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HUMAN CAPITAL REPORT 2026

| Creating Calbee’s Future with Active Roles for All Employees |

The Calbee Group aims to empower its employees to take initiative and make full
use of their capabilities, helping to grow corporate value and contribute to society.
This approach reflects our human capital vision, Active Roles for All Employees.
With this report, we aim to introduce the strengths of the Calbee Group’s human
capital, communicate their value to stakeholders, and

create an opportunity for deeper conversation between “
the Company and its employees, and among the
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employees themselves.
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Realizing Active Roles for All Employees

The Philosophy at the Heart of Our Human Capital Strategy

The Calbee Group began by creating products from unused natural The Calbee Group's Definition of Active Roles for All Employees

ingredients during the food shortages after the Second World War. Since

our establishment in 1949, inspired by the products created with passion Empowering diverse talent to use their Strengths and

Ey o.ur founder, Takashi Matsuo, we ha.lve carnec} forward. the be{lef that to experience pride a nd joy in Contri buti ng to Ca I bee’
usiness should help people by creating value in step with the times. Our

corporate philosophy is to be “committed to harnessing nature’s gifts, to to SOCiety, and to their persona| grOWth.

bringing taste and fun, and to contributing to healthy life styles.” Based

on this philosophy, we aim to sustainably create corporate value as we The Calbee Group's corporate culture is rooted in the spirit of altruism, a value that has guided us since our found-

continue to develop Calbee’s own unique brand of great taste and fun. ing. Active Roles for All Employees empowers diverse talent to use their strengths and to experience pride and joy

To achieve this, it is essential to promote Active Roles for All Employees in contributing to Calbee, to society, and to their personal growth. We consider it our most important policy for

by encouraging each individual employee to take initiative and thrive. We human capital management. Always mindful of the spirit of caring, we make the most of our individual strengths

have therefore defined “Maximization of human capital toward realizing and qualities in our respective roles, while also paying attention to the processes before and after our own and

Active Roles for All Employees” as a priority theme of sustainability collaborating with our colleagues to create unique value. We have identified two kinds of talent that are vital to

management, working together across the Company to promote human Calbee’s growth: talent that steadily builds the future through continuous effort, ingenuity, and improvement, and

capital management. By building a culture that empowers people to talent that pioneers the future by challenging existing frameworks. Through mutual respect and cooperation, and

think freely, enjoy their work, and challenge themselves, we will acceler- by challenging one another, our individual employees and organizations will continue to grow.

ate our ability to innovate and deliver even greater value to society.
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The Combined Strength of Our People Will Shape the Calbee Group’s Future

A Conversation Between
the CEO and CHRO on
the Path to 2035

Makoto Ehara (left)
President & CEO

Yasumasa Hitomi (right)

Executive Officer, CHRO and
General Managing Director of HR & GA Division

With the launch of the Calbee Group’s 2035 Vision, growth strategy, and human resources reforms, we are
entering a new stage of growth. Sustainable growth will depend on every employee embracing the principles
that underpin these initiatives and putting them into practice.

Building an Organization That Enjoys
New and Unfamiliar Challenges

@ In our recently announced 2035 Vision, we expressed
our ambition to “deliver value to consumers we have yet
to reach.” To continue growing in Japan's mature market, we
need to look beyond snacks and cereals and explore new
areas of business. Expanding in overseas markets, another
significant growth opportunity, is also important. What matters
most is that every employee sees these new and unfamiliar
challenges not just as a necessity, but as something exciting to
pursue. | believe that building a culture where people enjoy
taking on challenges will be the driving force behind sustain-
able growth.

@ To embrace taking on challenges, people need to think
and act independently, identifying issues on their own
and working to solve them. In the past, Calbee spent many
years growing under a top-down management model, which
naturally led to a strong tendency to wait for instructions. |
believe we need to become an organization where people
can think and act more independently. While our reform
efforts are still underway, at our production sites, continuous
improvement activities have already helped this way of think-
ing take root. This gives me every reason to believe that we
can extend this transformation across the Group.

The mindset you emphasize, thinking for ourselves and
taking action, has long been part of Calbee'’s culture,
particularly at our production sites. If we can foster this

mindset more broadly across the Company again, | do not
think it will be particularly difficult to build an organization
where people think and act more independently. Calbee
originally embraced new challenges as part of our corporate
culture. | think that spirit has weakened somewhat in recent
years, partly because of the influence of top-down manage-
ment and emphasis on results reinforced by our commitment
and accountability (C&A) system. Our role as management is
to help restore these strengths.

