number of Labor Complaints Received (Unit: Reports, Scope: IHI)
Item FY2019 FY2020 FY2021 FY2022
Number of labor complaints received 0 0 0 0

*To quickly and fairly respond to labor complaints from employees, IHI established a committee in accor
dance with labor agreements.

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

Item FY2019 FY2020 FY2021 FY2022

Ratio of answered employee-awareness
surveys

91.4% 88.0% 88.0% 84.0%

Initiatives

In order to achieve the Group Human Resource Strategy 2023, the IHI Group is focusing
on reforming its evaluation and treatment of human resources and corporate culture,
which form the basis of its human resource strategies and measures.

Revisions to the Human Resource Compensation and Benefits Policy

We have created uniform IHI Group conduct standards and evaluation items, including
encouragement for enterprising efforts and prompt customer service, and are implement-
ing them globally. Along with this, we are revising these again to link evaluations with
employee training and treatment. This is because in order to achieve our transformation,
we need to mobilize diverse individuals, teams, and organizations to take real action.
Specifically, we have constrained the conventional evaluation elements based on ability
and introduced human resource compensation and benefits based on position and role
that incorporates market value. We are including value criteria that focus on ESG and
well-being into evaluation items in stages, starting with remuneration for Officers.

Fair and Equal Treatment

Aiming to be both a “Good + Strong” company and realize “Growth + Happiness” for all individu-
als, the IHI Group strives for fair and equal treatment of its employees based on a human resource
strategy which focuses on encouraging employees to make efforts toward transformation.

A compensation and benefits system that complies with amended legislation is also applied
to irregular employees. In addition, we implement various initiatives to increase their motiva-
tion, including providing necessary educational opportunities and special time off based on
standards for regular employees as well as a program for converting to regular employment.

Employee Benefits Programs

Our employee benefits programs provide a variety of options that employees can choose
from as a way of supporting their needs, including basic benefits such as residential and
financial support and support for balancing work and childcare, nursing care, and medical
care, as well as education, recreation, and other options.

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. We use this survey
to visualize the state of the organization and clarify our strengths and challenges, and then
conduct analyses. Together with the new Group Management Policies 2023 and the Group
Human Resource Strategy 2023 established this fiscal year, we will plan and execute the
necessary measures to improve employee engagement by deploying the PDCA cycle.
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Diversity, Equity, and Inclusion

Human Resource Development

Approach/Policies

We place cultivating ideal human resource attributes as
the pillar of human resource development and create edu-
cational programs, educational curriculum, and training
plans for individuals in workplaces, including on-the-job
training.

In addition to the human resource development measures
taken to date, we are implementing the following three
priority measures in fiscal 2023 based on our Group
Human Resource Strategy 2023.

(1) Management of atypical human resources and training
to recruit and retain transformational human resources
and bring in expertise internally.

(2) Encouragement of independent career development
and establishment of a reskilling program to achieve a
bold and lasting resource shift.

(3) Establishment of a human resource development
scheme built around new uniform evaluation and conduct
standards to reform evaluation and conduct standards and
our organizational culture.

X2 Human Resource Management

Overall Image of Human Resource Development

Individual-oriented
Career Development
Support

Implementation
(Business transformation topics)

A

Management Fields Advanced

, Specializations
Next-generation management _
leader development and DX Professional
resource development training development training

Common Fields

A

Shared Knowledge, Skills, and Thinking for All Employees

(Selective training, positional training)
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Unique Knowledge, Skills,
and Thinking Required for
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and Specialized Field



Diversity, Equity, and Inclusion

Results

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

Education Results
Participants in Main Training Courses and Number
of Training Hours, Training Hours per Employee

