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Bring positive change to the world

In whatever age, negativity is a feeling.
Positivity is an intention.

With the power of positive intentions
everyone can change surprisingly.

As we get to meet countless people in that very moment of their
lives, we believe, more than anyone, in each one’s possibility.

Thus, we wish to be for everyone, the impetus for that change.
In the areas of working and learning.
In addition to various recreational and daily life scenarios.

We wish to create opportunities for people to discover
the skills they didn’t realize they had, and enable them
to develop and make the most of those skills.

To give people, companies, and society
at large, the chance for change.
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Mission, Vision and Value

MISSION .

A “change agent group” that
brings positive change to

individuals and organizations
éve live in this world, we can experience
the positivity of people encouraging;fifting up,
and touching others. On the other hand, we ;
can also see the negativity of people hurting
or envying other people. Naturally, everyone

wishes to be filled with 100% positivity, but in
reality, both coexist, and it would perhaps be-

Ty

difficult to totally erase negativity from our lives.

Nevertheless, we believe that if the positivity
outweighs the negativity, even by a margin

as little as 51 to 49, we can grow little by little
as an individual and as an organization, and
create a better society. With that in mind, we
wish to exist for each of us to continue to-work
on personal growth and to change individuals
and organizations energetically and positively.

This is the “change agent group”
as envisaged by us.

VISION

Creating a strong brand with high
expected value and becoming No. 1
in the business fields of “working,”
“interesting,” “learning” and “living”

Working

Support “Working”

Interesting

Support “Interesting”

Learning
Support “Learning”
Living

Support “Living”

VALUE

Believe in Your Possibility

We are always facing challenges, over and
over again. We all have come this far in life by
believing in our own possibilities and believing
in the possibility of those around us, constantly
upbeat regardless of the hardships we face.

No matter how many new members join

our Company that started from just three
members, our philosophy of “Believe in Your
Possibility” will never fade away. In fact, we
believe that by having more individuals, the
“possibilities” will become our Group’s core
and will turn into our power to move forward.

In every moment, this VALUE
will always be in our heart.
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Value Creation Story

WILL GROU S Through our business activities, we bring about positive impacts in individuals and organizations.

V I C : F t - St “To give people, companies, and society at large, the chance for change.”
a u e 4 e a I o n o ry The WILL GROUP ultimate purpose is to generate positive change.

Who we are

Outcomes of positive impacts

©
Revenue ¥131,080 mittion  Well-being score 66.1 pt §
. y - =
Operating profit ¥5,472 million NpPS® 3.3 pt =
. Operating margin 4.2 % '2
Management capital
ROIC 17.9 %
Intellectual capital Total payout ratio 23.6%
N Number of employees = WILLOF job-seeking
§ (Regular employees) 2-1 65 website :T
= Employees ® Seko no Kamisama ]
Boﬁ (Specialist employees) 3-1 98 S ' .g
E Temporary workers 17 687 " Visamane ‘g
5 Social capital Financial capital = mgm h n
g _ _ Bring positive change
b Domestic 4 g 4 Share capital ¥2,163 million
] locations companies ) ) ’
(= Overseas ) Ratio of equity tO the World
: 34 companies attributable to owners  21.8 ¢
locations of parent to total assets -
=3
2
©
=
[%2]
Utilizing portfolio shift Utilizing digital shift
to improve profitability to improve productivity
Medium-Term Management Plan !ﬂl m g
H [ =
WI LL' be I n g 2 0 2 3 Discovering triggers for Working for a world Changing working g
change and opportunities of greater gender styles, and creating
WORK SHIFT Strategy for growth. equality. decent work. g
= — o
10 Sawines 17 neones
Business activities =) @
v
Creating the tomorrow in Bringing positive
which we can choose what change to the world
we want to do rather than with our partners.
what we can do. ©
3
Positive impacts
Change brought about through business
(Five materiality issues)
3
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WILL GROUP’s History Net sales
131.0
- - ags - . . . - 2018 biltion
By bringing about positive change to individuals and organizations, Construction management =
- - - - - engineer human resources :
L —
we will grow sustainably in tandem with societ senvicsaunched g
o
=
The origins of WILL GROUP lie in Big Aid Co., Ltd., which had developed a short-term outsourcing business, =
and SAINT MEDIA, INC. (now WILLOF WORK, Inc.), which operated a telemarketing business.
When we started the business of factory line outsourcing for customers in 1997, the Company did not
have ample funds, adequate equipment or an impressive record or business achievements.
But in one respect, we were in no way inferior to other companies. 3
That is, we had a passion for the work entrusted to us by our customers, and a team of people who shared that passion. 2014 >
. [
Subsequently the number of people in the team that shared our passion grew, and this came to form one pillar of our N;’:;’Ek‘i":::'izzn g
business. Other pillars were established, and before we knew it the human resources business had expanded significantly. launched a
)
Now, we have expanded into other regions overseas and have grown into a corporate group - [
operating with a total of approximately fifty Group companies on a consolidated basis. 2013
Launch of human
A . resources support
Net sales / Operating margin forstartups .
2011 B Opergting =
2000 2002 2006 Overseas human : H margin s
Temporary Human resources ALT (Assistant Language resources service £
staffing service  service for sales/call Teacher) staffing service launched 4 2% h)
1997 launched centers launched launched - ‘g
Company - - 0
established
- 0w = w un 1 I I I I i I I I I I I I
1997 1998 1999 2000 2001 2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022
‘ Japanese GAAP ‘ ‘ IFRS
&
Overseas-focused M&A strategy ..‘L-‘;
—
growth in Japan o
other 16% other 4% ; 429
Other 10% \ Three core businesses %
| |
Sales
-l:z;?:eic::s New domains 54% outsourcing domain
Three core 15% @
Factory Net sales businesses Net sales 84+ Overseas WORK Revenue o
outsourcing ¥22.1 90% Factory ¥45.0 37% ¥'|_3_1 .0 Call center ) ©
domain billion outsourcing billion billion outﬂsourcmg domain Z
25% domain } Construction 13% >
o Sales 239 Sales management 3
outsourcing ’ outsourcing engineer domain Factory .
i domain domain 59 outsourcing domain
Telemarketing Call center o o
business outsourcing domain 41% Call center 39% 14%
249 9 outsourcing domain HR support for Nursing care
% 22% startups 2% support domain 10%
FY3/1997 (Foundation) FY3/2013 (Immediately before listing) FY3/2016 FY3/2022
it
. . ©
Portfolio shift =
Up until the fiscal year ended March 31, 2013, immediately before listing, our human resources services, comprising our current three main businesses of the sales, call center and factory outsourcing
businesses made up 90% of our entire business operations. In our Medium-Term Management Plan “Will Vision 2020,” announced in the fiscal year ended March 31, 2016, we presented our priority
strategies, which included growing these three main businesses so that each becomes No. 1 in its respective industry, and establishing new business pillars. As a result, we have achieved organic
growth in Japan and M&A-focused growth overseas. In the fiscal year ended March 31, 2022, we expanded the scale of the three main businesses while changing to a portfolio in which half comprises
new domains such as the nursing care, construction management engineer, HR support for startups and overseas.
4
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Top Message

Shigeru Ohara

President and Representative Director

Portfolio shift successfully realizes
improved profitability

The Group is now working to establish a
highly profitable corporate structure by
following our WORK SHIFT Strategy, which
is directed toward bringing about a portfolio
shift and a digital shift to achieve the goals
of the “WILL-being 2023” Medium-Term
Management Plan, which enters its final year
in the fiscal year ending March 31, 2023.

The strategy formulated in this medium-
term management plan is to shift our
human resources business into two areas:
the Permanent area (“Perm area”), and the
Temporary area (“Temp area”). The Perm
area refers to the permanent placement
business for regular employees, etc., the
shokai yotei haken (temporary-to-permanent
placement) business, where temporary
staff workers become regular employees
after a certain dispatching period elapses
, and the temporary staffing business for

Bringing about as much “positive change”
In the world as possible while working to
solve social issues

highly specialized fields primarily involving
open-ended contracts. The Temp area
refers to temporary staffing business

for fixed-term workers with contracts

that are updated at regular intervals.

Under the portfolio shift, the primary
policy under WORK SHIFT Strategy,

we are striving to improve profitability

by making a conscious shift of our core
business areas away from the Temp
areas to the Perm area. The chief factor
that led us to formulate our portfolio shift
policy was a sense of crisis regarding the
Group’s low operating margin. In order
for us to work to resolve management
challenges, it was essential for us to

aim for the Perm area that offered high
gross margin. The business areas we
concentrate on among these Perm areas
are those areas where there is a stark gap
between supply and demand of labor and
where retention rates are low, such as
the construction management engineer

Who we are
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Top Message

domain, and the nursing care domain.
The construction management engineer
domain, and the nursing care domain are
both chronically understaffed, and we
consider that by closing this gap in labor
supply and demand we will not only solve
our management challenges, but it is also
one way for the Group to contribute to
resolving issues facing society. More than
simply providing working opportunities, we
have also been establishing environments
conducive to career development. And
through these measures, we have been
progressing toward making the portfolio
shift away from the Temp area to the
Perm area. As a result, our gross margin,
both domestically and internationally,

has been steadily improving, and at

this point in time, we are continually
updating our record-high results.

As for the digital shift, our other policy
under WORK SHIFT Strategy, the Group

is currently working to further improve
productivity per employee by bringing
about digital transformation (DX) of the work
flow of the business models we carry out.
For example, if one of our temporary staff
asks a question related to their contract,
working-style, etc., up until now, they have
had to directly contact the person in charge
and complete such paperwork as contracts
and application forms. As the number of
temporary staff increases, so too does

the number of contacts, which leads to
increasing redundancy in the content of
such contacts. Responding to each one

of these contacts on an individual basis is
not only inefficient but also burdensome
for the persons in charge. To lessen the
workload of the persons in charge, we

have improved efficiency by enabling
temporary staff to complete their inquiries
and job applications, etc. by smartphone,
etc., through the introduction of apps

and chatbots. We are also improving the
productivity of employees in other ways,
including the promotion of telework through
the expanded adoption for working-
from-home systems and improving
efficiency by holding online interviews.

Total payout ratio is 30% relative
to the earnings forecasts at the
beginning of the fiscal year

Our progress thus far with respect to
this series of WORK SHIFT Strategy

can be best understood based on the
aforementioned steady improvement

of our gross margin, which suggests

our portfolio shift is progressing as
planned. Going forward, we will continue
our portfolio shift away from the Temp
area to the Perm area, with the aim of
further improving earnings. Also, with
our digital shift, we still have numerous
items we wish to proceed with, including
but not limited to improving efficiency
through unified management of data and
mergers of consolidated subsidiaries.

At our overseas sites, we are steadily
achieving efficiency gains by improving
our quality of matching applicants to
companies among other measures with
the introduction of technology tools,

and under our digital shift policy, we

will further promote such initiatives.

The current medium-term management
plan ends in the fiscal year ending
March 31, 2023, but under the original
conception of this plan, we made

2030 the target year. In that sense,

we see the fiscal year ending March

31, 2023 as a point midway on our
journey toward realizing WILL GROUP’s
vision. We believe it will be necessary
to continue to evolve after that time to
further raise our level of completion.

While there are some strategies under
this medium-term management plan that
have achieved the progress expected

of them, there are also some strategies

that have not. In the next medium-term
management plan, we will refine our
strategies while taking a good look at the
achievements of this plan period. At the
same time, we will set targets and take
an effective approach to M&As, which
we have not pursued actively under this
medium-term management plan. As for
shareholder returns, we believe that the
ideal situation is one in which investors
who hold the Company’s shares over the
long term can benefit from capital gains
and income gains. Shareholders who
invested in our shares at a high price are
not yet satisfied with the situation related
to capital gains. However, we are seeing
continual rises in earnings per share
through the aforementioned improvement
of our gross margin, and at the same time,
we are striving to receive appropriate
evaluation by the market through

Net sales/Revenue
(Millions of yen)
150,000 Japanese : IFRS
- GAAP :
131,080

120,000 121916 448049

108,300

90,000 :
79,197 { 79,273

60,000

30,000

FY3/18 FY3/19 FY3/20 FY3/21 FY3/22
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improving our financial position. We will
also work hard at investor relations to
improve name recognition of the Group
which in turn leads to improvements

in capital gains. As for income gains,
we have set a dividend payout ratio of
30% relative to the earnings forecasts
at the beginning of the fiscal year.

This means, however, that if upward
revisions are applied to earnings during
the period, the actual dividend payout
ratio may be lower than 30% as it is
based on the initial earnings forecasts.
Looking at the past two fiscal years, we
have seen not only upward revisions
applied to earnings during the period

but also above-forecast profit posted in
March, the closing month of a fiscal year.
As a result, the dividend payout ratio

has repeatedly been lower, going as low
as 23% or so, against the resulting final
earnings. For the fiscal year ending March
31, 2023, we have again set a dividend
payout ratio of 30% of the initial earnings
forecast, however if upward revisions are
applied to earnings, we plan to conduct
a review of whether to increase returns.

Bringing positive change to
“individuals” and “organizations”

The Group’s Vision is to create a strong
brand with high expected value and
become No. 1 in the four business fields
of “working,” “interesting,” “learning” and

“living.” Currently we are placing utmost

priority on becoming No. 1 primarily in
the business field of “working,” including
the domains of construction management
engineer, nursing care, sales, call

center and manufacturing, but in the
future, we aim to create businesses that
make us No. 1 in the business fields of
“interesting,” “learning” and “living.”

In the business field of “working,” we have
adopted the mission to be a “change
agent group” that brings positive change
to “individuals” and “organizations.”
Recently with growing pressure placed on
companies to disclose their human capital,
attention is being focused on an approach
that recognizes human resources as
management capital and sees individual
growth as an impetus for corporate
growth and societal growth. However, we
are a company that has grown to the size
we are today through always elevating

the quality of employees and their level

of awareness. The temporary staffing
business, which is our central business,

is a service business. A service, no

matter how excellent, is entirely a human
creation. Any degree to which efforts are
made to brush up on a service or any
degree to which the level of a service
diminishes is entirely dependent upon

the people involved in that service. That

is precisely the reason why we consider
the questions of how well-qualified the
candidate should be, and how high-quality
the training should be to be extremely
important. These questions have been

on our mind since the very beginnings of
WILL GROUP, and that is the reason we
place utmost attention on the hiring and
training of human resources. As previously
mentioned, we are a “change agent group”
that brings positive change to “individuals”
and “organizations.” By “individuals,” we
mean “people.” And by “organizations,”
we mean our “clients,” such as companies
and local government bodies, to which

we provide human resources services.
Many temporary staffing businesses are

in the matching business of dispatching
human resources to places that are
understaffed. Our intention is completely
different to that of operating such a

simple matching business. It is our wish
that by hiring well-qualified personnel

and through better training, we dispatch
staff that can embody positive change for
organizations, such as companies, and
active roles played by the Group’s staff
can lead to those organizations achieving
positive organization-wide change.

By embodying our Mission, Vision and
Value in the business activities of the
Group, we will work to bring about as much
“positive change” in the world as possible
while working to solve social issues,

and thereby make a true contribution to
society. Going forward, we will continue
our daily activities with the mind that in
several decades from now, people will

be saying, “the world is a much more
positive place thanks to WILL GROUP.”

Who we are
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Sustainability

WILL GROUP’s Sustainability Involves

Sustainability policy

achieving sustainable growth.

sustainable future society.

