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SAY & DO with an Eye to the Future!

Precisely because we are living in an era of rapid advances in Al technology, Resonac

places “uniquely human creativity” and happiness at the heart of its human capital

management. By harnessing the power of digital technology and Al to free employees
from routine tasks, we turn the time this creates into opportunities for dialogue, chance
encounters, and serendipity. From this will emerge innovations that cannot be created

through planning alone. We believe that precisely this kind of uniquely human value

creation will become the source of our future competitiveness.

1 Initiatives and Achievements to Date, and Hurdles to Overcome

Since the merger, Resonac has advanced the transformation of its corporate culture by inculcating its Purpose and Values,
thereby fostering a shared language and sense of unity. Moving forward, we will focus on the following initiatives to further
develop an environment in which employees can choose their own career paths, take on challenges, and grow.
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2024
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Focus Points

Fostering a sense of unity

« Corporate philosophy,

corporate policy

- From recognition/

understanding to
empathy

Establishment of a

foundation for co-creation

+Inculcation of Purpose
and Values

«Emphasis on psychologi-
cal safety

Implementation of Purpose
- Making the Purpose a

personal concern

- Implementation of
co-creation that goes

beyond boundaries

Implementation of Values

«Values-based behavior
+ Deeper dialogue

- Workplace improvement invo
employees

Embedding autonomy and co-creation
+ Accelerating delegation of authority

lving all

Measures

* Ongoing initiatives are
listed only under the year
in which they began

- Town-hall/roundtable

discussion

+ PV cascade down training
+ Training sessions to

bolster the co-creative
collaboration capabilities

- Moyamoya Meeting

+ Global Award AHAI

+REBLUC

« Leadership training
programs

- Purpose Exploration Café
-Engagement causal

discovery

- Use of FFS theory
- Career support

- Dialogue On-site
- Learning Festival

programs

+ Global leadership training

model

enjoyable, self-directed learn:
- Support for people managers

to three

+ Piloting of a skills-based organizational

+“Tomogaku," an in-house initiative for

+Reform limiting required approval seals

ing

Platform

+ Executive integration
- Compensation revision
+ Establishment of an

«Integration of personnel
systems in Japan
- Japan talent review

«Global grading
+Global talent review

system
- Establishment of an

«Internal Project Challenge

model

+ Piloting a project-based organizational

of Purpose and Values

- . N i + Standardization of global HR operations
internal recruitment «Introduction of a global - 360-degree feedback external side job system | | . At -
system human resource platform + AHAI matching system Flattening the organizational hierarchy
News Flashi
Engagement Score - 54 %(0) 57 %(+3%) 60 %(+3%) 63 % (+3%) EliL
Degree of implementation 34 %(+10%) 49 %(+15%) 60 %(+11%) 60 %(£0) 65 % (+5%)

GOODpPoint

Since the merger, we have steadfastly implemented initiatives
centered on our Purpose and Values, such as town-hall meetings
and Dialogue On-site led by management. Just as JOINT3 and the
Learning Festival began with one person’s aspiration, when passion
connects us with others, even ambitious endeavors in an environ-
ment where psychological safety is ensured can be brought to
fruition. This culture of “Let’s give it a try—because we're Resonac!”
is steadily spreading throughout the company.

Engagement score

2023
=

2026:63%

Psychological safety score

2023
=

2026:66%

MOREPoint

Until now, various reforms, including workplace
improvements, have been led primarily by manag-
ers. Going forward, we will make these efforts
“everyone’s business” across our workplaces, with
employees taking the lead. To further support
employees in taking on challenges autonomously,
we will introduce skills-based job assignments and
evaluations starting in 2027, helping each individu-
al gain a greater sense of fulfillment and personal
growth. We will continue to build an environment in
which everyone can experience fulfillment at work
and happiness, and take on challenges while being

true to themselves.

Chapter3
What to Do Together
With Whom?

2 The Next Challenge Identified through the Engagement Survey: Corporate Culture x the Individual

We view the engagement survey as a “compass for management” that helps us identify key issues in advancing our strategy
and determine our next move. To create an environment in which employees can choose their own career paths, take on
challenges, and grow, it is crucial that everyone take personal ownership of workplace improvement rather than leave it
solely to managers. We will continue working to evolve into an organization where individual passion and co-creation
continually generate new value.
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Basics of co-creation

Implementation of co-creation

Understanding of Values

Analysis of 2025 Results

A causal analysis of the engagement survey results shows that scores have risen year
by year. In particular, scores for “growth opportunities” and “psychological safety,” which
we addressed as priority management issues, have risen steadily as a result of expand-
ing career-related information and creating more opportunities for dialogue.

Meanwhile, “response to employee feedback” and “work process reform” have been
identified as ongoing challenges as we move into the next phase of our evolution.