Item FY2019 FY2020 FY2021 FY2022

Total — — — 15,327
Male — — — 13,024

Female — —_ —_ 2,303

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

" oye Item FY2019  FY2020  FY2021  FY2022
(Scope: IHI and affiliated companies in Japan)
Total — — — 23,512 JPY
Item FY2019 FY2020 FY2021 FY2022
Management Development
Participants (total) o4 134 132 118 Employees Certified as Master Art|§ans
Training hours 7683 1,550 13.992 10525 (Unit: People, Scope: [HI)
Professional Development Item FY2019 FY2020 FY2021 FY2022
Participants (total) 129 227 275 249 Number of employees certified 41 39 41 41
Training hours 4,037 6,988 8,443 7615 Soma g g 12 12
Stratified Training
i n 13 13 10
Participants 3,276 1,882 672 795 Mizuho
Training hours 106,208 34,672 24,028 25,960 Tomioka 4 3 2 1
Selective Training Courses Yokohama 7 6 4 9
Participants (total) 3,343 1,948 17,430 37057 Aioi 4 3 3 3
Training hours 25,073 16,358 49,648 88,822
Kure 7 6 7 6
Company-designated Courses
- * The Takumi (Master Artisans) Certification Program was renamed
— —_ 253,71 282,41 - e A
Participants (total) 53.716 82415 to the Master Artisans Program in fiscal 2019 to certify a larger
Training hours — — 188,927 170,164 number of candidates.
Average Annual Training Hours per Employee
Training hours 19.8 13.3 12.1 14.3

*1 Due to the COVID-19 pandemic we refrained from conducting any
programs during the first half of fiscal 2020, and as a result of only
making them available during the latter half, the number of partic-
ipants declined compared to the previous fiscal years.

*2 Due to reforms to the Group Human Resource Development Pro-
gram in fiscal 2021, the number of participants and hours of each
training course fluctuated compared to past years.

*3 Stratified training in fiscal 2022 includes training conducted for
new employee supporters (former instructors).

*4 New management development and professional development
programs were added in fiscal 2022. These programs are not in-
cluded in the average annual training hours per employee for fis-
cal 2019 to 2021.
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Basic Information Sustainability

Corporate Management

Materialize an Affluent Society

Diversity, Equity, and Inclusion

Initiatives

IHI Academy

We launched the IHI Academy in April 2023. Here, we
provide training and skills enhancement for Senior Man-
agers and specialist human resources that are active
globally and lead IHI Group transformation. In addition to
standard recommendations coming from divisions, IHI
Academy also accepts applications from ambitious hu-
man resources to expand opportunities for participation.
We are also augmenting the training program with a fo-
cus on real-world implementation.

Human Resource Development Program

We are building educational programs to support each
employee to shape their career, accelerate their growth,
and foster ongoing learning. At the core of our educational
programs are the Career Development Support Program
and Voluntary/Independent Selective Training. Through
these programs, we will create conditions that foster on-
going independent learning and support employees to ex-
pand the possibilities for playing an active role at work.

Initiatives to Develop Diverse Human
Resources

We have developed shared Group educational programs
that enable the growth and active participation of diverse
human resources, from training programs that develop hu-
man resources into globally active Senior Managers and
specialists leading our transformation to new employee
training (new graduates/mid-career recruits) and stratified
trainings for new key and managerial employees as well
as assistant foremen.

In our global human resource development programs, 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.

@ Human Resource Development Program

- Management/DX Field | Professional Field
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Reduce Environmental Impact

Performance Data
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IHI Group Education and Training Programs

- IHI Academy

Practical Implementation
(Business Transformation Issues)
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Diversity, Equity, and Inclusion

Voluntary/Independent Selective Training

We have been building Voluntary/Independent Selective
Training programs since fiscal 2021 as a framework for
employees to choose and learn various subjects anytime,
anywhere according to their career plan.

This training system provides around 400 different in-
house technical, business, communication skill, and men-
tal fitness courses designed to help employees consider
and take the initiative to gain the knowledge and skills
necessary to achieve their career plan.

Voluntary/Independent Selective Training

Relearning

We are expanding training programs for reskilling to proac-
tively have employees acquire the knowledge and skills
necessary to adapt to changes in the business environ-
ment and technological innovation.

As human resources are increasingly being shifted and op-
timally assigned to positions, we offer support programs
to enable employees whose work duties have changed to
quickly play an active role.