The mission of the Group is to become a “change agent group” that brings positive change
to individuals and organizations. Driven by this corporate philosophy, it has worked to
bring about beneficial changes for as many people and organizations as possible, while

In order to continue to bring positive change to the world and to maintain sustainable
growth, we will take note of changes in society, and work with stakeholders to achieve a

Bring positive change to
all working people

Emiko Tsuchiya,
General Manager of Human Resources Division

Human capital, by which we mean all the people
who work in the Group, is the largest component
of the Group’s value creation process. “People”
are the assets on which our businesses depend,
and we consider our social responsibility to be
the resolution of the social issues faced by the

Today’s world has seen the emergence of a
variety of social and environmental issues, such
as those related to economic disparities and
human rights, the depletion of global resources,
climate and the environment and, as for issues
specific to Japan, issues such as declining
birthrate and aging population, labor shortages,
repeated occurrence of natural disasters, have
also emerged. In order to resolve these, we must
have a solid recognition of our role, and promote

individuals and companies served by these services.

sustainability to reflect our desire to fulfill our social
responsibilities through business activities.

It has been one year and a half since February
2021 when we embarked on full-fledged
efforts to promote sustainability within the
Group. During the previous fiscal year, we
drew up our sustainability policy and also
released the Group'’s first Integrated Report.

Meanwhile, during the current fiscal year, we

have shifted to specific initiatives; for example,

we established the Sustainability Committee,

and started discussing and reviewing policies
and monitoring progress achieved in carrying out
key measures. Furthermore, we overhauled our
promotional structure to seek further integration
with business operations, and distributed relevant
information to encourage more concern with
respect to sustainability among our employees.

That said, the Group is just at the point of
getting started with its sustainability promotion.
Going forward, we will continue our utmost
effort to bring about positive change in as many
individuals and organizations as possible, and
contribute to achieving a sustainable society.

Persistently Bringing About Positive Change in th__._'e' World

Process for identifying “materiality” issues

STEP 1
~——"
STEP 2
~——"
STEP 3
~——"

STEP 4

\/
STEPH

\/

Using matrices to organize SDGs and businesses
An inventory of the business activities of the Group was taken, identifying approximately 500
initiatives related to SDGs. These were organized into the 17 goals and 169 targets of the SDGs.

Value chain mapping

While consulting various guidelines, we extracted risks and opportunities in the value chain
for the business activities of the Group, created a mapping using the metrics of “likelihood
of occurrence x severity” and “societal benefits x economic benefits,” and identified the
initiatives that the Group should prioritize.

Interviews with stakeholders

For the priority issues identified during the value chain mapping of STEP 2, interviews
with stakeholders such as employees, temporary staff, clients and shareholders were held
using survey questionnaires.

Identifying value to society

Referring to the Group’s “Mission, Vision and Value” and the outcomes of the interviews
with stakeholders in STEP 3, we clarified the value provided to stakeholders and identified
the value provided to society by the Group.

Identifying “materiality” issues

Based on STEPs 1 to 4, “materiality” issues for the Group were identified from among

the 17 goals of the SDGs. For the identified “materiality” issues, we also expressed the
worldview that we wish to achieve for each goal in relation to the value to society and the
Group’s “Mission, Vision and Value.”

WILL GROUP’s materiality issues
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Discovering triggers Working for a Changing working Creating the Bringing positive
for change and world of greater styles, and creating tomorrow in which change to the world
opportunities gender equality. decent work. we can choose what with our partners.
for growth. we want to do rather

than what we can do.
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Sustainability

QUALITY
EDUCATION

Basic policy / Views

Our people constitute the most important element of our human resources business, which serves
as the main business of the Group. Underpinned by our belief that all of our people serve as the
source of our value creation, including our temporary staff and employees, we accordingly deem
that growth of each and every individual further increases the value we provide to our clients,
which by extension leads to sustainable growth of the Group.

As such, we provide growth and educational opportunities tailored to career plans of each and
every individual, which include support for gaining qualifications, self-education opportunities,
and various forms of training. In addition to skill enhancement through such opportunities, we
will provide other opportunities for every person to achieve growth. This will involve creating
opportunities for change by prompting employees to develop capacity to address their own
career options and strength to transform themselves, and providing support for achieving self-
directed career formation.

Discovering Triggers for Change and Opportunities for Growth.

Making triggers for change available to all kinds of people, discovering abilities that
the individuals themselves have not noticed, and providing opportunities for growth.

KPI

Providing support for self-directed career formation

We provide support for achieving self-directed career formation premised on our belief
that it is important for each and every employee to address their own career options
without having to depend on the Company for career development.

Enhancing support for gaining qualifications

We provide support that extends beyond the human resources business to also

include assistance for gaining Information Technology Passport and Career Consultant
qualifications useful in various fields, and assistance for gaining qualifications for
professions such as nursing care worker, JSDA sales representative, and accredited
construction management engineer, which are subject to substantial demand in the
respective fields. Going forward, we will expand our assistance for gaining qualifications
useful for career development.

Providing self-education opportunities
We provide self-education opportunities geared to enabling acquisition of business and

language skills.

r Topic

Kenji Matsuyama,
Director of WILLOF WORK, Inc.

Chance-Making Company

WILLOF WORK, Inc. is a major subsidiary of WILL
GROUP. Over and over again we have experienced
the moment at which people’s lives take a turn

for the better due to the opportunities provided

by work, and nobody believes more strongly

than ourselves in the potential of the individual.
Focusing once again on our origins, we set forth our
“Chance-Making Company” (hereinafter “CMC”)
brand vision in October 2019, underpinned by our
determination to achieve further evolution. We have
come up with four promises that exemplify this
brand vision-“Promise 01: We will believe in the
potential of all our people, ” “Promise 02: We will
increase work opportunities for everyone,” “Promise
03: We will enable greater diversity of working styles
in society,” and “Promise 04: We will continuously
support growth of all people.”

We track the NPS®* benchmark, which serves

as an important metric of our CMC initiatives,

by administering questionnaires regarding the
Company’s services to the Company’s temporary
staff once every six months. Moreover, we also use
the questionnaires to measure the extent to which
we are contributing to growth of the Company’s
temporary staff with the aim of achieving our CMC
objectives. In addition to providing daily support
through consultation and other such initiatives,

we will continue to facilitate growth of temporary
staff by taking findings of the questionnaires
seriously particularly in terms of helping them gain
qualifications and providing inexperienced staff
with preliminary training so that they are able to
take on a wider variety of roles. Please refer to our
questionnaire findings, which we make available on
our corporate website for those interested.

In addition, with the aim of achieving our CMC
objectives and contributing to society, we have
established the WILLOF Foundation (page 17) to
support “all temporary workers” who desire to

take on the challenge of achieving their dreams
and goals. In the society we seek to realize, we
envisage a positive cycle, whereby our support for
temporary workers desiring to take on challenges
helps them achieve as many of their dreams and
goals as possible, and through their fulfillment of
their dreams, they in turn will influence those around
them, which will lead to new challenges being born.

We will remain committed to our CMC brand vision.
Our efforts in this regard will enable the Group to
address its materiality issues and will furthermore
align with our mission of becoming a “change agent
group” that brings positive change to individuals
and organizations.

* The Net Promoter Score (NPS) is a benchmark for gauging customer loyalty.
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Initiative () ]

Career training

In the current VUCA era (volatility, uncertainty,
complexity, and ambiguity), it is essential that
all people assume responsibility for their own
careers and take initiative in contemplating
their career paths. To such ends, we provide
career development training mainly to
employees in their 20s and 30s, which is a
time of significant influence for future career
formation. Our training provides an opportunity
for participants to gain perspectives on
empowering careers suited to them by gaining
an understanding of and developing their
strengths and qualities. Launched in 2020,
our in-house training has prompted those
taking part to find the right work for them as
has been conveyed by feedback such as,

“the training caused me to think deeply about
my future career path,” and “the training was
helpful in terms of enabling me to learn about

careers my colleagues are considering.” We
will continue to further enhance opportunities
for self-growth and achieve aims that include
improving portable skillsets of employees while
also enriching careers and improving well-
being through learning.

For these trainings, due to current
circumstances, the usual group training has
been changed to online training to execute the
sessions in a flexible, safe, and educationally
effective manner. The Group has constructed
an efficient, multi-faceted educational system
by using the e-learning “Learner” system
developed in-house as a learning aid in many
of its training sessions.

Initiative 02

YUMEIKU HOPE project for facilitating social reintegration

Based on our desire to “create work
opportunities for all,” we have been striving to
eliminate communication anxieties and create
opportunities for work through workshops
with our sights set on individuals who need
support reintegrating into society, particularly
those who lack confidence when it comes to
communicating with others and those who are
hesitant to take that first step in dealing with
society. Moreover, leveraging our position as
a corporate group providing human resources
services, not only do we support people
taking their first step toward reintegrating into
society, we also believe we have much to offer
with respect to providing support for future
employment by giving back to society the
knowledge and expertise we have amassed
till now.

YUMEIKU HOPE project constitutes a social
contribution program that was started in
cooperation with support organizations
certified by the Ministry of Health, Labour

and Welfare of Japan, such as Local Youth
Support Station (“Support Station”) for helping
those contending with anxieties regarding
employment. Many of such employment
support organizations engage in activities that
deepen ties with communities and contribute
to invigorating respective localities.

YUMEIKU

Initiative () 3

Support for gaining qualifications

We provide support for gaining various
qualifications as a means of achieving self-
directed career formation. We will provide
impetus for employees and temporary staff

to play active roles in new settings while
creating opportunities for their further

growth by enabling them to individually gain
necessary skills, prompting them to improve
their skills, and helping them discover their
own intentions (“WILL"). A scenario of each
and every individual playing an active role and
achieving growth will culminate in a positive
chain reaction whereby greater value provided
to clients leads to the Group continually being
chosen by clients, which in turn results in more

such opportunities, thereby again leading
to a scenario of each and every individual
furthermore playing an active role and
achieving growth.

Specifically, we provide support for gaining
qualifications, which include the Information
Technology Passport for employees certifying
that they are equipped with basic knowledge
of information technology essential for
business purposes, and which also include
the Career Consultant qualification useful

for assisting with career development of job
seekers and temporary staff. We provide
support to temporary staff through our self-

operated WILLOF Care Academy nursing care
qualification school with respect to assisting
them in their efforts to gain nursing care worker
qualifications as required for assignments

in nursing care facilities. In addition, we
provide support for gaining highly specialized
qualifications required across all industries,
including those for JSDA sales representatives
and life insurance / non-life insurance
solicitors as required for engaging in sales and
solicitation of financial products, as well as
those for accredited construction management
engineers who are in short supply in the
construction industry.

'«r =

Top: Nursing care workers in training; Bottom: Accredited
construction management engineers in training
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Sustainability

GENDER
EQUALITY

Basic policy / Views

We believe that in order for us to bring about positive change in as many individuals and organizations as possible and
achieve sustainable growth, it is essential that we leverage the participation of diverse human resources, rather than allowing

our thinking to be dominated by a homogeneous perspective.

We have accordingly established benchmarks with respect to ratios of men to women in managerial positions and
recruitment category ratios with the aims of incorporating diverse perspectives into our decision-making bodies and
achieving a more extensive range of areas in which people with diverse characteristics are able to participate. Moreover,

Working for a World of Greater Gender Equality.

We aim to achieve a society in which everybody can participate, irrespective of gender.

KPI

® Providing equal opportunities irrespective of gender
We seek to ensure that ratios of men to women in managerial

positions are roughly the same as those of men to women among
full-time employees, which serves as a first step toward creating

we are committed to doing whatever possible and whatever needs to be done premised on our convictions regarding the

importance of listening to feedback from all of our stakeholders and reaching out to them. We will also promote development
of LGBT-friendly environments and systems by seeking greater understanding of gender identity as well as physical gender.

Through such efforts, we accordingly aim to help achieve a world of greater gender equality by creating opportunities for

equal participation by all, irrespective of gender.

opportunities for equal participation by all, irrespective of gender.
In addition, we administer questionnaires on gender issues with the
aim of gaining an up-to-date understanding of such concerns by
collecting candid feedback from employees and temporary staff.

® Providing support for balancing life events and work

We advance development of workplace environments and designing
of various systems tailored to a wide range of life events and stages
in life with our sights set on helping to achieve a society where

every person is able to fully demonstrate his or her individuality and

capabilities.

Project members

Interview of members of the WILL Color
project to promote the empowerment
of women

The name “WILL Color” is short for “WILL GROUP
colorful career.” It serves as a project to promote
the empowerment of women, created with the aim
of enabling employees to achieve colorful careers
with the WILL GROUP. The project was launched
as a first step toward creating opportunities for
empowering all people with diverse range of
personalities.

Although many of the Group’s female employees
play active roles, we are concerned that the
percentage of women holding managerial positions
is low. Questionnaires administered with the

aim of identifying potential means of addressing
this issue indicate that female employees need

role models who enable them to envision long-
term career possibilities. As such, with the WILL
Color project for promoting the empowerment of
women having been formed in 2021, we have been

furnishing articles through our in-house newsletter
profiling employees who are striking a childcare-
work balance and employees who are playing active
roles.

Whereas newsletter content featured thus far has
profiled female employees with various intentions
(“WILL"), it has been impressive that they have

all been individuals who are passionate about

their jobs and careers. Employees who have read
the articles have completed questionnaires and
furnished comments such as, “I no longer harbor
anxieties about balancing work and childcare,” and
“The articles helped me significantly in considering
my own career options.” This has helped give rise to
a corporate culture that empowers women.

That said, we seem to be at the midway point still
with respect to raising awareness. For instance,
some employees have remarked that it is difficult
to impose job relocation on women and that it is
easier to assign work to men. Many employees,
irrespective of gender, would actually like to

become managers and take on challenges, even
though they might not necessarily voice such
preferences. Eliminating gender bias in terms of
the dispelling notion that men work while women
handle childcare and doing away with attitudes of
excessively accommodating female employees
would give rise to an organization where everybody
is able to unhesitantly take on challenges to which
they aspire, irrespective of gender.

It is very important that each and every one of our
employees have strong desire and take action in
order for us to provide ample well-being to the
world. Under the WILL Color project, we aim to
enable our Company employees, temporary staff
and others to develop vibrant and individualized
career paths aligned with their personal
preferences. Finally, | hope this initiative inspires
all involved, irrespective of gender, to embrace a
somewhat more positive outlook and that it serves
as an opportunity for everyone to envision an
exciting future.
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Sustainability

Initiative 01

“WILL Color” project to promote the empowerment of women

The Group has a vision of creating a strong
brand with high expected value and becoming
No. 1 in the business fields of “working,”
“interesting,” “learning” and “living” To realize
this vision and create positive change in the
world, it is essential that all people with their
diverse range of personalities play active roles
in a manner unfettered by male and female
stereotypes constructed by society. As a first
step, we launched our women’s empowerment
project to provide support for careers and
working styles of female employees. The
project consists of members from across the
Group including not only employees of human
resource departments but also employees of
operating companies.

The notion of “empowerment” in this regard
refers to a state of progressing toward a future
ideal while working energetically and deriving
enjoyment from work. It is what we hope for
with respect to all employees irrespective of
gender.

A specific initiative under the project involves
periodically releasing newsletter content
aligned with the three themes of “women and

careers,” “balancing work and childcare,”

and “diversity and communication.” Content
released in the newsletter is provided for
personal guidance in relation to careers and
includes interviews of employees in various
stages of their careers on “career hurdles

and how to overcome them” and “tips for
enjoying work,” and information on day-to-day
solutions and actual situations encountered
by employees with parenting experience to
help eliminate anxiety of employees recently
embarking on efforts to balance work and
childcare, and employees who may be doing
so in the future. Moreover, we have been
considering the possibility of events for making
communications smoother and better not only
between men and women but also among
employees with diverse values. In addition to
releasing articles, we also hold events geared
to building networks and sharing information
among employees outside of work, through
forums such as online lunch gatherings where
employees taking childcare leave are able

to participate at their discretion, and round-
table discussions among employees who are
fathers.