~ EZ EZR

Growth 50% 57%

opportunities

Psychological safety ~ 60% 63%

Management's

Specifically, regarding work process reform, we are moving beyond delegating authority response to L4% 48%
and reviewing processes to promoting a shift toward simpler, faster ways of working employee feedback

that make full use of Al and digital transformation (DX). Going forward, we will align

these initiatives with the flattening of the organizational hierarchy and the introduction of Work processes 39% 42%

a project-based organizational model to create an organizational structure in which each
individual can take on challenges with greater agility.

Four years of causal discovery analysis have revealed that the factors influencing
engagement are shifting significantly from “relationships with the organization and
superiors” to each employee’s “job satisfaction.” Going forward, through the introduction v
of a skills-based HR system, we will foster an environment in which each individual can
choose their own career path, take on challenges, and experience personal growth. At
the same time, we will leverage Al technology to strengthen job matching so that we can
respond swiftly to changes in the market environment, thereby maximizing the capabili-
ties of both individuals and the organization.

It has become clear that the key focus of engage-
ment has shifted from the company to superiors

and then to individuals, and that “job satisfaction”
has become increasingly important.

Engagement score
2024: 49% | 2 2025: 83%

This initiative served as a catalyst for employees to
“take the initiative to improve the workplace,” fostering
a culture in which employees make proposals. It has

Initiatives to Improve Employee Engagement at
a Group Company in China

The transformation at Resonac Electronic Materials (Guang-
zhou) Co., Ltd. (REMGZ) began with addressing the perception
gap between management and frontline employees, prompted
by the 2024 survey results. With restoring trust in the company
as the top priority, REMGZ focused on improving the working
environment and fostering dialogue. HR representatives visited
workplaces to explain the purpose of the survey and the intent also led to a reduction in the defect rate and an

behind the questions. Making employees’ views visible helped increase in workplace productivity. \
deepen mutual understanding and led to measures such as J
reducing the number of meetings. As a result, employee Wang Jianen

engagement improved. Resonac Electronic Materials (Guangzhou) Co., Ltd.
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Toward Realizing Work Styles That Enable Employees to Experience Happiness

The elements that contribute to happiness vary over time.

(1) In the present moment, “physical and mental well-be-

ing,” which enables us to “concentrate and get in the zone”;

(2) in the short term, “relationships with those around us” moment
and "putting the Values into practice,” which determine
whether we experience “pleasure or discomfort”; (3) in the Short term

medium term, “connection with our Purpose,” which enables
us to feel that “our work is meaningful”; and (&) in the long
term, the excitement that comes from “taking on the un-
known together with colleagues”—an experience that may Long term
be difficult at the time but, in retrospect, leads to a sense of

accomplishment.

— Elements and Measures for Experiencing Happiness —

In the present Physicaland |- Health and productivity management
mental health * Resonac is certified as a "White 500" company

- Co-creative leadership training

Colleagues and | - 360-degree feedback based on our Values
relationships |+ FFS theory

- Engagement survey

Medium term

Meaning and | - Purpose Exploration Café
significance | +REBLUC

(co-creation)

Challenging |,
e U Global Award AHA!

- Learning Festival

We are now at the stage of shifting course toward “proactive transformation.” By placing the “pursuit of happiness” at the
heart of our next human resource strategies, we will strategically enhance the workplace environment based on the four
perspectives outlined above, with the aim of becoming an organization in which every individual can enjoy taking on chal-

lenges together with colleagues.

Pursuit of Happiness: Leveraging Al Technology to Empower People to Drive Innovation

Pursuing happiness also requires improving the work environment. Use Al to streamline operations and devote the resourc-
es freed up as a result to dialogue with colleagues and co-creation. We will bring out the full potential of uniquely human
aspirations, thereby accelerating value creation as a company.

Work styles from now on

Dialogue

What people should “think through with
others”

Pooling insights to create value together

Al support

What people do not need to work out on
their own

Letting Al handle initial analysis and
preliminary research

O 0

Global

Award AHA!

Learning Co-creation/
Festival implementation

A

J Insights

J Value creation

Automation of systems

What people do not need to think about
Automating routine processes using
systems

@ Skills-based position
management

We define the requirements for the “positions”
needed for business growth and the "skills” of
each individual, including their strengths and
expertise, and place emphasis on personal
growth and career autonomy by matching the
two. By aligning employees’ aspirations with
business themes, we aim to rapidly establish a
“cycle in which both the organization and its
people grow.”

Platform
development

In-house app Redesign of business Automation and
development process flows optimization

and efficiency
improvement

Three Measures for Pursuing Happiness

@) Flattening the organizational
hierarchy

We restructure and simplify the existing
organizational hierarchy to accelerate
decision-making. We will streamline reporting
and redirect the time freed up as a result to
dialogue with colleagues and co-creation. This
will ultimately promote collaboration tran-
scending organizational boundaries and
enable us to evolve into a flat organization in
which each individual can proactively pursue
co-creation.