Selective Training

Technical skills (approx. 230 courses)

Physics/Chemistry
Materials/Structures
Heat/Fluids/Combustion

Turbo Systems/Mechanical DX
Elements/Vibrations

Production Processes

Control/Sensing Marketing

Business skills (approx. 140 courses)

Management Policy
Sustainability/ESG
Quality/Compliance

Design Thinking
Business Models

Communication skills (approx. 5 courses)

Business Communication
Team Building
Coaching

Mental fitness (approx. 30 courses)

Project Management Problem Solving/PDCA Philosophy
Intellectual Property Finance/Accounting Leadership
Sales Engineering and Manufacturing Motivation
Procurement Company Basics Diversity

Management

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 our employees are ex-
perts in each of these fields. IHI has introduced a master
artisan program to encourage employees certified as mas-
ter 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 promotes active communication
and learning and where IHI Group colleagues from each
corner of the globe can come together to share our corpo-
rate philosophy and values.

Career Challenge Program

We launched the Career Challenge Program (open applica-
tion system within the IHI Group) in fiscal 2019 to realize
optimized placement of human resources by encouraging
bidirectional human resource transfers across division and
corporate boundaries within the Group. As of the end of
fiscal 2022, a total of 204 employees have taken advan-
tage of this program and been matched with positions.
This program helps employees to independently shape
their career and helps provide opportunities for skills
development.
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Diversity, Equity, and Inclusion

Career Development Program

We introduced the shared Group-wide Career
Development Program (CDP) in fiscal 2019, which pro-
vides career development tailored to individual employ-
ees. Meetings with a supervisor based on the individual
employee's career plan (future design) are held to discuss
what challenges and training the employee needs to un-
dertake to achieve their career plan.

Through this initiative, we are supporting each employee
to independently think about their career plan as well as
supporting their growth through work and educational op-
portunities and ongoing learning.

Career Development Support Program

We have established the Career Development Support
Program as an initiative to support career design and cre-
ate workplaces where everyone can actively participate.
Based on this program, we hold 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 our support for career plan creation, in fiscal
2022 we launched 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 52 em-
ployees have used the support desk. We have also
launched an intra-Group portal site, Build My Career,
where we regularly release general information about ca-
reer development. The purpose of the portal site is to
build awareness among employees for independently de-
signing their careers and to facilitate advancing their work
careers and life careers.

Materialize an Affluent Society

@ cDP

Considering
an Independent
Career Plan
® Support for Career
Development and
Changes (Future Design)

Career
Development
and Changes

Interview
Coaching

Discovery and

Ongoing Learning

® Education According
to Development Goals

Business

Training Opportunities

Accelerating Growth
Heightening Motivation
and Satisfaction
® Coaching to Accelerate
Individual Growth
(Supervisor Support)
v' Common organizational vision
v' Clear development plan and mission
v" Common development goals

Bringing Out the Skills and
Growth of Each Person

® Opportunities to Gain Diverse
Experiences and Learn Broad
Viewpoints
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Diversity, Equity, and Inclusion

Diversity, Equity, and Inclusion

Approach/Policies

In our IHI Group ESG Management announcement made
in November 2021, the IHI Group announced that we
would seek out business opportunities while working to
solve social issues. Social issues have become complicat-
ed amid destructive environmental changes, and in order
to solve these problems, it is essential to go beyond con-
ventional beliefs and our own framework, cooperating and
collaborating with our various stakeholders. In order to
create the foundation necessary for this, the IHI Group
announced its Group Management Policies 2023 and
Group Human Resources Strategy 2023 to foster a corpo-
rate culture that places an emphasis on diversity, and the
Group's top management is committed to promoting
Diversity, Equity, and Inclusion (DE&).

Aiming to solve social issues through our business activi-
ties, we feel it necessary to incorporate perspectives from
our diverse group of human resources into our practices
to realize the issues and needs of consumers that make
up society so that we can achieve a society offering safe-
ty, security, and prosperity. Additionally, the backgrounds,
experiences, and individuality present in this diverse group
bring fresh perspectives to the organization, and we be-
lieve that they will become the driving source for promot-
ing change.

In order for them to play an active role, it is necessary to
consider the differences in each person’s position, living
environment, gender, and so on to create fair opportuni-
ties, and to cultivate an environment in which each per-
son's strengths are utilized. To date, the IHI Group has
been incorporating equity into its efforts to promote diver-
sity, moving toward the promotion of DE&I where our di-
verse human resources can play active roles, and letting
the power born from this diversity lead to value creation.