Initiative 02

Implementation of study sessions for managers led by

visiting instructors

In the 2022 Gender Gap Index, Japan had an
overall score of 0.650 for a ranking of 116 out of
146 countries (ranking of 120 out of 156 countries
previously), which was the lowest ranking among
developed nations. Given that the prospect of
achieving the Sustainable Development Goals
(SDGs) substantially hinges on attaining a better
Gender Gap Index score, the Group has been
striving to achieve greater gender equality. This
has involved recognizing that companies in
Japan need to achieve improvement in terms

of their numbers of employees and ratios of
female managers, and also being aware that
certain aspects of the corporate framework

are inadequate in terms of addressing gender
inequality, including LGBTQ concerns.

We have moved to address issues that have
been identified by holding study sessions

led by visiting instructors. These have served
as opportunities for engaging in discussion
regarding pleasant workplace environments

for all by enabling participants to directly ask
about issues in the workplace and how best to
address gender bias, in addition to encouraging

them to gain basic knowledge from LGBTQ
individuals. We consider it important to promote
understanding of the effects and ramifications
of diversity on organizations and get each and
every employee to give thought to the notion of
how best to embrace diversity and to shift into
action.

We have held study sessions for management
teams with the aim of raising awareness and will
offer such study sessions to all employees going
forward. We seek to become an organization that
empowers diverse human resources through
business initiatives absent of gender bias, which
will involve improving levels of service provided
by career advisors and coordinators who have
many opportunities to interact with job seekers
and temporary staff, and by establishing various
programs for
gender equality
encompassing
LGBTQ
concerns.

Initiative (J 3

Administration of questionnaires on gender issues

The Group promotes sustainability in aiming
to bring about positive transformation with
respect to as many people and organizations
as possible, and has accordingly set forth the
aim of “working for a world of greater gender
equality.”

Although benchmarks such as ratios of men to
women in managerial positions as stipulated
under various guidelines serve as important
metrics, it is difficult to achieve the aim of
bringing about a world of greater gender

equality solely based on such indicators. As
such, we believe it is important that we work
to meet the expectations of employees and
temporary staff. However, given that we had yet
to fully assess views of those actually working
at sites of business, we embarked on efforts
to gain an understanding of current realities
by initially administering questionnaires. In

so doing, we have been seeking to determine
whether or not employees and temporary staff
actually doing the work sensing the presence
of discrimination, and if so, what sorts of

discrimination they encounter. We have also
been seeking to ascertain what circumstances
employees and temporary staff would deem
as being free of discrimination. Going forward,
we will identify challenges that need to be
assigned priority in part by extending the
scope of our questionnaires, refining the
content, and implementing approaches other
than those involving questionnaires. On the
basis of such efforts, we will develop steps

to be taken and consider the possibility of
specific plans of action.
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Sustainability

DECENT WORK AND
ECONOMIC GROWTH

‘ ' diverse working styles, we facilitate job satisfaction.

Basic policy / Views

The Group has set a mission to be a “change agent group” that brings positive change to individuals
and organizations. We believe that our ultimate value to society lies precisely in generating positive
change, which will contribute to the well-being of all stakeholders.

We seek to instill a desire to work among people who were previously restricted by their working
hours and work location, and will accordingly create positive changes by helping to transform the
world into one in which people are able to choose work arrangements tailored to various life stages
and lifestyles. Moreover, we will create decent work for all in part by ensuring a greater sense of

Changing Working Styles, and Creating Decent Work.

By believing in the potential of all our people, increasing opportunities for work and

KPI

= Improvement in well-being scores and Workplace Wellbeing

We believe that a greater sense of happiness and satisfaction felt by individual through
working gives rise to job satisfaction. As such, in addition to overall well-being scores,
we also measure and seek to heighten well-being with respect to working that is highly
relevant to human resource services (setting a well-being index calculated based on the
proportion of “yes” replies to three questions in relation to (1) work experience, (2) work
evaluation, and (3) self-decision-making at work).

Reference: “Work, and Smile” Global Survey results
https://www.persol-group.co.jp/en/sustainability/well-being/worlddata/

fulfillment gained through work and also by encouraging better relationships among coworkers.

® Improvement in retention rates

We believe that a workplace where employees desire to keep working constitutes
a workplace conducive to well-being. In seeking to ensure that employees of the

Group are able to keep working safely and securely, we promote measures to improve
retention rates in part by implementing coaching sessions for managers and having

them apply what they have learned to management of their subordinates.

DECENT WORK AND
ECONOMIC GROWTH

Emiko Tsuchiya
General Manager of Human Resources
Division, WILL GROUP, INC.

Achieving autonomous work styles that
enable diverse human resources to
experience job satisfaction

With the Group’s mission being that of becoming a
“change agent group” that brings positive change
to individuals and organizations, we wish for each
and every employee to change individuals and
organizations energetically and positively. In holding
to that mission, the Company must provide an
environment in which employees themselves feel
that they are engaging in decent work and are able
to work energetically and positively.

The notion of “job satisfaction” generally entails striking a
balance between job satisfaction (motivation factors) and
pleasant work environment (hygiene factors). To assess
employee job satisfaction, we administer job satisfaction
questionnaires and working style questionnaires on a
yearly basis. In so doing, we survey employees regarding

aspects of their work such as the types of settings in
which they experience job satisfaction, whether or

not they feel they work in a pleasant environment, and
whether or not they are able to select working styles of
their own accord. Such findings are then reflected in our
personnel policies. For instance, given that findings of
the questionnaires indicate that employees feel having
a sense of their own growth leads to job satisfaction,
we promote self-directed career formation with respect
to every employee, and have accordingly adopted
“one-on-one consultation” as a forum for facilitating
growth and development that extends beyond day-
to-day operational improvement and management by
objectives. Also, we check whether or not employees are
able to make their own choices regarding various work
arrangements and strive to create an environment that
allows them to flexibly make use of such arrangements.

Amid changing circumstances surrounding business
and lifestyles, as people’s ways of working become

increasingly diversified, employees nowadays seek self-
directed working styles in a highly flexible environment.
The capability for employees to make their own choices
particularly when it comes to working styles (how), work
venues (where), and work hours (when) greatly affects
employee job satisfaction. Meanwhile, the notion of truly
self-directed working styles extends beyond environment-
related options to also entail a scenario where each
employee (who), valuing his or her work objectives (why),
works in a self-directed fashion (what). In other words,
this involves a situation where employees develop their
own career paths while making self-directed choices with
respect to the 5SW1H questions of what, where, when,
why, who, and how.

In that sense, the Group strives to continuously
increase job satisfaction by providing support
for career formation through various work
arrangements and support for growth, above and
beyond efforts to upgrade work style options.
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Sustainability

Initiative 01

(]
—
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Promoting diverse working styles to choose from ZalTact service for outsourcing home-based call center work g
o
We provide the choice of various working work from home arrangements particularly for Our ZalTact service is a service for outsourcing possible to hire greater numbers of call center é
styles in order to maximize the abilities of temporary staff employed at outsourcing and contact center works with work-from-home operators because employers are no longer subject
each employee. We have established work subcontracting sites mainly in the domains of arrangement, operated by WILLOF WORK, Inc., to limits based on call center capacities given that
arrangements that include flextime, fewer sales support and call centers. As a result, we amajor subsidiary of the Group. We launched the operators are able to successfully perform such
work days and shorter working hours, work are beginning to see positive outcomes such service with the aim of enabling diverse working styles work from home. This transformation will enable job M
from home, parallel work, and various types as better retention rates. We will keep striving among temporary staff, with the ZalTact service name seekers to choose working styles tailored to their b4
of leave, thereby enabling employees to to establish more workplaces and occupations coined by combining “zaitaku” (working from home), stages in life, thereby providing call centers with a g
choose work styles aligned with various life that enable employees to choose from a “[T,” and “contact center operations.” The service more extensive range of human resources available =
events and stages of life such as marriage, diverse range of working style options. is bound to prompt changes regarding traditional for recruitment. Also, given that call centers are §'

childbirth, childcare and nursing care. We
aim to enhance well-being of each and every
employee through support for enabling
enrichment when it comes to “working,”
“enjoyment,” “learning,” and “living” by
enabling every employee to choose working
styles tailored to their own lifestyles.

In addition, we offer diverse working style
options for temporary staff as well as
employees. This has involved introducing

Initiative 0 2

assumptions that physical attendance at work is an
essential job requirement by making it possible for
employees to successfully work from home where
they engage in operator work and data entry tasks
for which on-site employment had been considered
the norm due to circumstances involving facilities and
information management.

In conventional call centers, operator assignments
had been limited based on capacities of such
facilities. However, our ZalTact service makes it

often located in areas outside of city centers,
making it possible for such employers to hire more
operators will culminate in social value particularly
in terms of giving rise to local job creation and
economic development.

We are embarking on these efforts starting
form temporary staff currently working at our
company-owned call centers, shifting over to
hybrid job arrangements where they can work
both from home and on site.
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Initiative 03 &
Conducting well-being surveys iy T e e
i e Well-Being e
= ol ]
In striving to achieve our mission of serving as a “change condition equating to physical health, good mental state equating e . a7 °
agent group” that brings positive change to individuals and to having a healthy mind along with purpose and meaning in mw:j; 2
5 organizations, first and foremost it is important that we life, and good social circumstances equating to having good - anEs 'E°
@‘ value employee well-being, which calls for positivity among relationships within one’s close circle. e i [
. . . N BOBRLA, o
o em;.)l.oyees themselves. We believe it will be pos§|ble to create We accordingly seek to foster a corporate culture conducive to 8 - ©
frittetor positive change in the world as a result of prompting better day- — o - . gt P
) ) o engaging in day-to-day activities enlisting good physical and e
to-day performance in terms of “well-doing” by maintaining such . . ) . i
"' ) - mental health with the aims of ensuring that each and every AAREOST -
well-being and consequently enabling better outcomes and . . . . Rl
o employee achieves higher well-being scores while the Group as a SRR Al 2 nean
greater productivity. . . ) o BOKESN
whole also improve its well-being score. o
o0 FERD
Whereas the notion of “well-being” is generally interpreted as ©
. . Well-being scores of the overall Group from April 2021 to the present su3snn p— -
happiness and good fortune, the Group has been conducting g ST hchusn A =
its well-being surveys once every three months since April 2019 " somzan L w
premised on its definition of well-being in terms of good physical 66.4 65.6 65.7 66.1 67.6 66.5 P T AR
Reference: Well Being DESIGN Foundation
https://www.well-being-design.jp/measurement/measurement1/
14
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10 Naies Creating the Tomorrow in Which We Can Choose ;
P What We Want to Do Rather Than What We Can Do. E
_—
{ _— We will provide support and opportunities for equal participation by all, irrespective of age,
A 4 nationality, disabilities or other characteristics.
Basic policy / Views KPI :

The Group upholds the value of “Believe in Your Possibility” and accordingly deems that it is important to

m Promoting employment of people with disabilities

provide support necessary to empower individuals by creating an environment in which all people are able to We provide work environments that make it possible for people with

maximize their potential, irrespective of disability, nationality, age and other characteristics.

We will embrace each and every person’s individuality while welcoming diverse perspectives and values,
thereby providing equal opportunities for empowerment. We will furthermore engage in constructive
communication while respecting one another’s values with the aim of promoting co-creation of new values
for all and transforming to a society where everyone is able to work while being true to themselves. We are

disabilities to demonstrate their capabilities and strengths.

m Promoting employment of foreign nationals
We are receptive to diverse cultures and accordingly provide
opportunities to foreign nationals employed in Japan to work safely
and securely with our sights set on helping to achieve a society where
everyone is able to progress forward hand-in-hand.

committed to realizing a tomorrow in which people can choose what they want to do rather than what they can
do, thereby seeking to bring about a society that gives rise to sustainable job satisfaction and employment
while eliminating inequality for all.

Topic
F P

President and Representative Director

Hideo Murakami

WILLOF CHALLENGE, Inc.

Promoting employment of people with
disabilities

The current fiscal year marks the second year of WILLOF
CHALLENGE, Inc., which serves as a Special Subsidiary
Company established based on our desire to provide
opportunities for equal participation and eliminating
inequality for all. At WILLOF CHALLENGE, Inc., we endeavor
to employ people with disabilities irrespective of gender,
nationality, age, and other characteristics, and accordingly
enlist the active participation of many such individuals
across a variety of operations that make use of their
individual characteristics and strengths.

Whereas we currently handle mainly in-house works
including preparation of proposal documents and office
work at our BPO center locations situated in Shinjuku,
Koriyama, Takahagi, Mito, and Tsuchiura, we stand
committed to increasing work volume both in-house and
from external sources going forward. Through these efforts,
we hope our employees will feel more certain that their
work matters. When it comes to employment of people
with disabilities in Japan, there are the positive examples

of some companies that organized sports teams that are

able to participate in competitions such as the Paralympic WILLOF CHALLENGE, Inc.
Games, and have accordingly created environments where
such employees are able to undertake training while holding
a job. However, the reality is that disparities persist, with
some companies hiring people with disabilities solely for the
sake of complying with legally mandated employment rate,
forcing employees into work environments where they are Date of

compelled to take on tasks they find undesirable. establishment 41 2021

East Shinjuku Building 8th floor,

Headquarters 54 ghinjuku, Shinjuku-ku, Tokyo

Capital ¥10 million

President and Representative

All of our employees serve as “change agents” that Officer Director Hideo Murakami

bring positive change to individuals and organizations.

With this notion in mind, we will ensure that there are no
inequalities between people with disabilities and those
without disabilities as we continue to provide opportunities
for empowering people with disabilities in a manner that
involves assisting all individuals in terms of advancing their
careers and helping them engage not only in work they

can already do, but also in work they would like to do, thus
assisting them in terms of becoming the person they wish to
become. Accordingly, we will energize each individual, work
with people with disabilities to facilitate job satisfaction and
create careers, and grow alongside each other.

Business Office work outsourcing;
activities administrative outsourcing
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Initiative 01

“ENPORT” service for providing living support to

foreign nationals

For people embarking on new adventures in
Japan, we hope to serve as a large port that

links Japan to the world. This desire gave rise to
ENPORT, which is to serve as a large “PORT”
linking various “ENs,” meaning the connections
of different fates and paths. We firmly believe that
sustainable growth derives from a commitment
to embracing diverse cultures and progressing
forward hand-in-hand.

The ENPORT services assist foreign nationals
seeking medium- to long-term residency in
Japan by helping to create environments that
enable such foreign nationals to live in Japan
with peace of mind through the service’s one-
stop solutions for coping with complicated
paperwork and contracts after arrival in Japan.
Specifically, ENPORT service offerings include
communications, real estate brokerage, rent
guaranty, intermediary for setting up bank
accounts, and Japanese language education.
Foreign nationals from various countries turn
to our services, making use of our multilingual

call center which provides explanations on
complexities of various types of contracts, rules
for living in Japan, and other such information.

ENPORT seeks to function as a service and
company that entices people to come to Japan
enlisting WILL GROUP’s support, by helping

to eliminate inequalities that may arise solely
because one is a foreign national.

ENPORT

Initiative 0 2

“Visamane” labor management system for support of foreign
nationals from initial employment through to retirement

Visamane is a cloud service that reduces

the “stress and difficulty ” involved with the
complicated procedure of managing foreign
workers. The service entails support for labor
management duties of HR and on-site managers,
from initial employment of foreign nationals
through to their retirement, enlisting services that
extend from checking for counterfeit residence
cards on behalf of companies that employ
foreign nationals to fully integrated services that
encompass making hiring decisions and keeping
track of visa expiration status.