Using the New System to Strengthen
Our Capacity for Value Creation

@ A major objective of our HR system reform is to ad-
dress exactly the issue you just described. Our previous
HR system was introduced 17 years ago and was well suited
to the business environment at the time, but it is also no
longer aligned with our current situation. In particular, our
performance evaluation system played an important role in
encouraging employees to set measurable goals and commit
to achieving them. At the same time, placing too much
emphasis on this approach can lead individuals to focus on
goals they can achieve, which may discourage them from
taking on bigger challenges. That is why, under the new HR
system, we have introduced a framework that evaluates how
employees contribute to solving issues facing the organiza-
tion as a whole. This approach brings its own challenges for
both managers and team members because it is not entirely
based on numerical results. But | hope they will see this
process as an opportunity to deepen dialogue and grow
together, both as individuals and with the organization.

“Deepening dialogue” is an important concept not only
within the Company, between managers and team

members for example, but also creating value from a consum-
er perspective, which lies at the heart of our 2035 Vision. We
cannot understand what consumers expect from Calbee if we
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The Combined Strength of Our People Will Shape the Calbee Group's Future

remain within the confines of our own thinking. We need to
engage directly with the outside world, listen carefully, and
keep learning without shying away from critical feedback. This
is important not only for sales and marketing teams, but also
for support functions that have fewer opportunities to interact
directly with consumers. Across the Company, it is essential
that we deepen understanding through dialogue.

Speed also plays an important role in delivering value
to consumers. There is a big difference in the value we

can provide depending on whether it takes one year to deliv-
er a product consumers want or whether we can do so in
three months. To deliver value more quickly, we need to raise
productivity across the Company. At present, however, discus-
sions often remain confined to individual sites and depart-
ments. This limits our perspective and makes it difficult to
generate new ideas. That is why learning across organizational
boundaries, gaining insight through dialogue with other sites
and functions, is essential. As HR, we should support initiatives
that create these opportunities.

@ People who recognize the need for change have
already begun to act on their own. Our role is to help
spread this behavior across the Company. While we aspire to
build an organization where people think and act more

What matters most is that every employee
sees these new and unfamiliar challenges
not just as a necessity, but as something

exciting to pursue. | believe that building a
culture where people enjoy taking on chal-
lenges will be the driving force be
sustainable growth. (Makoto Eh

independently, simply relying on individual efforts will take
too long. That is why | believe the Company also needs to
offer support. As part of this effort, we have redesigned our
Kurumaza (roundtable) Meetings. In the past, | traveled
around Japan to speak directly with employees. Starting this
year, we have shifted to a format where each organization
discusses how to turn the strengths we have uncovered into
competitive advantages and meaningful value, who we want
to deliver that value to, and what kind of joy we hope to bring
to our consumers. | hope the next generation of talent, those
who will shape Calbee going forward, can envision the value
they want to create and deliver, and then take the initiative to
make it a reality.

Turning Individual Growth into Organizational Growth

@ Another objective of our HR system reform is to give
employees more opportunities to grow. Repeating the
same work in the same role rarely leads to new ideas or
innovation. That is why we designed the system to help em-
ployees build a broad range of experience through planned
transfers and rotations, while taking their individual circum-
stances into account, so they can develop their own distinctive
strengths. We have also made progress in identifying where
global talent is needed across our global operations through
ongoing dialogue with local teams. We are now entering a
phase in which we will systematically assign high-potential
talent from Japan to overseas roles and develop them into
future leaders.

@ As you noted, we are creating the framework needed to
develop our people, which makes this an ideal time for
Calbee to move to its next stage of growth. What | place
particular importance on is building an organization that can
pursue growth while also managing risk. Focusing only on
offense and neglecting defense can expose us to serious risks.
We therefore need to assign the right people to offensive and

| believe that balancing individual growth
with contribution to the team is part of

what makes Calbee unique. By building on
this strength, | hope we can create a virtu-
ous cycle of growth. (Yasumasa Hitomi)

defensive roles and build well-balanced teams. Under the
human capital index we introduced last year, B talent rep-
resents offense and a talent represents defense. We currently
have a strong base of a talent, but not enough 8 talent. By
working together, both groups can encourage a talent to
develop B qualities. As a result, this will increase the synergy
between “a x B8," and help both individuals and our organiza-
tion achieve greater growth.