Materialize an Affluent Society

© DE& Initiative Overview

Active Participation by Diverse Human Resources

Corporate
Development

Fostering corporate
culture that respects

diversity
Promotions by
management
Human
System Resource
Development Development
Ensuring diversity Innovative human
Fair evaluation system resources
New flexible ways Career autonomy
to work Improving
management
skills

Human Dignity

(Base)
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Diversity, Equity, and Inclusion

Education/Awareness Building Recruitment Results
New Graduate Recruitment Results (Scope: IHI, University graduates)
Number of Participants for Diversity Education and Training (Number of persons) Female (administrative) “®- Female recruitment rate (%)
(Unit: People, Scope: IHI and affiliated companies in Japan) Female (engineers)
250 Male (administrative) 25.0
Item FY2019 FY2020 FY2021 FY2022 Male (engineers)
Empowering female employees, 20.2
employees with disabilities, etc. 276 140 139 126 200 196 200
Wprk—ln‘e balance of employees raising 134 53 195 112
children
150 15.0
Work—lwfq balancg of employees taking 400 290 263 169
care of sick family
109
100 28 3 958 10.0
14
Number of Participants for Training Aimed at Developing Managers at Overseas Sites 133 12 192
(Unit: People, Scope: Within the region of our overseas headquarters) 50 o 5.0
75
Item FY2019 FY2020 FY2021 FY2022 72
Number of participants 42 —* 21 19 0 0
* Activities were not conducted in fiscal 2020 due to the impact of the COVID-19 pandemic. 2019 2020 2021 2022 (Fiscal vear)
New Graduate and Mid-career Recruitment Results (Scope: IHI)
Targets and Results (Number of persons) Mid-career recruitment
New graduate recruitment
. 300
Diversity Targets and Results
KPI Target Target Year FY2022 Results 250 249
230
Female recruitment rate University graduates: About 20% 2026 14.3% 55
Ratio of female Managers 7% 2026 4.7% _ 200 77 194 189
Increasing the proportion of female Officers
Ratio of female Officers to exceed 30% by 2030 (Participation in 2030 18% 150 35
Keidanren’s Challenge to 30% by 2030) 91
Ratio of employees with o o 100
disabilities 2.6% 2023 2.56% 104
153
Promote male employees to  Promote all applicable male employees to take 50
take paternity leave or paid childcare leave of at least a week, and 2025 90.1% 109 98
time off for childcare promote 2 or more weeks
0

2019 2020 2021 2022 (Fiscal year)
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Board Diversity Management Diversity
Number of Officers*’ (Unit: People, Scope: IHI) Number of Managers*? (Unit: People, Scope: IHI)
Item FY2019 FY2020 FY2021 FY2022 (Number of persons) Female Managers -@- Ratio of female Managers (%)
Total 16 17 17 17 Male Managers
ota 3,000 5.0
Male Officers 13 14 14 14 2,767 2732 2,776 47
83 92 107 2,643
Female Officers 3 3 3 3 2,500 124
(outside) (2) 3) @) 3) 4.0
*1 As of July 1 each year, members of the Board of Directors and Audit & Supervisory Board. 2000
3.0
Ratio of Female Officers*? (Scope: IHI) 1500
Item FY2019 FY2020 FY2021 FY2022 2,684 2,640 2,669 el 20
Ratio of female Officers 19% 18% 18% 18% 1,000
*2 As of July 1 each year, members of the Board of Directors and Audit & Supervisory Board. 10
500 .
0 0
2019 2020 2021 2022 (Fiscal year)
*3 As of April 1 each year.
Ratio of Female Managers** (Scope: IHI)
Item FY2019 FY2020 FY2021 FY2022
Ratio of female Managers 3.0% 3.4% 3.9% 4.7%
Ratio of general Managers 0.8% 0.8% 1.1% 1.4%
Ratio of section Managers 2.2% 2.5% 2.7% 3.3%
*4 As of April 1 each year.
Number of Managers That Joined IHI Mid-career*s (Unit: People, Scope: IHI)
Item FY2019 FY2020 FY2021 FY2022
Number of Managers 220 234 230 253

*5 As of April 1 each year.



Diversity, Equity, and Inclusion

Managers from Abroad (General Manager or Higher) (Unit: People, Scope: IHI)

Item FY2019 FY2020 FY2021 FY2022
Number of Managers 10 13 14 16
General Manager level 2 3 3 3

Local Managers at Overseas Sites*® (Unit: People, Scope: China, Singapore, and USA)

Item FY2019 FY2020 FY2021 FY2022
Total 23 22 25 26
China 4 5 6 6
Singapore 7 6 5 11
United States 12 1 14 9

*6 As of April 1 each year.