The “Counterfeit Residence Card Screening App,”
one of the features of the Visamane service, enables
users to readily check whether or not residence
cards contain falsified details. The app works by
confirming the presence and type of microchip
embedded in residence cards and comparing
scanned data with original documentation. The
service is also equipped with multiple functions
that include “automatic notification of visa renewal
alerts” and “automatic preparation of government

documents,” thereby enabling companies to
reduce administrative workloads by as much as
90% while helping to curb risk of “facilitating illegal
employment” when hiring foreign nationals.

Now that the authorities are beginning to ease
and abolish entry restrictions imposed on
foreign nationals, we will create opportunities for
active employment of job seekers irrespective
of nationality by extending these services to
companies that hire foreign nationals.

Qs

Initiative () 3

Contracted employment management services for specified skilled workers and technical interns

We aim to help bring about growth of people
and companies by embracing diverse cultures
and persistently creating opportunities for
employees to play active roles irrespective of
nationality. As a company that provides human
resource services, our efforts extend beyond
those involving recruitment of foreign nationals
to also encompass support of companies that
hire such employees. In that capacity, we are
committed to contributing to the development
of abundant communities that are inclusive

of foreign nationals while concurrently
facilitating achievement of personal fulfillment

through employment, thereby taking on a
role that is beneficial to their home country.

Group company WILLOF WORK, Inc.

has been designated as a registered
support organization for specified skilled
foreign workers (registration number: 19%
-000231), certified by the Commissioner
of the Immigration Services Agency of
Japan, which operates as an external
bureau of the Ministry of Justice.

As such, we are able to take on services under
Japan’s Specified Skilled Worker Program.

For pre-employment, such support services
include arranging pick-up and drop-off upon
entry to and departure from Japan as required
of employers hosting foreign nationals, and
securing suitable accommodations. For post-
employment, such support services include
handling consultation regarding workplaces
and daily life, and contacting government
agencies. This entails offering fully integrated
services particularly in partnership with the
Group’s overseas branches. Meanwhile, when
there is a need to address issues in Japan,
given our prevalence of offices nationwide,

we are able to take action including same-

day visits to sites of employment. Also, we
employ many foreign nationals in-house, which
enables us to provide substantial support

to foreign contract staff who lack Japanese
language proficiency. With respect to Japan’s
Technical Intern Training Program, we maintain
contact with supervising organizations

and sending organizations designated by

the Company, striving to ensure that both
employers and foreign technical interns are
able to access the program with peace of mind.
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Sustainability

PARTNERSHIPS
FOR THE GOALS

Bringing Positive Change to the World With Our Partners.

Working with all kinds of partners, we will bring positive change to the world.

It would not be feasible for us to tackle all of our goals on our own, and so cooperation with partners is essential. In order to explore resolutions not only of the Group’s own materiality
issues but also of various social issues, we will cooperate with partners to bring positive change to the world.

Initiative 01

L The Great East Japan Earthquake was the catalyst for the founding of WILL Heart Association, a voluntary organization whose members are drawn from employees of
WILL Heart Association wiLL GROUP. The Association is involved in a range of initiatives, such as donations using a matching gift system and support activities for creating opportunities that

will make children excited about their future.

Extracurricular lessons from the “l screwed up” teacher

The Association holds extracurricular lessons in which employees of the
Group share anecdotes of their own failures to the children, and discuss what
they learned from the experience. Having emerged from our desire to give the
children hints and tips, however small, on how to approach life, this program
prompts children to think about their futures and provides opportunities for
participating employees to gain a sense of their own growth.

Career Supporter Squad

Our Career Supporter Squad program is geared to university students who
are concerned about their future career paths and are seeking answers in
terms of determining career options and identifying their interests. To such
ends, Group employees serve on the Career Supporter Squad for roughly
one month during which time they hold “getting to know yourself” lessons
involving coursework and dialog with the aim of having students reflect on
their past and present situations while also looking toward their own futures.

Online English conversation

The Association arranges online English conversation lessons taught by
employees of the Group. Through these lessons, the teachers bring about
positive change for the children by enabling them to enjoy English and
stimulating their interest in the world outside Japan. In the past, we have also
organized tour programs where children served as English-speaking guides
in showing foreign employees of the Group around communities.

FY3/20 FY3/21 FY3/22

Donation results

Number of people 541 451 389

Number of units of . . .
matching gift 2,642 units 2,130 units 1,858 units

Donation amount ¥5,799,877 ¥5,076,550 ¥4,663,150

Initiative 02
“and WILL” matching gift system

In August 2022, the Group established a new matching gift system premised on its desire to exemplify its
mission to become a “change agent group” that brings positive change to individuals and organizations,
even outside the realm of its operations and business. The matching gift system entails arrangements
whereby the Group solicits and matches financial donations from employees
when a natural disaster strikes, thereby enabling a system of making direct
donations to local governments and organizations that embodies the sympathies
of both employees and the Group. The word “WILL” in the “and WILL” matching
gift system refers to WILL GROUP, and the name embodies our desire to closely
align with various people and communities, along with our desire to demonstrate
“WILL” toward people and society in terms of our commitment to a better future.

andWILL

Initiative 03
WILLOF Foundation

The Group has been engaging in operations primarily focused on human resources services for roughly
25 years. In the course of facilitating employment of many individuals, we have met many people who
opt for employment as “temporary workers” in alignment with their own goals. We believe that support
of such people is important for us as a human resources service company which offers “working style”
options. The foundation’s first call for entries culminated in our providing support for endeavors of four
individuals who are taking on challenges of achieving their dreams in the sports and entertainment/

arts category, while concurrently making ends meet through employment as temporary workers. In
supporting temporary workers aiming to achieve their dreams and goals in terms of their willingness to
take on challenges, the WILLOF Foundation accordingly aims to realize the “Chance-Making Company”
vision of our Group companies while also helping give rise to a positive society where everyone is able to
take on new challenges.

WILLOF Foundation Official Website: https://willof-foundation.or.jp/
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Sustainability

Initiatives in Relation to Human Rights

Human rights
policy

m Respect for international standards

The Group supports and respects international standards related to human rights, such

as the International Bill of Human Rights, Children’s Rights and Business Principles, ILO
Declaration on Fundamental Principles and Rights at Work, and the Guiding Principles on
Business and Human Rights. We strive to prevent or reduce negative impact on human
rights, including discrimination, violence, sexual harassment, and power harassment, for all
stakeholders involved in our business activities.

Company policies related to freedom to form labor
unions and support of collective bargaining rights

The Group complies with local laws and respects the rights of employees to form labor unions in
accordance with laws and regulations, choose whether or not to join such unions, and collective

bargaining rights. The Group will not discriminate against employees due to the use of these rights.

The Group has set a mission to be a “change agent group” that brings positive change to individuals and organizations.
We believe that we can create a better society by ensuring the positivity of people encouraging, lifting up, and touching others outweighs the
negativity of people hurting people. We aim to spread awareness about the importance of respecting human rights in order to achieve this.

m Elimination of discrimination*

The Group strives to avoid any act that would discriminate or violate human rights for reasons of
gender, age, disabilities, nationality, race, gender identity, or religion. Aiming for a workplace that
is without discrimination and comfortable for all people, we strive to promptly grasp, resolve, and
prevent human rights issues through employee training and the establishment of a hotline.

*Discrimination refers to allowing different opportunities or treatment in employment, promotion, remuneration, and training based
on factors outside of those logical, such as individual skills, aptitude, and results. For example, people may be discriminated against
for race, ethnicity, nationality, place of origin, skin color, age, gender, sexual orientation, disabilities, religion, political views, union
membership, and marital status. Also, unequal opportunities and treatment because of health exams and pregnancy exams can be
viewed as a discriminatory act.

m Appropriate compensation

The Group verifies that compensation exceeds the minimum wage based on national and
local laws and regulations in an effort to avoid violating labor hour regulations.

— Initiatives related to foreign contract staff

The number of foreigners working in Japan is increasing year by
year. However, according to the Cabinet Office’s “Public Opinion
Survey on Human Rights Promotion and Protection” human rights
issues are occurring including “difficulties accepting differences in
customs and habits” and “unfair treatment during hiring process
and at workplaces.” Furthermore, the media has covered a range
of serious problems including the illegal employment of foreign
contract staff and poor work environments.

Amid these conditions, in factory outsourcing, a profit maximization
domain for the Group, we are regularly involved with foreign
contract staff through our permanent placement and contracted
employment management support services.

Of the many types of residential statuses, most foreigners have
permanent resident, fixed resident, study abroad (activities outside

status permitted), or specified skilled worker residential status.

We provide training for our employees involved with foreign
contract staff to understand the residential statuses and Japan’s
Specified Skilled Worker Program, regularly visit the companies
hiring foreign workers, and work to confirm and improve both
working conditions and work environments. We also work to
resolve not only concerns or dissatisfaction that foreign contract
staff have with their jobs, but also problems they face living in
Japan, providing support for them to work and live comfortably
and safely.

To provide sufficient support to foreigners who are not yet

comfortable with the Japanese language, when communicating, we
arrange for other employees from their home country to be present.
Furthermore, so foreign contract staff do not engage in illegal stays

or illegal employment, we use our foreigner labor management
system “Visamane” developed in-house to regularly check
residence cards and to monitor and limit working time, ensuring
thorough management after foreigners enter Japan. Additionally,
to strengthen management prior to entry into Japan, when working
with local sending organization, we only work with organizations
with positive reviews from foreign contract staff among the list of
sending organizations authorized by the Japanese government. In
this way, we do everything possible to eliminate the risk of illegal
stays and illegal employment.

With our longstanding experience in the HR business and our
employees who are adept in supporting foreign contract staff, we
carry out our business activities with attention to preventing unfair
treatment based on nationality and of respecting human rights.
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Sustainability

Initiatives for Addressing Climate Change

(]

©

[

3

. 2

Environmental Inorderto sustainably and safely protect the global environment, through reduction of energy use, the Group will proactively take efforts =
policies toward addressing climate change, reuse of resources and the conservation of biodiversity.

(]

5

The Group has established a target to “reduce total CO, emissions by 20% by the fiscal year ending March 31, 2031, compared to the a

[

Tarqets fiscal year ended March 31, 2020. This applies to not only the CO, emitted from the offices, but also CO, from employee’s business =

9 activities and through the service’s entire life cycle. We will perform wide-ranging activities to prevent global warming while working §'

with clients, business partners, and employees.

Trends in greenhouse gas (GHG) emissions

o
Based on the “Green Value Chain Platform” of the Ministry of the Environment and the Ministry of Risks and opportunities in the climate change issue (as of October 1, 2022) '.‘n:
Economy, Trade and Industry, we calculate Scope 1 and 2 GHG emissions at WILL GROUP, INC. Financial £
. . [T I . i ifi A (1]
and our domestic consolidated subsidiaries. The emission sources applicable to each Scope are '(’)"‘)';‘;’:ti':‘tit’;si't‘;:‘g ei';ﬁf")fl':s Scenario __impact Main response policies =
as follows. We are also considering reviewing the items included in the calculation target of our 4°C_2°C a
i B Environmental target “Reducing total CO, emissions b
current scopes and calculating Scope 3. 9 9 , e y
Increased GHG Increased electricity costs due to 29%. by .FY 3/31 compgred_ to FY 3/20 levels
- emission prices introduction of carbon taxes Small M Elimination and consolidation of branches
Policies and P M |ntroducing flexible workstyles including telework
: ; ; ; laws and M |nitiatives to reduce electricity use (CoolBiz/WarmBiz)
CO, emissions through the CO, emissions through the Transition Fedulations ncreased operating costs
- - - . . . - . M i : A h . N N
direct use of gas in offices use of electricity in offices risks o eporting _(monitoring costs, fhrd-party -~ Small B Seek monitoring methods using DX z
organization inspection costs| O
—
. I . ©
Increased concern Decrease in employee retention rate. u :2';?;25:55; ;Isntlztlliamtlgteesctgacn%n;t(Jsa:lsetr:iI:aot;ﬁ-tI;}Trtﬁtliatives g
- - A Evaluation or negative feedback Getting undervalued, with decreased - Small . .
CO, reduction targets through the fiscal year ending March 31, from stakenolders  ablity o atiract customers B o by research using NPS, ofc
2031 and resu"s (c°2 tOtaI emiSSions scope 1 + 2) B Organizing our emergency disaster response and our
. Severe increase in reporting line
CO, total emissions Achieved Reduction extreme weather \tl)vehr?'\nam:i‘;hegnzizaéz;zﬁia;::t M Disaster response communication network (safety
. Acute conditions such : . . Large Large confirmation communications)
Achieved target preventing work continue, earnings B Distri N
| (y g as cyclones and © Distributing disaster pocket manuals
(t-CO,e/year) 7 compared to Physical flooding are lost, and costs increase B BGR/BCM Tormulation °
800 reductions 1 3 .1 % FY 3/20 Reduction risks B Implement disaster response training g
- compared i ) ©
to FY 3/20 reducno(?s 1 0 fy target Rising average Reduced earnings and increased : E;:::i;gro?/gigZ:‘é&iig?yrgf;éfcg?g?nsnatural energy, etc. E
compared to 0 compared to Chronic costs due to negative effects onthe Small Small N . 1 N e LoD (7]
- v FY 3/20 FY 3/20 temperatures labor force M Designing offices with high air-conditioning efficiency >
700 and researching ZEB-compliant buildings 3
- A 20
0, - With the promotion of changing B Establishment of work from home system
A) ;‘:Zisf;:g;ieoimc'em workstyles, reducing CO, used in _ Small B Company-wide application of online meetings and chat tools
methgds (modal shift transportation and reducing resources B Accelerating the shift to telework through the
600 Resource through the transition to paperless digitalization of operations, including digital contracts
- efficiency Implemented health and safety B Researching ZEB-compliant buildings and running
Transitioning to high-  policies, boosting employee simulations
efficiency buildings satisfaction. Reduced GHG-related - Small B Gauged through well-being surveys and health and
Oppor- costs and operating costs employee satisfaction surveys
500 tunities L]
- Developing and B Introducin . . ©
" - : . g online interviews
Product ::npi:;‘gr?%ll'g‘c’ivucts Isr;i:/eigjsng demand for online - Small M Providing the “ZalTact” service for supporting call- o
roanl:;: S and services center work at home
m—’\/\/\/ services Ghanges in consumer Customers choose us over B Proactive initiatives for addressing climate change
tit f - || H P tive infi i iscl limate ch
FY3/20 FY3/21 FY3/22 FY3/25 FY3/31 preferences ggcmaprgc;r:)i;satl?:s?:;eaﬁvg:r Smal inr\?i;gvlgz information disclosure on our climate change
(Actual) (Actual) (Actual) (Medium-term targets)  (Long-term targets)
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Medium-Term Management Plan /% /////////.-‘\\\\

| "
-Deing T
7
7/
The Group believes it is necessary to alter its earnings structure in order to achieve sustainable growth, and has "
positioned the Plan as the foundation-building phase of this initiative. The basic policy incorporated by the Plan is "
our WORK SHIFT Strategy, which aims to utilize a portfolio shift and digital shift to improve the operating margin '-
and achieve a highly profitable corporate structure. “‘
N
N e

WORK SHIFT Strategy to

Expanding the portfolio in the highly profitable Perm area and raising

Basic
policy

corporate structure

establish a highly profitable

highly profitable corporate structure.

Key Numerical
strategies targets

StrategyI —— Utilizing portfolio shift to improve profitability

Maximize and optimize growth opportunities through Perm SHIFT.
(“Perm” is permanent placement and temporary staffing for highly
specialized fields.)