@ | share the view that the growth of each employee
should lead directly to the growth of the organization.
Fortunately, Calbee’s business is not something that can be
completed by individuals. It operates more like a relay, with
each person creating value for the next step in the process.
This has helped foster a culture of growing together as a team
rather than focusing on individual achievement. | believe that
balancing individual growth with contribution to the team is
part of what makes Calbee unique. By building on this
strength, | hope we can create a virtuous cycle of growth.

@ | completely agree. What matters is that we remain an
organization where people can speak candidly and
debate openly. | want Calbee to be a place where organizational
and functional boundaries do not get in the way, where diverse
perspectives can come together, and where we can arrive at the
best solutions. The foundation for this is mutual respect. By
protecting and developing this culture together, we can achieve
our next stage of growth. To me, this is what our human capital
vision, Active Roles for All Employees, is all about.
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Organizational and Human Capital Strategy

Future Vision and Management Strategy

Roadmap to 2035 Under Our New Growth Strategy,
Accelerate the Future

Building on the strengths in ingredients, technologies, and
human capital that it has cultivated over many years, the
Calbee Group views changing eating habits and growing
health consciousness as new opportunities for growth and is
taking on the challenge of creating new value in snacking.
Snacking is a style of eating that is unconstrained by conven-
tional meal patterns, such as three meals a day or the tradi-
tional combination of a staple food and side dishes. Instead, it
offers the flexibility to enjoy food anytime and anywhere in a
way that suits each individual’s needs. Under the slogan
Accelerate the Future, the Calbee Group is working toward its
vision for 2035 of evolving into a company that brings the joy
of food to people around the world.

Under this growth strategy, we will accelerate the pace of
transformation, expand the scope of products and services we
provide, and enhance corporate value through the creation of
new value. In addition, as a company that delivers value global-
ly, we will pursue a balance between economic value and social
value. Furthermore, by significantly expanding our overseas
business and new category businesses, we will shift from our
current Japan-centered revenue structure, in which approxi-
mately 70% of sales come from Japan, to a more balanced
portfolio capable of sustainable growth, with these two busi-
ness segments together accounting for 50% of sales by 2035.

We will regard the first half of the 10-year period through
2035 as the growth investment phase and the second half as
the value creation phase, and work to enhance corporate
value in stages.

Business Growth and Portfolio Transformation Under Our Growth Strategy, Accelerate the Future

30% 40-45%

W

R

(Breakdown of net sales)

@ Domestic core business
Overseas and
new category businesses

Now

50%

)
>>> FY2036/3

FY2031/3

Our 2035 Vision:

Transform from

a Japanese snack maker into
a Global Snacking Company

Growth Strategy Direction and Priorities

Under the previous growth strategy, Change 2025, which
ended last year, we strengthened the profitability of our
domestic core business, but portfolio transformation re-
mained only halfway complete. Given this state of affairs, we
will rebuild our strategy through backcasting from our vision
for 2035 under our new growth strategy, with the aim of
further enhancing corporate value.

In our domestic business, we will further enhance our value
creation model and maximize profitability through three initia-
tives: advancing our product portfolio by creating value based
on consumer needs, strengthening our operational capabilities
by evolving our business model through the use of DX, and
expanding into new categories by leveraging our strengths.

In our overseas business, we will designate North America
as our priority region, where demand for snacking is strong
and we can fully leverage our strengths. Over the next five
years, we will concentrate our assets and resources in this
region, including through M&A to acquire necessary capabili-
ties, and pursue maximum sales growth. In other regions, such
as China, we will maximize the use of our existing assets to
create medium-term growth opportunities.

Growth investment phase Value creation phase

@ Enhance added value of domestic
core business and invest in developing
next-generation foundation

Accelerate the Future v2027/3-rv2036/3)

Domestic business @ Leverage existing assets of domestic core business

* Accelerate organic growth and strengthen earnings power

e Transform our portfolio and enhance resilience by investing
in growth areas

* Enhance our management system with a focus on capital
efficiency

e Strengthen human capital to drive growth

e Further strengthen corporate governance

® Expand cash flow generation in
North American business
® Business growth in Asian regions

® OPEX investment in foundation for growth in

Overseas business North American business

Conduct M&A in growth areas to enable portfolio transformation

Inorganic growth O . A ‘
organic gro (Expansion into new domestic categories and overseas snack business)
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Our Story of Creating Value Through Human Capital

To realize the Calbee Group growth strategy, Accelerate the Future, we have made Active Roles for

All Employees the most important policy for our human capital management, building on the

spirit of altruism that has guided Calbee since its founding. We systematically advance initiatives

to transform our people and organization in response to the priority issues derived from the

growth strategy. Through these initiatives, we aim to create a value creation cycle in which o talent

(talent that steadily builds the future through continuous effort, ingenuity, and improvement) and

B talent (talent that pioneers the future by challenging existing frameworks) work together in a

Creating Value Through Human Capital

Corporate philosophy
and growth strategy
Human capital vision

Corporate philosophy

We are committed to
harnessing nature's
gifts, to bringing
taste and fun, and to
contributing to
healthy life styles.