© Project-based organizational
model

We are promoting a shift to a project-based
organizational model that enables employees
to come together flexibly and swiftly based on
their individual strengths and willingness to
take on challenges. We will increase opportuni-
ties for co-creation in which diverse individu-
als connect organically, thereby enhancing job
satisfaction while responding swiftly to
changes in the market environment.

Chapter3
What to Do Together
With Whom?

Inside Stories

Behind the Scenes of Value Creation:
Employees Share Their Stories of “Challenge,” “Learning,” and “Pride”

At Resonac, we believe that “enhancing individual strengths” and “evolving and deepening our corporate culture” are
essential for value creation. By placing autonomy and co-creation at the core of individual growth and putting our Values
into practice as a guide to action, we contribute to business growth.

Autonomy means being able to
make judgments and take action

Auto n o my based on Resonac’s Values as

Co-creation means a process
. in which diverse people come
CO'Creat IO together and pool their skills
and perspectives to create
new value.

well as one's own values and
principles.

Here are just some of our many i ves.

AHA!: The Ever-Evolving and Deepening Implementation of Our Values

Number of participants: Number of participating teams:
12, 155 employees 958 teams

Global Award AHA! celebrates how employees across
the Resonac Group embody our Purpose and Values. To
date, it has attracted a cumulative total of more than
12,000 participants from around the world. This is a
system that Resonac takes great pride in. Diverse
teams—transcending organizational and national

boundaries—share their practical insights with passion,
sparking new co-creation.

Action! “Challenge”

allow participants to share processes
and connections among different
challenges more openly. The goal is to
cultivate a culture where employees
around the world take center stage and
celebrate one another’s proactive,
self-driven challenges.

(In 2026, we redesigned the program to

AHA! Gold Award winner makes a speech

Deepening Learning and New Initiatives for Co-Creation

Game-based training program > Deepening empathy with our Values and
proposed by employees fostering proactive, self-driven action

Is there an effective way for new employees to under-
stand what “co-creation” entails and appreciate the
importance of psychological safety while having fun? In
response to this question, a group of employee volun-
teers at the Kawasaki Plant in Japan devised and
implemented a game-based communication training
program. This in-house learning initiative will be rolled
out company-wide as the “Tomogaku Series.”

Action! “Learning”

(Seeing the new employees smiling and )
enjoying their conversations left us feeling
encouraged and gave us a clear sense that
the initiative is working. We plan to expand

/ this initiative to other sites as well. We will

continue to promote the Tomogaku Series
to lay the foundation for a culture of
co-creation in which everyone can speak
their minds and acknowledge the value of

\_one another. )

Training session at the Kawasaki Plant

Cross-plant Co-creation and Improvement Activities
Strengthening on-site capabilities and Action! “Pride”
Autonomous lexchange } co-creation capabilities through global
RS [T collaboration e N\

The Thai team’s AHA! Gold Award-win-

To overcome challenging market conditions, Resonac ; : -
Powdered Metals (Dongguan) Co., Ltd. (RPMDG) in China ning presentation sparked a desire to
conducted a technical exchange with a site in Thailand learn that technology,” leading to

that has achieved success in factory automation. In addi-  Cross-site co-creation. RPMDG began
tion to acquiring knowledge of DX and energy conserva- implementing improvements based on
tion, RPMDG is deepening its understanding by learning what it learned in Thailand. We realized
from examples of “visualization" at other plants. Such that pride in our workplaces is shared
cross-site collaboration enhances problem-solving across national borders.

capabilities on the front lines and helps build stronger \_
workplaces.

Visiting a site in Thailand and having an
) [N
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Taking the Initiative to Learn...

Report on the First-Ever Learning Festivall

What is the Learning Festival?

Conceived by young employees, the inaugural Learning Festival was held to
provide employees with opportunities to choose what they learn and grow

in the ways that best suit them. We adopted a format similar to a music
festival, with a diverse range of content offered simultaneously, and

participants free to select learning and networking programs according to

their interests and challenges. Using this event as a catalyst, we aim to

further promote employees’ self-directed learning and co-creation, thereby

fostering our corporate culture.

Scan the QR code to
watch a promotional
video on the Learning
Festival

(In Japanese only)

Let's learn together,
grow together, and
create the future
together!

| want people to
learn freely,
without being
constrained by
hierarchy.

Take ownership of
the unique learning
and insights only

this experience can
offer!

Chapter3
What to Do Together
With Whom?

Execution leaders

Satoshi Shinyama & Miki Mochizuki
Organization & Talent Development Group

They stepped forward to plan the Learning Festival. With the addition of five
employees that came together through the internal system for “Project
Challenge”, a program that allows employees to devote 20% of their working
hours to work in other departments, they brought the event to life through
cross-departmental co-creation.