Strategy ]] —— Utilizing digital shift to improve productivity

Use digital technologies in the Temp area and maximize and optimize
employment opportunities with actions centered on productivity
improvement and stability of the business. (“Temp” is temporary
staffing and outsourcing.)
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Strategy ]I[ —— Searching for next strategic investment domain

Search for the next strategic investment businesses through repeated
trial and error. Work to enhance our future consolidated operating
margin by searching for businesses with high operating margins.

strategy [\ —— Financial strategy

Work to improve shareholder returns while maintaining growth
investment by enhancing our financial soundness and capital efficiency.

sJ0je2Ipul [eloueuly

productivity in the Temp area to enhance profitability and establish a

Results Forecast >
KPI (Key Performance Indicators) FY3/20 FY3/21 FY3/22 FY3/23
Revenue ¥121.9vittion ¥118. 2biliion ¥131.0billion ¥14.0.0bitlion
(YoY change) (+18%) (+3%) (+11%) (+7%)
Gross margin 20.8% 20.3% 21.9% 22.6%
Selling, general and . .
administrative expenses ¥21.4vilion ¥20.4vbillion ¥23'5.b_'"'°” ¥25'9.bf"'°"
(Up-front investments included) (¥1.0 billion) (¥1.3 billion)
Operating profit b4 14bvition ¥4.03pillion ¥5.47billion ¥5.60billion
(Operating margin) (+3.4%) (+3.4%) (+4.2%) (+4.0%)
ROIC 14% 14% 17.9% 18.6%
Ratio of equity attributable
to owners of parent to total 11.7% 17.7% 21.8% 24.8%
assets
Total payout ratio 25.1% 22.9% 23.6% 30.2%
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Medium-Term Management Plan

Progress and final year outlook for our Medium-Term Management Plan

In terms of results in the fiscal year ended March 31, 2022

for our Medium-Term Management Plan “WILL-being 2023”
announced on May 12, 2021, we have achieved our targets for
operating profit and operating margin and aim to achieve all our
goals for the fiscal year ending March 31, 2023 including our
key strategies.

In our portfolio shift, the nursing care domain and construction
management engineer domain are particularly important.
First, in the nursing care domain, in our initial strategy we
expected growth in the shokai yotei haken (temporary-to-
permanent placement) category. However, the retention

rate of people hired in the shokai yotei haken (temporary-to-
permanent placement) category is high, as expected, but

this has not led to an expansion of permanent placement for
those without experience. Accordingly, we moved away from

active promotion and positioned it as just one part of our
service lineup, while changing our strategy to one focusing

on permanent placement. In the construction management
engineer domain, we doubled the number of new graduate
hires without experience from the previous fiscal year. As

a result, we have built a system to hire a combined total of
1,000 new graduates and mid-career hires (with and without
experience) and have aligned our sales and hiring platform for
future growth. We have maintained our retention rate at around
70%, and we plan to increase it further by strengthening our
training and follow-up system.

In terms of the digital shift, we are continuing to improve the
functionality of the WILLOF smartphone app, including shifting
to online versions of the various applications for temporary
staff. We are also working toward streamlining by integrating

our consolidated subsidiaries and by standardizing systems at
our overseas subsidiaries.

In terms of our financial targets, our equity increased as financial
results for the fiscal year ended March 31, 2022 exceeded profit
targets in our current Medium-Term Management Plan, and our
ratio of equity attributable to owners of parent to total assets
was 21.8% as of the end of March 2022 (+4.2 points compared
to the previous fiscal year), exceeding our target of 20.0%. In
addition, for the fiscal year ending March 31, 2023, we plan to
increase the dividend by ¥10 per share to ¥44 (ordinary dividend
of ¥44). In that event, the total payout ratio would be 30.2%.

Our current outlook for ROIC for the fiscal year ending March
31,2023 is 18.6%, due to an increase in invested capital. Going
forward, we aim to achieve our target of 20.0% by reviewing our
invested capital and other measures.

Summary of progress in the Medium-Term Management Plan (WILL-being 2023)

At time of Medium-Term
Management Plan announcement

(FY3/20-FY3/23)

Key strategies Details

m Expansion of Perm area (“Perm” refers
to permanent placement, and temporary

Revenue CAGR 6% staffing for highly specialized fields). In
Utilizing portfolio shift to particular, we will focus on the domains of ﬁ
. fitabilit nursing care, construction management

Gross profit CAGR 1 2% ] [ mprove profitabrity engineers, and HR support for startups.

I

Operating profit CAGR 15%

Strategic investment domain, profit
maximization domain

Domestic WORK Business and Overseas WORK Business

m Strategic investment domain: Revenue

Progress in 1Q FY3/23

Strategic investment domain

m Construction: O (Increase in new graduate and mid-career hires without experience)

m Nursing care: A (The retention rate of people hired in the shokai yotei haken (temporary-
to-permanent placement) category is high, as expected, but this has not led to an
expansion of permanent placement for those without experience. Accordingly, we
moved away from active promotion and positioned it as just one part of our service
lineup, while changing our strategy to one focusing on permanent placement.
Employees and other resources were shifted to the temporary staffing division.)

m Human resources support for startups: O (strong performance)

growth rate

= Profit maximization domain: Operating
margin

Profit maximization domain

m Domestic WORK: O (Improvement in gross margin and operating margin resulting
from the assessment of economic conditions, etc.)
m Overseas: O (A steady rise in the base level, even after excluding forex impact)

v

Utilizing digital shift to

BEICHE improve productivity

® [mprove productivity per capita through f

I Domestic WORK Business and Overseas WORK Business ~ digital shift.

FY3/23 earnings forecasts

Profit maximization domain

= Continued to improve the functionality of the WILLOF smartphone app (shift to
online applications, etc.). Launched “Manned chat support” in April 2022.

(FY3/20-FY3/23)
Strategy

CAGR 9y I

Revenue

= Expand services for foreigners in Japan.

Searching for next strategic  m Expand services for IT personnel.
investment domain
Exploratory domain

m |In HR Tech, we are exploring A
opportunities in sectors adjacent to our
main businesses.

m Technical interns and specified skilled foreign workers arrived in Japan in May
2022, but services for foreigners in Japan undershot initial expectations.

m |n services for IT personnel, both temporary staffing and permanent placement
grew steadily.

m Product under development for services, etc. to be provided to construction
management engineers.

CAGR 15%

Gross profit

Financial strategy
For the Group as a whole

Operating profit CAGR 18%

m Ratio of equity attributable to owners
of parent: 20% or higher

= ROIC: 20% or higher (cost of capital at O
around 10%)

m Total payout ratio: 30% or higher

m Ratio of equity attributable to owners of parent was 23.5% at the end of 1Q
FY3/23.

m Aiming to achieve ROIC by overshooting operating profit.

m Expected total payout ratio for FY3/23: 30.2%
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Business Portfolio

The Group offers human resources services in Japan and Overseas.

By dividing the businesses into five domains and optimizing the structure of the business portfolio, we will improve overall profitability,

achieve the optimal allocation of management resources, and enhance investment efficiency.

Profit
maximization
domain

Strategic
investment
domain

Exploratory

domain

Assessment
and decision
domain

Withdrawal
domain

Performance

Positioning indicators

Businesses where the operating margin is

increased by placing priority on improving the  Operating
gross profit margin and productivity rather margin
than revenue and market share growth.

Businesses that are to become core activities

of WILL GROUP from a medium/long- Revenue

term perspective and receive substantial
investments for growth.

growth rate

Businesses that may become future core
activities of WILL GROUP (businesses with

) ) Selected
good prospects for an operating profit or
. ; for each
margin of at least a certain level) and where business
decisions need to be made about making
investments.
Businesses in the exploratory domain that Selected
were not able to achieve the KPI and, as
Iy for each
a result, a decision must be made about .
business

whether to continue or terminate operations.

Businesses where preparations to stop

operations must begin quickly because there

are no prospects for achieving the necessary -
level of operating profit or operating cash

flows in the future.

Exploratory domain

Search for next strategic investment domain

IT Foreign HR
personnel|| workers Tech

1

Assessment and decision domain

»

A

Market growth rate

A

Strategic investment domain

Priority is top line growth

Domestic WORK
Business (Key businesses)

HR
support

Construction

management
engineer

for
startups

Degree of achieving
target operating margin

Decision to stop or continue businesses

Services
using

ALT

staffing

Withdrawal domain

Consider withdrawal or collaboration with
another company by using a business carve-out

¥ -

Domestic WORK Business
(Stable earnings businesses)

EER »

Profit maximization domain

Improve productivity and the operating margin

Overseas
WORK

. 4
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Strategic Investment Domain

Construction management engineer domain

Maximizing the
empowerment of
inexperienced workers

and contributing to the
sustainable development of
the construction industry

Director of WILL GROUP, INC.
President and Representative Director of
WILLOF CONSTRUCTION, Inc.

Yuichi Sumi

SWOT analysis

Positive changes to be provided (vision)

Japan’s best at creating experts from the
inexperienced. Outperforming the rest

of the industry in turning inexperienced
workers into valuable contributors. This is
the future that we envision.

The construction industry has long had

the two major issues of chronic personnel
shortages and aging throughout the entire
industry. To resolve these issues, the
empowerment of inexperienced workers
starting with younger workers and women is
essential, and it is important to create work
environments to maintain their motivation

and to support the building of careers with

a future. We are working to promote the
empowerment of inexperienced workers by
supporting the acquisition of basic knowledge
and certifications in construction management
operations by providing learning opportunities

for accredited construction management
engineers and through career building support
by assigning dedicated career-support
representatives to each engineering employee.

We are working to resolve issues through

a cooperative approach among the many
engineering employees with a strong sense
of mission, our clients who share our spirit of
challenge, and ourselves.

Conditions in the current fiscal year
and progress in the medium-term
management plan

With the increase in the active job openings-
to-applicants ratio and increasing hiring
difficulty, there were months in which the
number of workers starting work fell below
plans, but by maintaining high retention
rates, the number of engineering employees
is increasing according to plan. As a result,
we are making steady progress.

Net sales

(Millions of yen)

® Shortage of human resources 10,000
with abundant experience in the -
construction industry

B Shortage of human resources that
can work with the latest technologies S,EJO
such as BIM and drones

B Gaps in results by region

6,000 5,786

B Hiring capabilities cultivated through
integrated Group hiring

® Human resources with abundant
experience in the staffing industry

B Has developed locations nationwide

B Development capabilities starting
with certification acquisition

Strengths

Weaknesses

Threats

5,275
4,806 p—

4,000

Opportunities

B Large market scale in the
construction industry

B Increased infrastructure building
demand spurred by national
resilience polices

B |ncreased construction demand for
expanded use of renewable energy

B Delayed construction projects due to
conflicts and COVID-19 2,000

B Reduction in personnel expenses -
caused by tight costs for our clients

® |nsufficient number of workers hired 0
due to the increasing job openings-
to-applicants ratio

3,210

(Millions of yen) mm Operating profit == Operating margin

400

8,300 240 g 000
200
0 3Y1.0% &9 0.7%
ha | \

(200)

FY3/19 FY3/20 FY3/21 FY3/22 FY3/23

(400)
(430)
9.7)%
600)
(—) (559)
FY3/19 FY3/20 FY3/21 FY3/22 FY3/23
(Forecast) (Forecast)

Operating profit / Operating margin —

Medium- to long-term strategy and
future policy

The key theme in our strategy is engineering
employees first, and we are most focused on
their job satisfaction. This is because without
job satisfaction, we lose employees and

are unable to create a sense of ambition.
Especially inexperienced workers do not
fully believe in their possibilities, and there
are many cases of them deciding whether
they are suited for the job or not too early.

How can we ensure that they have
confidence in their work? How can we create
human relationships? With these questions
in mind, we will step up efforts to enhance
our follow-up system for engineering
employees, perform analysis through

job satisfaction surveys, and strengthen
development for certification acquisition.

Trends in experienced and
inexperienced workers

(Persons) mm Inexperienced workers == Experienced
workers

8 1,500
1,286
4 1,200

862

FY3/19 FY3/20 FY3/21 FY3/22 FY3/23
(Forecast)
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Strategic Investment Domain

Nursing care domain

Creating innovation on the
frontlines of nursing care
through integrated human
resources services and ICT
introduction support

Executive Officer of WILL GROUP, INC.
Director of WILLOF WORK, Inc.

Hironobu Takeda

Positive changes to be provided (vision)

Conditions in the current fiscal year

Using the customer and sales platform
cultivated in the staffing business at
WILLOF WORK, Inc., in recent years we
have focused on permanent placement,
support for accepting foreign personnel

and our nursing care qualifications schools.
Our mission is for anyone who chooses our
Company, be they Japanese or foreigners,
experienced or inexperienced, to have a
feeling of self-efficacy and fulfillment through
the work of nursing care and to provide as
many opportunities as possible for them to
envision their careers. While a discussion
has begun over revising the nursing care
worker placement standards set forth by

the Japanese government, the nursing care
industry cannot avoid the introduction of
technologies and data use, and the Company
is working to support their introduction.

and progress in the medium-term
management plan

We have experienced delays from our initial
plans due to the decrease in the number

of newly registered temporary staff and the
average number of working days due to
COVID-19 and from the impact of negative
factors such as increased legal welfare
expenses. The scale of shokai yotei haken
(temporary-to-permanent placement) , which
we have strengthened since the previous
fiscal year, has declined due to less support
from customers and job applicants than
originally expected, and we are focusing on
permanent placement. In terms of foreign
human resources, we have produced a certain
level of results and accumulated knowhow
in the placement of job applicants residing in
Japan, even with Japan’s entry restrictions.

Net sales

SWOT analysis

(Millions of yen)

15,000

B Has developed locations nationwide
® Established knowhow in supporting m |nsufficient back-office functions 13218 13,678

the employment of foreigners for area expansion

pioy '9 . P ) 12,055 —

B Support from the WILLOF B |nsufficient sharing of marketing 12,000

Care Academy for acquiring know-how - —

qualifications 9,889

9,000
Strengths Weaknesses

6,000

® |ncreasingly competitive

Opportunities Threats
B Increasing number of companies environment
receiving foreigners m Shortage of workers due to the 3,000
®m Expanded subsidies for nursing declining birthrate and the aging
care personnel of society
® Revitalization of the healthcare B Reduction in demand for 0
industry temporary staffing caused by the

increase in minimum wage

Operating profit / Operating margin —

Because the easing of entry restrictions to
Japan in the spring of 2022 revitalized hiring
activities overseas, we expect further growth
in the foreign human resources domain.

Medium- to long-term strategy and
future policy

We are further expanding our placement and
employment support services of specified
skilled foreign workers. Furthermore, we will
have classes for both Japanese and foreigners
at our nursing care qualifications schools to
produce nursing care workers. By increasing
the choices that we can provide to people with
different attributes such as employment type,
nationality, and work history, as well as needs,
we aim to be the company continuously
chosen by job applicants . We are also working
to support the introduction of ICT and are also
contributing to the resolution of industry issues
outside of human resources services.

Number of concluded placement contracts
for specified skilled foreign workers

(Millions of yen) mm Operating profit == Operating margin (Cases)

14,760 800

4.8%

640

480 30% 20

320 199

160 s

FY3/19 FY3/20 FY3/21 FY3/22 FY3/23

FY3/19 FY3/20 FY3/21 FY3/22 FY3/23

(Forecast) (Forecast)

5 400
- 365

- 300
- Japan’s Specified
Skilled Worker
- Program
200 established in April
2 2019

100

0 0 0

FY3/19 FY3/20 FY3/21 FY3/22 FY3/23
(Forecast)
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Profit Maximization Domain

Overseas WORK Business

Maximizing the
possibilities of companies
and their employees

CEO of WILL GROUP Asia Pacific Pte. Ltd.

Matthew Raymond Beath

= The Chapman m The Chapman
Consulting Group Ltd I*S, Consulting Group
GmbH

= WILLOF Vietnam Company Limited |———————

= WILL GROUP Asia Pacific Pte. Ltd.
= Good Job Creations (Singapore) Pte. Ltd.
m Scientec Consulting Pte. Ltd.