Growth strategy

Accelerate
the Future

O Enhance profitability
in the domestic business

@ Grow the overseas
business

© Expand into new areas

Human capital vision

Active Roles for
All Employees

Empowering diverse talent
to use their strengths and
to experience pride and joy
in contributing to Calbee,
to society, and to their
personal growth.

Priority issues

Organizational issues

Strengthen organizational
structure to accelerate
portfolio transformation

Human capital issues

Strengthen the
development of leaders
who will drive the next
generation of management

Transform the human
capital portfolio needed to
realize the growth strategy

Encourage more
employees to step
beyond their boundaries
and take initiative

Foster an organizational
culture in which diverse
talent collaborates under
a shared philosophy

Promote employees’ physical
and mental well-being

Strategic initiatives

Organizational initiatives

O Evolve the regional management
structure to drive business growth

@ Strengthen corporate functions to
promote Group-wide optimization

Human capital investment (initiatives)

O Strengthen management
talent succession

@ Strengthen the development of core
talent who will create the future

DX talent Talent that
pioneers
Talent with expertise the future by
in the agri-business challenging
existing
Global talent frameworks

© Build HR systems that encourage
diverse contributions and growth

O Promote career autonomy to
expand individual potential

© Advance DE&l management
@ Promote understanding of the
Calbee Group philosophy

@ Promote physical and mental
well-being

Organizational and Human Capital Strategy

spirit of altruism. This value creation cycle drives profit growth and sales growth. We have also

defined Calbee’s Active Roles for All Employees Index as a measure of the conditions that acceler-

ate this virtuous cycle. By raising the index, we will further accelerate the value creation cycle and

achieve the goals set out in the growth strategy of strengthening earnings power, improving

capital efficiency, and fostering growth expectations, ultimately enhancing corporate value.

Virtuous cycle through collaboration between « talent and B talent

o Talent

Talent that steadily builds the
future through continuous effort,
ingenuity, and improvement

Ingenuity and
improvement

Please see page 19 for details on priority issues and strategic initiatives. »

Value creation cycle

Respect and
collaborate in a
spirit of altruism

B Talent

Talent that pioneers
the future by challenging
existing frameworks

Reinvestment

Profit growth

Improvements and insights on
the front lines generate seeds of
new value

Sales growth

of profits
The next
challenge

New value
creation

As Calbee's Active Roles for All Employees Index rises,
the virtuous cycle gains momentum and accelerates

Calbee's Active Roles for All Employees Index

a talent
empowerment
score

B talent
empowerment
score

Mutual
trust score

Corporate

value

Improve capital Strengthen
efficiency earnings power

Foster growth
expectations
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Our Story of Creating Value Through Human Capital

Two Ideal Talent Profiles Needed to Execute the Management Strategy

To achieve sustainable value creation, the Calbee Group must strengthen the earnings power of
its existing businesses, particularly in Japan, while pursuing growth in overseas markets and

expanding into new areas.

. . . ) ) o . i a Talent Respect and B Talent
Innovation is the driving force behind this value creation. Innovation is not limited to creating Talent that steadily builds the future through collaborate in a Talent that pioneers the future by
new products and businesses. It also includes efforts to improve productivity and deliver high continuous effort, ingenuity, and improvement  spirit of altruism challenging existing frameworks
levels of quality, safety, and peace of mind by building on small insights, ingenuity, and improve- Reinvestment
ments in day-to-day operations. of profits
. Y yop X . . . Profit growth The next
Accordingly, Calbee has defined both talent that steadily builds the future through continuous challenge

effort, ingenuity, and improvement (a talent) and talent that pioneers the future by challenging

existing frameworks (B talent) as its ideal talent profiles. Both are irreplaceable and equally
Ingenuity and New value

important, and we believe that mutual respect in a spirit of altruism provides the foundation for - :
improvement creation

Improvements and insights on
the front lines generate seeds of
new value

Active Roles for All Employees.