Ratio of Employees

Ratio of Employees with Disabilities*’ (Scope: IHI)
Item FY2019 FY2020 FY2021 FY2022
Ratio of employees 2.39% 2.35% 2.39% 2.55%
Target — 2.3% 2.3% 2.4%

*7 As of June 1 each year.

Re-employment Rate of Employees at Retirement Age (Scope: IHI)
Item FY2019 FY2020 FY2021 FY2022
Re-employment rate of employees at 81% 81% 78% 100%

retirement age
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Work-life Balance

Work Hours (Unit: Hours, Scope: IHI)
Item FY2019 FY2020 FY2021 FY2022
Monthly average overtime 21.10 13.00 18.90 21.60
Annual work hours 1,967.8 1,797.9 1,948.3 1,984.5

Average Annual Paid Vacation Days Taken (Unit: Days, Scope: IHI)

Item FY2019 FY2020 FY2021 FY2022

Average annual paid vacation days taken 19.40 18.73 17.37 18.65

Leave Acquisition Rate (Unit: People, Scope: IHI)

Item FY2019 FY2020 FY2021 FY2022

Employees who have used the reduced

161 139 158 140
work hour program
|Employees who have taken childcare 779 768 935 1010
eave
Employees who have taken parental leave 131 137 128 198
Male 21 31 60 78
Female 110 106 68 120
Percentage of employees who return to 99.2% 100% 100% 99.6%
work after parental leave
Employees who have taken nursing care 7 2 6 3

leave

Ratio of Male Employees who Took Paternity Leave or Paid Time Off for Childcare
(1 Week or More) (Scope: IHI)

Item FY2019 FY2020 FY2021 FY2022

Ratio that took leave 28.6% 26.5% 70.8% 90.1%




Diversity, Equity, and Inclusion

Initiatives

Supporting the Active Participation of

Diverse Human Resources

Mid-career Recruitment

To achieve its Group management policy, the IHI Group is
actively pursuing mid-career candidates with skills difficult
to find within the Company as diverse human resources
who possess the necessary expertise for building new
business models. Maintaining flexible and timely employ-
ment of human resources who have the capabilities de-
manded of our businesses and technological strategies is
crucial in an ever-changing business environment. Our
avenues to recruit human resources go beyond the regu-
lar hiring of new graduates to a variety of other channels.

Empowering Female Employees

The IHI Group executes a wide range of initiatives to help
better develop the careers of all female employees. These
initiatives not only recruit and develop key human re-
source roles to promote to middle and top management
but also define various goals to build a workplace environ-
ment where everyone can actively participate. As part of
our training, we set up career development opportunities
for female Managers by dispatching them to seminars
outside of the Company, in addition to supervisor instruc-
tion and coaching.

We also endorse the Cabinet Office’s Declaration on
Action from the Male Leaders Coalition for Empowerment
of Women.

Empowering Employees from Abroad

The IHI Group strives to create workplaces motivating fan-
tastic employees to fully realize their potential regardless
of their nationality. This includes broad assistance for for-
eign nationals working in the IHI Group. We offer a variety
of training opportunities to enhance communication skills
in Japanese while events such as those to encourage mul-
ticultural exchanges build broader professional networks.
These are just some of the many things IHI does to pro-
mote work-friendly environments where foreign nationals
can utilize all of their skills. Employees from abroad also
encounter problems unique to foreign nationals. That is
why IHI has put in place consultation services for employ-
ees from abroad.

Empowering Local Employees Overseas

The IHI Group is working to accelerate global expansion.
Overseas, we recruit and nurture human resources with
roots in the community according to the Group Human
Resource Management Policy while considering the
unique labor market and practices of each country.

Our human resource development programs offer training
to cultivate local Managers, which also strengthens our
Group management capabilities. Moreover, we empha-
size the development of global procurement Officers and
advance training programs for local staff. In fiscal 2022 we
implemented a human resource development program for
management in the Asia-Pacific region in addition to a sell-
ing power improvement training program in China. In the
future, we will promote even more active participation by
cultivating diverse human resources throughout the Group
worldwide.