Positive changes to be provided (vision)

WILL GROUP Asia Pacific Pte. Ltd.
provides HR services through nine brands,
employing more than 600 employees across
six continents. Our international business
deployment has the power to transform
local communities where people live and
work, and we provide support so that a wide
range of companies and organization can
secure and nurture superior, sustainable
human resources. By providing people with
meaningful work, we improve the quality

of their lives while also contributing to the
resolution of unethical hiring practices

such as poor work environments, hiring
discrimination, and wage gaps, as well as to
the resolution of social issues.

= The Chapman Consulting Group
Shanghai Ltd.

= Ebisun (Shanghai) Human
Resources Co., Ltd.

m Ethos BeathChapman
Hong Kong Limited

= The Chapman Consulting
Group Ltd.

= One Mine Malaysia Sdn. Bhd.
= Asia Recruit Holdings Sdn. Bhd.

= Oriental Aviation International Pte. Ltd.

= Oriental Aviation Engineering Pte. Ltd.

= Global Staffing Solutions Pte. Ltd.

m Beathchapman Pte Ltd

= EBC Connect Pte Ltd

= The Chapman Consulting Group Pte. Ltd.

m Agensi Pekerjaan Asia Recruit Sdn. Bhd.

= Agensi Pekerjaan Asia Recruit (Melaka) Sdn. Bhd.
m Agensi Pekerjaan Asia Recruit (Johor) Sdn. Bhd.
m Asia Recruit Management Sdn. Bhd.

Outside of work, we are also very actively
engaged in providing opportunities for
each employee to constantly grow as

a person, through such activities as
fundraising for pediatric emergency care
centers and regular meal service for the
homeless.

Conditions in the current fiscal year
and progress in the medium-term
management plan

For a while, the hiring market in the Asia
Pacific region rapidly deteriorated from
the impact of COVID-19, but it is currently
in a trend of recovery, and extremely
good conditions are being maintained.
This is because many companies have
adopted new, flexible workstyles such

= ChapmanCG Inc.

m Ethos Beathchapman Australia Pty Ltd
= DFP Recruitment Holdings Pty Ltd

u DFP Recruitment Services Pty Ltd

» DFP Business Trust

= ChapmanCG Pty Ltd

= u&u Holdings Pty Ltd

= u&u NSW Pty Ltd

= udu Pty Ltd
= Quay Appointments Pty Ltd

as telecommuting, which in turn created
working opportunities for job applicants in
segments that we previously did not cover.

In our results for the first half of the fiscal

year ending March 31, 2023, we maintained
extremely strong levels due to increased
demand for our services with the favorable
market conditions. This is also because

we deploy a wide range of both permanent
placement and temporary staffing businesses
for major sectors, and because we cover
many countries and regions and do not rely
on specific markets. However, we are starting
to see signs of change in the employment
market, and we expect challenging economic
conditions in the second half.

Medium- to long-term strategy and
future policy

Our core permanent placement and
temporary staffing businesses continue
to drive results, and we are developing
our business by selecting secondary
HR-related services by considering
commercial, practical, and financial
rationality.

With “maximizing the possibilities of
companies and their employees” at the
core of our strategy, we provide the
necessary support to companies and their
employees to execute their strategies. We
also ensure that the autonomy of each
deeply experienced management team is
not lost, while striving to create synergies
among companies.
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Profit Maximization Domain

Sales outsourcing

Call center outsourcing

SWOT analysis SWOT analysis
B Capable of hiring younger employees m Belated response in ® Winning priority orders thanks to ®m Few history in bidding for
B Strong business track record with accommodating DX services strong track record government projects
major telecommunications carriers B Few employment offers for remote B Having company-owned call centers B Few experience with finance-
B Ability to outsource operations in work B Advantageous programs to sector call centers
the sales domain ® Few employment offers in the support the acquisition of ® Belated introduction of DX services
B Development scheme for sales agency and sales temporary certifications, including for JDSA such as Al chatbots at company-
inexperienced workers staffing domains sales representatives owned call centers
Strengths Weaknesses Strengths Weaknesses

P B working days due to COVID-19
telecommunications carriers

Opportunities Threats

Increased specialization and B Reduced number of
outsourcing demand . telecommunications carrier shops
Increased sales opportunities due ® Reduced sales promotion fees due
to revenge spending P

P " to lower telecommunication fees
Inten§|fy|ng competition to ® Reduced number of average
acquire customers among

Opportunities Threats
Expanded telemarketing market ® Reduced number of average
Increased call center demand due working days due to COVID-19
to COVID-19 B Severe hiring environment due to
Increased specialization and rising job openings-to-applicants
outsourcing demand ratio

mm Operating profit

Milli f = Net sal
(Millions of yen) et sales — Operating margin

(Millions of yen)

25,000 2,000 10
- 23,150 - 1,864 1,874 —
ﬁ 20,660
20,000 10,046 1951722 1600 4 a5 8
8.1%
15,000 1,200 {6.9% 6
10,000 800 4
5,000 400 2
0 0 0

FY3/19 3/20 3/21 3/22 3/23 FY3/19 3/20 3/21 3/22 3/23
(forecast) (forecast)

Positive changes to be provided (vision)

With a mission of “Continuing to respond to the expectations of people
and companies with various services in the sales and business domains
to become the industry’s top sales support company” by the fiscal year
ending March 31, 2030, we are developing services in the three fields of
telecommunications, sales support, and apparel Through services in these
domains, we are generating sales and business results for our clients

and contributing to enhanced corporate value. We provide opportunities
for advancement for temporary staff and specialist employees including
career changes from sales staff to sales representative and career
advancement from sales staff to sales supervisor.

Conditions in the current fiscal year and progress in the
medium-term management plan

We expect results in the first half to align with planned levels. However,
we expect some challenges achieving planned targets in the second
half, due to the completion of temporary staffing contracts with major
clients and outsourcing budgets cuts. We will focus on highly profitable
projects in each domain, starting with permanent placement, and on
top-line growth in the sales support and apparel domains, as we aim to
achieve targets for operating profit and operating margin.

mm QOperating profit

(Millions of yen) == Net sales (Millions of yen) 0 i N
20,000 1,500 peratingmargin 44
- 18,420 - -
16,866 17,041 1,300
16,000 15724 16459 1,200 8
2 < 2
999
12,000 900 6
2 ~ 833 -
5.1%
8,000 600 |53% 4
4,000 300 2
0 0 0
FY3/19 3/20 3/21 8/22 3/23 FY3/19 3/20 3/21 8/22 3/23
(forecast) (forecast)

Positive changes to be provided (vision)

With “Evolving toward CRM total service” as our mission, we will
provide one-stop call service to our clients including temporary
staffing, permanent placement, and insourcing/outsourcing, as we
aim to become only one in the market. Furthermore, by increasing
the number of remote temporary staff and supporting career
advancement from operator to SV, we will promote flexible workstyle
and provide opportunities for growth.

Conditions in the current fiscal year and progress in the
medium-term management plan

We are behind versus our original plans due to struggling growth
in new temporary staff registrants due to the rising job openings-
to-applicants ratio and a reduced average number of working
days due to the impact of COVID-19. We aim to achieve planned
targets for sales and operating profit not only through new
registrants but also by strengthening assignments to existing
registrants not yet working.

Factory outsourcing

SWOT analysis o
[
S b K d §
® Strong business track recor .
centered on the food industry - i?lf:;cgfgse:tgtfﬁ:ta::f:,esdfor o
m Established knowhow in forei nSrs Y 9 <
manufacturing contracting - Incregased costs from use of =
- gxo?g tmraecnl; rg;g;d é%imiz‘:cie:es external system for management of
ployr 9 specified skilled foreign workers
for foreign contract staff
Strengths Weaknesses
(]
Opportunities Threats g
(0]
W |ncreased temporary staffing ® Reduced temporary staffing un
demand for food manufacturing demand from reduced production g
due to stay-at-home demand due to COVID-19
and an increase in two-income B Intensifying competition environment g-
households due to more companies becoming [
B Easing and elimination of entry active in specialized skill registration
restrictions due to COVID-19 support operations
(Millions of yer) == Net sales (Milions ofyen) 8pera3”g profit
25,000 1,500 peratingmargin 4 >
- 23,745 = 1,408 1450 = =
20,885 1,258 s
3 20,585 » ©
20,000 oy — 519,110 1:200 8 £
X ©
1,039 1,001 i
15,000 900 — 6 3
- - 6.9% -
/@\/ ;
10,000 600 |5.0% 4.9% 4
5,000 300 2
0 0 0

FY3/19 3/20 3/21 3/22 3/23 FY3/19 3/20 3/21 3/22 3/23
(forecast) (forecast)

Positive changes to be provided (vision)

We have established our mission of “Providing borderless
opportunities for growth and happiness with a strong sense of
purpose and individuality -Chance For 20,-” aiming to expand
our temporary staffing, permanent placement, outsourcing, and
contracted employment management services to reach 20,000
people by 2025. We will provide growth opportunities to everyone
irrespective of nationality, circumstances, or workstyles.

Conditions in the current fiscal year and progress in the
medium-term management plan

We were impacted by COVID-19 through delays in procuring parts
from overseas and through reduced production, but we have
worked to improve profitability and to transition to a more robust
structure. Amid recent social conditions, there is uncertainty in the
manufacturing sector, but we expect demand to recover with the
move being seen toward increased production. Entry restrictions
to Japan are starting to be eased, and we will focus on the
permanent placement and contracted employment management
services for foreign contract staff as we aim to achieve plans.

Governance Strategy
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on-year increase.

Details and characteristics of current services

We provide permanent placement service and temporary staffing
of IT engineers. Revenue for the fiscal year ended March 31, 2022
were approximately ¥1.5 billion (composition of consolidated
revenue: 1%). With major staffing companies already participating
in this market, because the Group was late to enter, we are building
a support scheme for IT engineers that our competitors do not

declining labor force, the Group has set a goal of 80,000 users
of our services for foreigners living in Japan by March 2023.

It continues to be difficult to enter Japan due to the impact of
COVID-19, but as we predict incoming population to increase
in the medium- to long-term due to Japan’s declining working
population, we currently provide the below services.

= Foreigner lifestyle support service “ENPORT”
= Contracted employment management services for
specified skilled workers and technical interns

Exploratory Domain
IT personnel / Foreign workers / HR Tech
2
©
H
IT personnel Foreign workers HR Tech 2
=
Market environment and market scale Market environment and market scale Market environment and market scale
[
The domestic IT service market was impacted by COVID-19 A shortage of workers is predicted in Japan due to its aging Due to telework driven by COVID-19, increased employment, =2
in 2020, but in 2021 it shifted toward positive growth, and population, and as one solution, many companies are and the future decline in the working population, human a
we expect annual growth of around 2% toward a market proactively working to hire foreign workers. The number of resource policies to secure and develop personnel are gaining §
of ¥6.4 trillion by 2025.*" The shortage of engineers is foreign workers in Japan was approximately 1.73 million,* at importance, with talent management systems and other cloud- e
particularly pronounced in the automotive and IT fields in level with the same period of the previous fiscal year. The rate of based human resource solutions using the cutting-edge IT such Lo
which technological innovation is accelerating, with continued year-on-year increase declined due to the impact of COVID-19. as social, mobile, big data analysis, and Al at the forefront. The
investment growth in fields such as Al, loT, robots, as well as However, considering that the number of workers is the highest HR Tech cloud market in fiscal year 2021 grew by 30.2% from
electric vehicles, self-driving, and energy saving. However, ever, we expect many companies to continue to proactively hire fiscal year 2020 to approximately ¥60.0 billion, and we expect it
according to METI’s “Research Results on the Latest Trends foreign workers to alleviate personnel shortages. to grow at a pace of 30% or higher through fiscal year 2026.* Z
and Future Estimates for IT Personnel,” it is estimated that '.'-;
there will be a supply shortage of 450,000 IT personnel in 2030 £
even by the median scenario. In fiscal year 2020, the market . . - . - . %
N T N S T Details and characteristics of current services Details and characteristics of current services 2
trillion,” demonstrating further market growth with a 7% year- To contribute to the resolution of the social issue of Japan’s With many companies already active in this industry, rather

than business development in new domains, the Company will
work to develop products in peripheral domains of our existing
businesses (ex: HR Tech services for construction engineers).

Strategy

[
possess through repeated trial and error, providing career support = “Visamane” labor management system that support e
that matches character, thinking, and skills mainly targeting the foreigners from hiring to retirement g
relatively inexperienced junior- and middle-aged demographics. g
o
Outlook Outlook
For temporary staffing, we have established a development With the easing and elimination of entry restrictions, current *1 Domestic service market expenditure estimate (2020-2025) IDC Japan
scheme for IT engineers and provide an environment for career entry of foreign workers to Japan is returning to levels prior *2 Deloitte Tohmatsu MIC Research Institute Co., Ltd.: Current Conditions and
advancement without changing jobs. For permanent placement, to the COVID-19 pandemic. As such, we are working to Outlook for the Engineering Staffing Service Market, Fiscal 2021 Edition §

by evaluating programming skills, we provide support for those
changing jobs that matches their career aspirations.

increase the number of service users, including by introducing
new support services, to create an easy working and living
environment for foreigners.

*3 Ministry of Health, Labour and Welfare: “Foreigners Employed in Japan”
summary of reported employment (as of end-October 2021)

*4 Deloitte Tohmatsu MIC Research Institute Co., Ltd.: The Reality and Outlook for
the HR Tech Cloud Market, Fiscal 2021 Edition
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Financial Highlights / Non-financial Highlights

Financial Highlights

WILL GROUP, INC. and its censolidated subsidiaries ‘ Japanese GAAP ‘ ‘ IFRS
Fiscal years ended March 31
FY3/13 FY3/14 FY3/15 FY3/16 FY3/17 FY3/18 FY3/19 FY3/20 FY3/21 FY3/22
Profit and loss
Net sales/Revenue (Millions of yen) 22,174 26,798 32,586 45,028 60,599 79,197 79,273 103,300 121,916 118,249 131,080
Operating profit (Millions of yen) 618 808 939 1,429 1,963 2,422 2,597 2,957 4,145 4,030 5,472
Profit attributable to owners of parent (Millions of yen) 289 384 547 692 1,011 1,222 1,451 1,539 2,380 2,363 3,286
Financial conditions
Net assets/Total equity (Millions of yen) 1,269 2,536 3,139 4,250 5,018 9,860 8,497 5,224 7,123 10,027 13,121
Total assets (Millions of yen) 4,531 6,091 8,022 12,343 17,300 28,095 35,600 43,398 44,600 46,760 52,350
Cash flows
Cash flows from operating activities (Millions of yen) 507 (216) 1,235 453 38 3,503 4,462 2,807 4,908 4,316 4,350
Cash flows from investing activities (Millions of yen) (198) (250) (685) (1,201) (1,576) (2,095) (2,331) (5,635) (3,035) (433) (306)
Free cash flows (Millions of yen) 308 (467) 550 (748) (1,538) 1,408 2,131 (2,827) 1,872 3,883 4,044
Cash flows from financing activities (Millions of yen) (81) 770 (257) 1,080 2,446 3,971 3,247 564 (2,631) (2,646) (2,959)
Financial indicators
ROE (%) - - - - - 19.9 27.9 27.4 50.5 35.1 33.5
ROA (%) - - - - - 5.4 51 3.9 5.4 5.2 6.6
EBITDA (Millions of yen) - - - - - 3,044 3,578 4,570 6,136 6,259 7,556
Basic earnings per share (Yen) - - - - - 58.04 68.91 69.46 107.07 106.35 147.03
E:::{S:;f ;’:;Z“(ayr:rf )Eq““y attributable to owners of - - - - - 373.76 319.04 188.71 235.46 370.13 505.08
Dividend per share (Yen) - - - - - 18.00 18.00 18.00 23.00 24.00 34.00
Dividend payout ratio (%) - - - - - 31.3 26.1 25.9 21.5 22.6 231