4" #

This is
e fhe vepue map of the Learnin -
alheld in Ariake on Tuesday ’

November 11 4
»and W
November 12,2025 ednesday,

;3545 employees gathered!
rticipants freely selected theijr

Sessions from 78
e Programs deliver
th externa( and in-house instructsssbyj

_E'.
¥
¥

Rewarded in Nihon No Jinjibu's

; "HR Award 2026",

an awards program supported
by the Ministry of Health, Labour,
and Welfare.

of domestic employees

Just over 10%

__——

Number of participants
(registration basis)

Average number of sessions
attended per person

Satisfaction rating
(5-point scale)

D

\

Resonac places the highest priority on safety.
This training enables participants to physically
experience the dangers of mishandling equipment
and raise their safety awareness!

Career Consulting Experience

We held a session where employees could explore pathways for building a
career that feels true to themselves, reflecting on their concerns and future
aspirations with nationally licensed in-house career counselors.

| sought counseling because | felt uncertain about my future career.
After the career consultation, | rediscovered what excites me and what |
want to prioritize. My perspective shifted from “I've only got
a few years left until retirement” to: “If | want to feel that
excitement again, | still have five years to make it happen!”

M.S Headquarters

/

[ pick UP_

Presentation by Executive Vice
President Yamashita
Decisiveness as a Leader:
Integrating Numbers and On-Site
Insight

A special session where the
Head of the Electronics
Business Headquarters, Resonac's leading
driving force, shared his daily observations,
Qhoughts. and decisions!

J

Participating in the Learning Festival for the First Time

Because | was able to choose sessions based
on my own interest in learning, rather than
simply attending mandatory training, | was
engaged with a positive and proactive
mindset. Connecting with
colleagues from other sites also
gave me fresh inspiration.

Tomoki Matsumura
Resonac Hard Disk Corporation

am\\\\N\ & ¥ & o

e N
1,545 person 2.7 session 4.2
Worksnop on Creating New Value I Entrance '5 5 persons L 5
Through “Systems * Design Thinking ‘ Entry Gate - ‘ . — . ' . ~N
) ) ) At the Learning Festival, participants interact in an open, unfinished
With Associate Professor Makoto loki of (. space, going beyond their respective positions and roles as they bring
gyelsct)egr? I[\)/gsrisg;tnyasnedrag%aageefncgr?toéSgur o 3 their questions to the table and think about them together with others.
: rojec ; P E] Itis an attempt to create the prerequisite conditions that allow such
guest, participants experienced techniques © learning to arpise naturally, anpd I feﬁt that it offers one way for
for generating innovative ideas! o organizations to fulfill their obligation of supporting and
Collaborating with people from diverse backgrounds and Self/Team Manufacturing Stage § g promoting learning.
brainstorming based on the given themes and framework Management Stage Networking Events =S 3 Satokoatsumi
led to fresh insights. | learned a lot. It motivated me to o Chief R her. R a qtv? kaISI:trT:I
pursue even deeper learning. : ST 5 ief Researcher, Recruit Works Institute
. . Stage DX Stage S Th i - i i )
Akihiro Ichikawa Yamazaki Plant ) = The opportunity to attend a large-scale Learning Festival left a deep
: = impression on me, particularly through the sense of unity fostered by
Main Stage = the lively interactions and mutual learning among many people,
\ Leadership Stage Communication Stage 3 Y as well as their enthusiasm for taking on new challenges. )
(]
Hands-On Safety Training Course - Mitsue Murohashi
. General Manager of Career Development Department,
Corporate Strategy Division, HAZAMA ANDO CORPORATION

Other Content

Scan the QR code to find out the full lineup of diverse content, including the
sharing of practical knowledge by executives and frontline leaders,
conceptual and interpersonal skills training by external instructors, booths
showcasing what makes our various plants unique and attractive, hands-on
experience of molecular observation technology using VR, and cross-depart-
mental networking events!

(In Japanese only)

Looking Ahead

Our ambition is to establish the Learning Festival as a regular event that
every Resonac employee attends at least once. By connecting all employees
as “colleagues who inspire and elevate one another” through the Learning
Festival, we hope to contribute to Resonac’s journey toward
becoming a World-Class Functional Chemical Company.

More than 10% of our employees in Japan
participated, creating a unigue “Resonac-style”
enthusiasm for learning. The culture of autonomy
and co-creation is spreading widely.

Nori Imai
Chief Human Resource Officer (CHRO) ~

Satoshi Shinyama

Organization & Talent Development Group



https://www.youtube.com/watch?v=JSudZsdspLI
https://www.resonac.com/sites/default/files/2026-07/sustainability_learningfes.pdf