Empowering Employees with Disabilities

The IHI Group strives to empower employees with disabil-
ities, aware that everyone can reach their full potential
with the right support and understanding in the workplace.
For employees with disabilities in need of special assis-
tance, we have assistance programs in place, such as spe-
cialized support staff, covering work and general aspects
of company life. We also support career advancement of
each employee by providing an environment conducive to
growth and success.

IHI has been a member of the Accessibility Consortium of
Enterprises (ACE) since fiscal 2013, and through sharing
its recruitment guidelines and examples of employment
with other ACE member companies, is able to resolve
problems faced by employees with disabilities while help-
ing to implement better measures regarding personnel
and support corporate affiliates.

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. As part
of our support for gender minorities, we provide employ-
ment programs, corporate dormitories, and other benefits
in addition to raising awareness about gender minorities
(LGBTQ+) through an ally* program and other networking
and enlightenment opportunities.
In fiscal 2022, we conducted an e-learning program titled
LGTBQ—Aiming for Total Allyship. The number of allies in
the IHI Group has increased to over 3,500.
In addition, IHI promotes the existence of gender minori-
ties in society, and is a co-sponsor of the Tokyo Rainbow
Pride 2023 event, which celebrates gender and lifestyle
diversity.
*Ally: Allies refer to people who offer understanding and support to
LGBTQ+. Anyone can be an ally, even if they do not identify as
LGBTQ+.
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Empowering People Over 60

The IHI Group promotes the active participation of em-
ployees at retirement age in many different ways. We
have adopted a program for each employee to decide
when to retire between the ages of 60 to 65. Many se-
nior 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. Pro-
grams to capitalize on the high level of expertise and skill
also create a framework to better encourage employees
at retirement age to play a greater role.

Hiring Fixed-term Employees as Regular Salaried
Employees

IHI has put in place a system to hire fixed-term workers as
regular salaried employees. This program lays a path for
fixed-term employees who satisfy certain criteria to re-
quest a regular salaried position.

Providing Opportunities to

Gain Diverse Experience

The IHI Group continually enhances the workplace to en-
sure that human resources with diverse backgrounds, ex-
perience, and views have a means to fully leverage their
skills. We offer programs to nurture broader experiences
and open minds as well as a wide range of opportunities.

Employment

The IHI Group clearly defines the type of work and human
resources critical to business and technical strategies that
will realize its long-term business vision. This demands a
strategic mix of new graduate and mid-career recruitment.
We hire around the globe throughout the year while ex-
panding the scope of our recruitment channels.

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. Our staff members also participate in joint devel-
opment projects with other companies, universities, and
research institutes, which are just some of the many ways
in which IHI provides access to a variety of experiences
and differing viewpoints.

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

Training

The IHI Group provides opportunities to gain broader ex-
periences and an open mind through active human re-
source exchanges outside the organization, such as
external training and events as well as participation in var-
ious academic societies.

Concurrent In-house Positions and Side Businesses
Outside IHI

The IHI Group encourages everyone to gain broad experi-
ence both inside and outside the organization. We support
employees to have concurrent positions inside IHI 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 include those relat-
ed to participation in universities and research institutes
or administrative agencies and start-ups for side busi-
nesses outside of the Company, and for concurrent in-
house positions, developing and sharing applications that
contend with internal and external problem-solving as
well as data collection and analysis. As of fiscal 2022, our
employees have registered approximately 110 different
side businesses, 55 concurrent positions, and a total 130
activities.

Work-life Balance Programs and Consultation
Services

The IHI Group has put in place various career-compatible
programs to help employees actively participate in the
Company while raising children, taking care of sick fami-
ly, or undergoing treatment for an iliness of their own.
Examples include publishing handbooks and leaflets to
raise awareness and promote use of these support pro-
grams, holding seminars by external lecturers, and set-
ting up a consultation desk with outside experts who can
provide support based on the circumstances and needs
of each individual.

In addition, to strengthen our efforts regarding men’'s
childcare leave we are in the process of developing a
handbook on balancing work and raising children that fo-
cuses on male employees. Furthermore, in support of em-
ployees wishing to have children we are distributing
leaflets to raise awareness about a program that supports
fertility treatment.
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