*Transition to International Financial Reporting Standards (IFRS) in FY3/18. Both Japanese GAAP and IFRS are used for FY3/18 figures. Financial indicators are shown only for FY3/18 and later.
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Financial Highlights / Non-financial Highlights
o
©
FY3/18 FY3/19 FY3/20 FY3/21 FY3/22 FY3/18 FY3/19 FY3/20 FY3/21 FY3/22 g
2
Diversity Diversity*® =
Employees Employees who took childcare
ploy: (Regular employees) leave (Persons) 1 39 58 53 75
Number of employees (Persons) 1,650 1,997 2,285 2,127 2,165 Male 0 P 5 2 4 @
Male 1,100 1,259 1,378 1,235 1,282 Female 1 37 53 51 71 §
]
Female 550 738 907 892 883 Rate of taking paid leave (%) 48.5 49.8 66.6 491 64.1 i
o
Employees in managerial w1 «1 *1 . =
positions (Persons) 157 166 182 327 347 MObI'Ity of human
resources*®
Female employees in managerial %1 *1 *1
positions 10 1 14 89 105 Attrition rate (%) - 141 1.3 9.4 7.9 -
Non-Japanese managers _*2 _*2 _»2 135 144 Average years of service (Years) - 4.0 3.6 4.0 4.2 ;;
=
Mid-career-hired managers*! 108 105 109 140 131 %
1/°21 4/°21 7’21 10/°21 1/°22 a
Number of hires (Persons) 557 599 650 369 543
New graduates in Japan 166 117 124 81 53 Engagement
B *7
Male 93 74 65 52 36 Well-being score (pt) 65.7 66.4 65.6 65.7 66.1 -
Workplace Wellbein g (%), ** =
Fomale 73 43 59 29 17 i novy g
(1) Work experience - - - 45.7 47.4 =
Mid-career hires in Japan 286 313 335 197 268 G
(2) Work evaluation - - - 58.0 59.4
Mal
ae 21 209 225 118 e (3) Self-decision-making at work - - - 46.4 49.4
Female 75 104 110 79 91
Overseas hires 105 169 191 o1 222 9/720 2/21 /21 822 S
©
e c
Male 41 62 76 30 91 NPS® (pt)**+ - (4.5) (5.1) 4.3 3.3 §
o
(L)
Female 64 107 15 61 131 *1 Figures of WILL GROUP, INC. and its domestic *6 Figures of regular employees at WILL GROUP, INC.
consolidated subsidiaries and its domestic consolidated subsidiaries
Emp'_°¥ees o *2 Not presented because it is difficult to tabulate *7 Figures of regular employees at WILL GROUP, INC.
(Specialist employees*?) accurate values and its domestic major subsidiaries
*3 Specialist employees refers to those employees *8 Workplace Wellbeing is “happiness and satisfaction
Number of employees (Persons) 394 1,532 2,203 2,718 3,198 hired with open-ended contracts who are semi- felt by individual through working” (page 13);
permanently assigned to a temporary staffing client Measurement started in October 2021 Il
Tempprary worker_s and or consignment service client *9  Figures of temporary workers and consignment 3
consignment service *4  Not presented because tabulation criteria is different service employees of WILLOF WORK, Inc.
employees following system transition *10 NPS® is an acronym for “Net Promoter Score,” an
“ *5  Figures of regular employees at WILL GROUP, INC. indicator to measure customer loyalty; Measurement
Number of employees (Persons) * - 21,098 20,392 18,174 17,687 and WILLOF WORK, Inc. started in September 2020
29
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Board
Members

As of June 21, 2022

Chairman and Director

Ryosuke lkeda

Positive change I'd like to bring about at WILL GROUP:

Improvement of execution and supervisory function
of management for achieving sustainable growth

Ryosuke Ikeda has been contributing to the growth of WILL GROUP as the Representative Director
for 17 years since its founding in 2006. He recently stepped down as Representative Director and
assumed position as Chairman and Director. Shifting from executive leadership to supervisory
role, he intends to realize a more sustainable growth, working to build a governance system with
balanced offensive and defensive capabilities.

Outside Director
Kunihiro Koshizuka

Positive change I'd like to bring about at WILL GROUP:
To become a leading company suited for the new era, a
large company supporting revival in the Japanese economy

Kunihiro Koshizuka served as Director and CTO of Konica Minolta Inc., and has been engaged in
DX promotion and new business creation, large-scale overseas M&A, management of technology,
strategy formulation, etc. After retiring as Director in 2019, he has been contributing to the
formulation and promotion of technological strategies at that company as Senior Technical
Advisor. He has served as chairman/owner of an industry-academia Al development project, and
contributed to formulation and promotion of technology strategies.

President and Representative Director

Shigeru Ohara

Positive change I'd like to bring about at WILL GROUP:

Maximization of WILL GROUP’s

corporate value

Shigeru Ohara has strongly contributed to the growth of the Company’s human resources business
in Japan as a member of the management team over the many years since the Group’s early
stage. He was appointed as President and Representative Director in June 2016. In addition to
having extensive knowledge of human resources business, he is contributing to the sustainable
improvement of corporate value through dialog with shareholders and institutional and individual
investors.

Outside Director
Masato Takahashi

Positive change I'd like to bring about at WILL GROUP:

To contribute to the evolution of WILL GROUP by
leveraging management and DX experience at a
social infrastructure company

Masato Takahashi served as person in charge of establishing internet-oriented departments at
Recruit Holdings Co., Ltd., and was engaged in “information and human relations.” Since 2007, he
has promoted DX as the person in charge of EC and related businesses at Rakuten, Inc., and has
been contributing to its large corporate growth.

Director

Takashi Tsugeno

Positive change I'd like to bring about at WILL GROUP:

To create new working styles and provide working
opportunities to all people

Takashi Tsugeno possesses extensive experience in human resources business spanning over
many years and broad related to and was appointed President and
Representative Director of major subsidiary WILLOF WORK, Inc., in June 2019. Unifying the brand
of domestic major subsidiaries in October of same year, he contributed to the improvement of the
Group’s name recognition and services. He is working toward achieving a company that receives
stronger support from all stakeholders.

Full-time Outside Audit & Supervisory Board Member
Sh iZU ka Sawada ‘ Audit & Supervisory || Independent

Board Member Officer
Positive change I'd like to bring about at WILL GROUP:

Transformation into an organization capable of
sound, sustainable growth equipped with both
offensive and defensive capabilities

After working as a CPA at a large audit corporation, Shizuka Sawada has served as a corporate
auditor at listed companies and companies preparing for IPO for more than 15 years. She is utilizing
her abundant auditing experience and specialist knowledge to contribute to the governance system
through effective auditing as an Audit & Supervisory Board Member.

Director

Yuichi Sumi

Positive change I'd like to bring about at WILL GROUP:

Maximization of options to work positively, for a
society where people can believe in their potential

After gaining experience in sales at a major subsidiary of the Group, and serving as head of the
human resources department for the overall domestic Group, in April 2021, Yuichi Sumi was
appointed as President and Representative Director of WILLOF CONSTRUCTION, Inc. Possessing
a wealth of knowledge related to the human business, he i to ing the
business domains of the Group through strong leadership.

Outside Audit & Supervisory Board Member
Audit & Supervisory

Ke nj i O m U kai Board Member

Positive change I'd like to bring about at WILL GROUP:

Independent
Officer

To strike balance between global growth
and GRC

Kenji Omukai has worked for a major US-Japanese accounting corporation performing accounting
audits and internal control audits as a CPA (accredited in Japan and New York State). He has also
worked for a US NASDAQ-listed consulting firm where he has supported global corporations in the
domains of financial accounting and GRC (Governance, Risk & Compliance) and, as Director, led
business growth

Outside Director

Chie lkegawa

Positive change I'd like to bring about at WILL GROUP:
Truly global corporate management with

steps-ahead foresight

After entering the finance division of P&G Japan Limited, Chie lkegawa later served as CFO at
Japanese subsidiaries of multiple leading US corporations, where she has assisted in the decision
making regarding global corporate management, accounting, financial and tax affairs and
improving corporate value. Currently, she is working as an advisor to support the strengthening
of corporate management systems in Japanese corporations and as a part-time lecturer at Keio
Business School.

Outside Audit & Supervisory Board Member
Audit & Supervisory

Katsumi Nakamura s

Positive change I'd like to bring about at WILL GROUP:

To build WILL GROUP-style governance system
striking a balance between offense and defense

Independent
Officer

After working for business operating companies, and a political think tank, Katsumi Nakamura
has been involved in crisis i i igati i internal
control and CSR at a boutique law firm. For a variety of listed corporate groups, he contributes to
crisis management through third-party committee investigations, and governance reform aimed at
strengthening the effectiveness of the Board of Directors.
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Transforming WILL GROUP into a truly global company

Chie lkegawa
Outside Director (Independent Officer)

WILL GROUP is a company that has grown
by realizing the simultaneous growth of
individuals and organizations. WILL Group
is a company with many leaders who
joined when it was still not well known and
experienced the company growing through
their contributions to business growth
through hard work. This is a wonderful
thing. WILL GROUP’s management is
characterized by founding members with
thorough knowledge of its business who
understand the feelings of their employees
and work together with them.

In the past year, we have made steady
progress in developing next-generation
leaders and in enhancing our governance
system to further enhance corporate

value and to evolve our management.

We are making diligent efforts to fulfill

our responsibilities as a company listed

on the Prime Market. The number of
directors increased this fiscal year, allowing
discussions with more diverse viewpoints.

Continuing from last year, the changes
that | want to make at WILL GROUP are
“evolving the global business management
structure” and “promoting diversity.”

| have many years of experience working
for multiple Japanese subsidiaries of
American companies as a CFO and in
Financial Planning & Analysis (FP&A). | have
experienced global business management
at top global companies in each of their
business domains. These global companies
constantly think about what to base

their management on from a company-
wide perspective without being bound by

national or corporate frameworks. A strong
headquarters constantly monitors the entire
world to control corporate operations.

The CFO, responsible for business
management, assigns personnel to
subsidiaries and business domains, gauges
global management resources, optimally
distributes them to from a company-wide
perspective, and enhances corporate value.

Meanwhile, typical Japanese companies
focus on the autonomy of their business
domains. We respect individuals who act
independently based on our management
philosophy. Based on Japanese-style
employment customs, we have respected
the company as a family unit. This is a culture
that Japanese companies should preserve.
However, in doing so, the issue is that the
capabilities and authorities of headquarters
are weak compared to American companies.
Many Japanese companies maintain
uniquely Japanese HR and compensation
systems, and even among major companies,
many still separate the management of their
domestic and overseas businesses. WILL
GROUP’s management team builds strong
relationships of trust with the leaders at our
acquired overseas subsidiaries, and has
steadily grown our overseas businesses.
Overseas sales make up more than 40% of
our sales, and | believe that we have entered
a period in which we must start to consider
and prepare for truly global management.

In terms of diversity, there is plenty of room
for improvement. While there are many
female officers at WILL GROUP’s overseas
subsidiaries, officers at our domestic
businesses are still predominantly male.

There are many opportunities for female
advancement in the permanent placement
industry, even in Japan. However, in the
temporary staffing business, perhaps
because the leaders at our client
companies are mostly male, the WILL
GROUP’s managers are also mostly male.
For the past several years, we have actively
hired female managers at our domestic
companies. The percentage of female
managers increased from 11.3% last fiscal
year to 13.2% this fiscal year, and while

we still have room for improvement, the
rate is steadily increasing. At the Japanese
subsidiaries of American companies at
which | worked, activities to increase the
number of female managers began 20
years ago. | myself was appointed as the
first female manager in the Japanese
finance sector, assumed position as the
CFO of a business section and department
manager at 32, and advanced my career
while raising two daughters. Once you
advance to a managerial position, day-to-
day operations are run by your team, and
your own time can be used more flexibly. In
that aspect, you could say the higher you
get, the easier it becomes to balance child
raising and work. Also, because there were
many opportunities to have a foreigner as
my superior or subordinate, | was able to
interact with diverse cultures. There are
many instances where the norm of the
Japanese people differs from that of the
world. Going forward, for WILL GROUP to
further evolve as a truly global company,

| would like to support our initiatives of
“evolving the global business management
structure” and “promoting diversity.”
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Messages From Outside Directors

Supporting growth by strengthening offensive and defensive governance

Kunihiro
Koshizuka

Outside directors perform defensive governance including
strictly overseeing those responsible for business execution
such as internal directors and executive officers, as well

as ensuring fairness, rationality, and transparency. They

are also responsible for offensive governance toward
sustainable growth and enhancing corporate value, and |
see enhancing both those forms of corporate governance
as an important mission.

In terms of defensive governance, not only was my previous
position at a company that took an advanced form of
governance structure, a company with committees, but my
former teacher was also the Vice Chairman of the Japan
Association of Corporate Directors. | benefited directly from
this tutelage and have years of experience and training as
an executive officer and director.

In terms of offensive governance, | believe that my

Outside Director
(Independent Officer)

contributions utilizing my experience and expertise in

helping the WILL GROUP evolve and grow in a time of

change, are even more needed than defensive governance.

Thus far, | have worked with digital system creation, but
now | will be on the system user side. | hope to contribute
as an outside director in places that connect to customer
value as an excellent user.

In the coming age of a digital paradigm shift, human
resources hold the primary key to the success of our client
companies. For both client companies and the staffing
supply side, insight, perspective, and vision to read what
large changes will take place in the industry and what
personnel requirements will be demanded from each
industry will become more important than ever.

| hope that | can help the WILL GROUP develop into
an advanced company in line with the times and grow
into a major company that supports a recovery in the
Japanese economy.

Using my experience to make a positive impact on the management of WILL GROUP

The evolution that the WILL GROUP has achieved thus far
is amazing, and the management team that has supported
that evolution has extremely high aspirations. Their desire
to create positive change in society is something that |
find extremely attractive. In the process of communicating
with the management team, | felt strongly that my
presence will contribute to the further evolution of WILL
GROUP and decided to accept the position.

| experienced the process of evolution at companies
such as Recruit and Rakuten which have become part of
our social infrastructure.

At Recruit, | experienced many examples of recovery in
results with the rebuilding of existing businesses, and the
launch and development of new businesses. DX is the
rallying cry of the current age, but as far back as 1995,

| was involved in the value transition from informational
magazines to the internet and the reform of business
models. | have also poured my heart and soul into
employees being excited about their work and creating
energetic organizations.

At Rakuten in the tenth year after its founding, | was the
person responsible for popularizing e-commerce when

it still made up only a small part of retail. By popularizing
e-commerce, people’s lives have become more abundant
and convenient. Additionally, for the stores on the supply
side, we were able to create a new market where diligent
individual efforts can be rewarded, not reliant on vested
interests or funding ability.

| believe that the knowledge and perspectives that | have
gained through these experiences will have a positive
effect on the future management of WILL GROUP. | also
believe that | can provide important suggestions for WILL
GROUP on the innovations in corporate management
created by the continuing digital revolution.

In the past years, | have been involved with the
management and business operations of scores of
companies irrespective of industry or corporate history.
With this knowledge of different types of management
and business strategies, | would like to contribute to
the management of the WILL GROUP from my broad
perspective as an outside director.

Takahashi

Outside Director
(Independent Officer)

Masato
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Corporate governance

Basic Views

In order to ensure management transparency and compliance, the Company shall establish a system that can respond quickly
and flexibly to changes in the business environment of the entire Group while enhancing corporate governance.

In addition, the Company develops company-wide activities through various measures in order to permeate corporate ethics
and corporate philosophy throughout the entire Group.

Corporate governance system

General Meeting of Shareholders

Appointment/ Appointment/ Appointment/
Dismissal Dismissal Dismissal
_ _ Inquiry/ . Coope- _
Nomination | Report Board of Audit Audit & ration | Accounting
Committee > Directors < Supervisory  |<+—> Auditor
(voluntary advisory Board (audit corporation)
committee) A 'y
: Ampellitingiiy Cooperation
Remuneration Dismissal/Oversight P
Committee )
(voluntary advisory v Instructions y '
committee) Representative > Internal Audit |  Cooperation
Director = Office >
Report
Inquiry/
. Report
Compliance 2 Report | A
: < nternal Audit
Committee — Command/Oversight
\4 \ 4
. e Policies
Sustainabili Group -
c itt Vol Management > Advice i
ommittee Committee < <—— Legal Advisor
. . Report
(discuss important
matters) Subsidiaries/
# Command/Oversight Depaﬂments
o . Internal
Administrative | ol
Department of |[<«—»
the Company

History of corporate governance

FY3/15 FY3/16 FY3/17 FY3/18 FY3/19 FY3/20 FY3/21 FY3/22 FY3/23
Organizational . " .
design Company with Audit & Supervisory Board (Persons)
Directors 6 7 6 6 5 5 5 5 7
Of which Outside
Directors 1 2 2 2 2 2 2(1) 2(1) 3(1)
Audit &
Supervisory Board 3 3 4(1) 3(1) 3(1) 3(1) 3(1) 3(1) 3(1)
Members
Of which
Outside Audit &
Supervisory Board 2 2 3(1) 3(1) 3(1) 3(1) 3(1) 3(1) 3(1)
Members

The numbers in brackets indicate female officers.
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Corporate governance

Corporate Governance Highlights

Board of Directors

| No. of meetings held in FY3/22 |

1 7 times

In addition to regular once-monthly meetings of the Board of Directors, extraordinary meetings are held as
necessary and when appropriate.

President and

P Audit & Supervisory p Chair- Representative

p No. of members 8 » Inside Directors 3 p Outside Directors 2 Board Members person Director
v v v v v
2000 0OGOGCS 200 [ X 900 &
asaabAaAAE aas as ae b

‘ ...Male : ...Female

Compliance Committee
No. of meetings held in

FY3/22 1 2 times

Audit & Supervisory Board

In addition to regular once-monthly meetings of the Audit & Supervisory Board, extraordinary meetings are
held as necessary and when appropriate.

Under this system the three Audit & Supervisory Board Members also attend meetings of the Board of
Directors, so that important decision-making is being audited at all times.

| No. of meetings held in Fy3/22 |
1 6 times |, iside Audit & Supervisory
Board Members

} No- Of members 3 (Including a full-time member)

» Chair- Full-time Outside Audit &
person Supervisory Board Member

v v v
o000 o000 4
aaa aaa a

Nomination Committee*

The Nomination Committee deliberates on matters related to the training and development of successors as part of the succession planning for the CEO, and matters
related to the appointment and dismissal of Directors.

p Audit & Supervisory Outside

» No. of members1 0 » Inside Directors 4 p Outside Directors3 Board Members 3 p Chairperson Director
v \ 4 v )\ 4
....... 2909000 200 900 [ 4
...-...-.l anan ans ans &

Remuneration Committee*

Delegated by the Board of Directors, the Remuneration Committee deliberates and confirms the evaluations and remuneration amounts of individual Directors within
the scope of the remuneration system and maximum amount of remuneration decided by the general meeting of shareholders and the Board of Directors.

p No. of members 3 p Outside Directors3 p Chairperson Outside Director

v v v
000 00 [ ]
. . - . . . - * The composition as of June 2022

The Compliance Committee, chaired by the
Representative Director and consisting of the
Group’s Directors and employees selected
from within the Company, confirms the level

of compliance with laws and regulations and
conducts related education as necessary. Each
Director or executive officer works to raise
awareness of compliance by ensuring that all
departments under their control are thoroughly
aware of compliance.

Sustainability
Committee

In April 2022, we established the Sustainability
Committee chaired by the President and
Representative Director as the deliberating
body for sustainability.

The Sustainability Committee is composed

of the Company’s Inside Directors and the
directors of its main domestic subsidiaries

as committee members. The Sustainability
Committee discusses, evaluates, and formulates
activity policies and action plans relating to
sustainability and monitors the promotion of KPI
for materiality issues.

Group Management
Committee
No. of m§$;i/r1292s held in 1 2 times

The Group Management Committee, led by

the Directors and executive officers of the
Group, discusses important matters such as
analysis of the recent business environment and
performance trends, and medium- to long-term
business strategies.
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Corporate governance

Effectiveness Evaluation of the Board of Directors

With the aim of enhancing the function of the Board of Directors and increasing
corporate value, we analyze and evaluate its effectiveness. The evaluations and analysis
are conducted using the following method while receiving advice from an external
organization.

Evaluation method

= From December 2021 through January 2022, surveys were conducted of all five Directors (including
two Outside Directors) that make up the Board of Directors and the three Audit & Supervisory Board
Members (three Outside Audit & Supervisory Board Members).

® Anonymity was ensured in the response method by having responses sent directly to the external
organization.

= Based on the report of the tabulation results from the external organization, analysis, discussion, and
evaluation were performed at a regular meeting of the Board of Directors.

Results of evaluation

The results of the tabulation of the survey responses produced a mostly positive evaluation on the
composition, operating conditions, and contents of discussions of the Board of Directors. The third-
party (external organization) analysis also confirmed that the effectiveness of the overall Board of
Directors is being ensured.

However, the results also produced opinions on promptly providing information on materials for Board
of Directors meetings and on establishing a system to ensure sufficient time to evaluate deliberation
materials. There was also a shared awareness that more developed officer training is necessary based
on the required skillset of the Company’s Board of Directors, including IT/DX and sustainability.

Remuneration for Directors

The Company has adopted a resolution on the policy for determining the details of
remuneration for each individual Director.

The Board of Directors has confirmed that the method of determining the details of
remuneration and the details of remuneration determined for each individual Director
for the current fiscal year are consistent with the decision-making policy resolved by
the Board of Directors, and that the report from the Remuneration Committee, which
consists of independent Outside Directors, has been taken into consideration, and the
Board of Directors has determined that the remuneration is in line with the decision-
making policy.

The Company’s basic policy is to link the remuneration of Directors to shareholder
interests so that it will fully function as an incentive for the sustainable enhancement
of corporate value, and to determine the remuneration of individual Directors

at an appropriate level based on their respective responsibilities. Specifically,

the remuneration for executive Directors consists of fixed remuneration and the
performance-linked stock compensation plan. The latter plan aims to raise awareness
among Directors to contribute to the improvement of medium- to long-term business
performance and the increase of corporate value by having a clearer linkage between
the remuneration of Directors and the Company’s performance and share value, and
sharing the benefits and risks of share price fluctuations with shareholders. Outside
Directors, who are responsible for supervisory functions, are only paid in the form of
basic remuneration in consideration of their duties.

Total remuneration of officers by type, total remuneration by classification,
and number of people receiving remuneration (FY3/23)

Total remuneration by classification
Total (Millions of yen) Number

. remuneration " of people
Of which -
Type of officers (Millions of . Performance- which non receiving
Fixed linked monetary ti
ven) remuneration . remuneration, remuneration
remuneration
etc.
D!rectors (excluding Outside 107 96 10 17 P
Directors)
Audit & Supervisory Board
Members (excluding Outside Audit - - - - -
& Supervisory Board Members)
Outside Officers 33 33 - - 7
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Corporate governance

Skill Matrix for Directors and Audit &
Supervisory Board Members

In order to execute its functions efficiently and effectively, and to
implement effective supervision of business execution, the Board
of Directors of the Company consists of four Inside Directors

who are intimately familiar with the business of the Group,

three independent Outside Directors who have deep insights

and extensive experience in specialist areas such as corporate
management, finance, accounting, global business, IT, and DX, and
three Outside Audit & Supervisory Board Members.

Having identified the skills that each Director should have in order

to achieve the goals of the medium-term management plan, the
nomination committee first engages in deliberation of the candidates
for Director with the aim of achieving a balance of knowledge,
experience, and abilities for the Board of Directors as a whole, as well
as diversity, based on which the Board of Directors makes a decision.

Attribute Oper:

ational experience/knowledge, etc. Expertise

Position/
Name

Experienc
Gender | Corporate in the
Inde- Company’:
pendence Malell | manage- business
Female[ ]| ment and

industry

e HR, labor,
human |Legal/Risk I/
resources | manage- | Techno-
develop- ment logy

ment

s| Global Finance/

: " Qualifications
experience | Accounting

Chairman and Director
Ryosuke lkeda

President and
Representative Director

Shigeru Ohara

Director
Takashi Tsugeno

Director
Yuichi Sumi

Outside Director
Chie lkegawa

u MBA, PhD (Professional Accounting), small
and medium-sized enterprise consultant

Outside Director
Kunihiro Koshizuka

Outside Director
Masato Takahashi

Full-time Outside Audit &
Supervisory Board Member
Shizuka Sawada

[ I BN BN |
O/ m/R O @ B =N

u u Certified public accountant, licensed tax
accountant

Outside Audit & Supervisory
Board Member

Kenji Omukai

Certified public accountant, certified
public accountant of the State of New
York, licensed tax accountant

Outside Audit & Supervisory
Board Member
Katsumi Nakamura

Attorney, certified fraud examiner

Communication With Investors

Measures to vitalize the general meetings of shareholders

Major IR activities during the fiscal year

and smooth exercise of voting rights

ended March 31, 2022

The convocation notice for the June 2022 General Meeting of Shareholders
was sent three days ahead of the statutory deadline. The Company also posted

Early notification of general
meetings of shareholders

this convocation notice on its website prior to the date on which it was sent.
The disclosure on the website was made three weeks prior to the day of the
general meeting of shareholders in consideration of the early notification of the

general meeting of shareholders and the introduction of a system for providing
informational materials for general meetings of shareholders in electronic format.

The Company’s fiscal year ends in March, which is a popular closing month

Scheduling general meetings of

and leads to many general meetings of shareholders being held on the same

shareholders avoiding the peak day  day, but the Company will endeavor to avoid as much as possible the days on
which general meetings of shareholders are concentrated.

Allowing electronic exercise of
voting rights

The Company has established an environment where shareholders can exercise
their voting rights from a personal computer or smartphone via the voting website
of the administrator of the shareholder registry designated by the Company.

Participation in electronic voting

platform and other measures for greater The Electronic Voting Platform operated by ICJ, Inc. is used.

ease of voting by institutional investors

Providing convocation notice in

The convocation notice in English is posted on the Company’s website and
English the platform for electronic exercise of voting rights.

The convocation notice is disclosed on the Company’s website and TDnet, the
Other website of the Tokyo Stock Exchange, and measures are being implemented

to facilitate the exercise of voting rights.

Preparation and
announcement of
Disclosure Policy

Disclosure Policy is posted on the Company’s website.

Regular investor briefings
for individual investors

The Company regularly holds briefings for individual investors, and post videos of the
briefings for individual investors on its website.

Regular investor
briefings for analysts and
institutional investors

The Company holds financial results briefings on a quarterly basis, and posts the videos
of the briefings and the questions and answers from the briefings on its website. The
Company also visits institutional investors and holds meetings with securities analysts
as appropriate.

Regular investor briefings
for overseas investors

Although the Company does not hold meetings and other events on a regular basis, such
events are held as necessary.

Posting of IR materials on
website

The Company posts Japanese and English versions of the summary of consolidated
financial results, supplementary materials, financial results briefing materials, as well as
Japanese versions of the annual securities reports, quarterly reports, and other timely
disclosure materials on its website.

Establishment of
department and/or
manager in charge of IR

The Executive Officer in charge of the Management Department has been appointed
as the officer in charge of investor relations, and the IR Group of the Financial Affairs
Department has been established as the department in charge of investor relations.
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About Us

Company
Information

Company profile (s ofmarch 31, 2022

Trade name: WILL GROUP, INC.

Headquarters: 1-32-2, Honcho, Nakano-ku,
Tokyo 164-0012

Established: April 3, 2006

Share capital: ¥2,163 million

Number of employees: 5,363 (Consolidated)

Disclaimer regarding the matters stated in
this Integrated Report

The information described in this Integrated Report contains
forward-looking statements of the Company. The statements are
based on information currently available to the Company and on
certain assumptions deemed to be reasonable. As such, they do
not constitute guarantees by the Company of future performance.
Actual results may differ significantly from these forecasts for a
number of reasons.

Editorial policy

This Integrated Report is a communication tool that brings together
financial and non-financial information pertaining to the Company’s
mission, its business activities aimed at enhancing corporate value
over the medium to long term, its medium-term management plan,
and sustainability initiatives. It also presents financial and non-
financial information in accordance with major guidelines such as
the “International <IR> Framework” of the International Integrated
Reporting Council (IIRC), the “Global Reporting Initiative (GRI)
Standards,” and the Ministry of Economy, Trade and Industry’s
“Guidance for Collaborative Value Creation.” The aim of this
Integrated Report is to deepen the understanding of the Company’s
value creation story among our various stakeholders, including
shareholders and investors. This report has been translated from
the Japanese original for reference purposes only. In the event of
any discrepancy between this translated version and the Japanese
original, the original shall prevail.

Status of shares (s of march 31, 2022)

Total number of authorized shares: 63,360,000 shares

Total number of issued shares: 22,852,200 shares (including
5,379 treasury shares)

Share trading unit: 100 shares

Number of shareholders: 13,335

Foreign ‘
corporations, etc.

20.02+
Other . .
corporations —— Distribution

. of shares by
7.92, type of owner

Treasury shares

0.02-

Individuals/other

5712+

Financial
institutions

14.92

Major shareholders

Number of Shareholding

Name of shareholder shares held ratio (%)

Ryosuke lkeda 4,204,100 18.4
Shigeru Ohara 1,781,500 7.80
Ikeda Planning Office Co., Ltd. 1,707,500 7.47
;t;ié\:i;ter Trust Bank of Japan, Ltd. (Trust 1,683,700 737
Custody Bank of Japan, Ltd. (Trust Account) 1,098,441 4.81
BBH FOR FIDELITY LOW-PRICED STOCK FUND 1048513 459
(PRINCIPAL ALL SECTOR SUBPORTFOLIO) T

WILL GROUP Employee Stock Ownership Plan 560,300 2.45
GOLDMAN SACHS INTERNATIONAL 495,700 217
Shingo Watanabe 400,000 1.75

Note: Shareholding ratio is calculated after deducting 5,379 treasury shares.

Major Group companies

WILLOF WORK, Inc.

WILLOF CONSTRUCTION, Inc.

Vator WILLOF CHALLENGE, Inc.

i CreativeBank Inc.

uedep

CEspace  CEspace, INC.

Startups.mc for Startups, Inc.

Bl HiBlead  HiBlead Inc.

éuonnemmu BORDERLINK, INC.

W WILL GROUP Asia Pacific Pte. Ltd.

Wik S
G Good sob Creations Good Job Creations (Singapore) Pte. Ltd.
@é&éumm

ChapmanUz The Chapman Consulting Group Pte. Ltd.

Glabol HR Exscutive Seare

Scientec Consulting Pte. Ltd.

o ig || E ';‘lTéAqu Oriental Aviation International Pte.Ltd.
<
I}
P Gbﬁ Ethos BeathChapman Australia Pty Ltd
I}
3 .
Quay Quay Appointments Pty Ltd
udu u&u Holdings Pty Ltd
dfp. DFP Recruitment Holdings Pty Ltd
X Recruit Asia Recruit Holdings Sdn.Bhd.
o WILLOF Vietnam Company Limited
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