Virtuous Cycle Through Collaboration Between a Talent and 8 Talent

The ingenuity and improvements that o talent drives raise productivity and generate stable Sales growth

profits. These profits provide the funds needed to invest in growth in overseas markets and

expansion into new areas. By developing markets beyond existing frameworks and creating new

value, B talent expands the consumer base and drives sales growth. As the business grows, a As Calbee’s Active Roles for All Employees Index rises,

. . . . . the virtuous cycle gains momentum and accelerates
talent continues to pursue ingenuity and improvements that generate stable profits. Improve-

ments and insights built up on the front lines also create seeds of new value. Calbee’s Active Roles for All Employees Index

This virtuous cycle generates profitability through profit growth and growth through increased

sales. The cycle also provides the foundation for strengthening earnings power, improving capital a talent B talent

Mutual trust score
empowerment score empowerment score

efficiency, and fostering growth expectations.

Collaboration between a talent and B talent is the key to accelerating this cycle. The more
they draw on each other’s strengths in a spirit of altruism, the more they enhance the quality of
every improvement and new challenge, making the cycle more robust.

The a and B Elements Within Every Employee

We do not view « talent and B talent as concepts for classifying employees. Every employee possesses
elements of both a and B, and value creation comes from demonstrating ingenuity and improvement
(a) and taking on challenges beyond existing frameworks (8), depending on the role and situation. At
the same time, the strengths that come most naturally differ from employee to employee. Some have a
particular strength in a, while others have a particular strength in 3, and neither is superior to the other.
By drawing out each individual's diverse strengths and enabling employees to make the most of one
another’s strengths in a spirit of altruism, we will enhance the organization’s capacity to create value.
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Calbee’s Unique Active Roles for All Employees Index (Human Capital index)

Visualizing the Human Capital Needed to Execute the Growth Strategy

Calbee’s Active Roles for All Employees Index (human capital index) is our unique KPI that shows
how far we have progressed toward realizing Active Roles for All Employees, the most important

policy for our human capital management.
We calculate the index by adding together empowerment scores for a talent and 8 talent and

multiplying the total by the mutual trust score. The empowerment scores measure each employee'’s

sense of growth and contribution through their day-to-day efforts from three perspectives: Active

Roles for All Employees status, career autonomy, and psychological safety. The mutual trust score

measures the extent to which employees respect one another and collaborate in a spirit of altruism.

a Talent

Talent that steadily builds the future
through continuous effort, ingenuity,
and improvement

B Talent

Talent that pioneers the future by
challenging existing frameworks

Empowerment score Empowerment score

FY2024/3 10.06 FY2024/3 11.79
FY2025/3 10.24 FY2025/3 11.71
Fr202¢3  10.30 Fr2026/3  11.74
+0.06 pp +0.03 pp
A}\cltli\ée Rc|>|es for Career Psychological A}\cltli\ée R<|>|es for Career Psychological
mployees autonomy score safety score mployees autonomy score safety score
status score status score
FY2024/3 3.55 3.1 3.40 FY2024/3 4.04 3.72 4.03
FY2025/3 3.62 3.15 3.47 FY2025/3 4.05 3.66 4.00
FY2026/3 3.64 3.17 3.49 FY2026/3 4.06 3.70 3.98
Active Roles for All Career Psychological

Empowerment score

Employees status score autonomy score safety score

Organizational and Human Capital Strategy

As the empowerment score rises, employees become more active in demonstrating ingenui-
ty, making improvements, and taking on new challenges. As the mutual trust score rises, the

culture of collaboration grows stronger and the virtuous cycle accelerates.
The index reached 80.67 in FY2026/3, marking its third consecutive annual increase.
The improvement in the mutual trust score was the main driver of the overall increase. Empower-

ment scores increased for both a talent and B talent. However, the career autonomy score re-

mained relatively low for both groups, and we will address this as a priority issue going forward.

Mutual trust score

FY2024/3 3.58
FY2025/3 3.64
FY2026/3 3.66

+0.02 pp

We believe that true value creation and
Active Roles for All Employees are
achieved when both a and 8 talent
demonstrate their strengths in their
respective roles while working together—
not apart—with a spirit of altruism, mutual
respect, and collaboration.

Note: Calculated using the engagement survey score

Calbee’s Active Roles
for All Employees Index

FY2024/3 78.22
FY2025/3 79.90

FY2026/3 80.67

+0.77 pp

Target score: 81.28
Passing line: 73.50

We have set a benchmark of 3.50 for
each of Active Roles for All Employees
status score, career autonomy score,
psychological safety score, and mutual
trust score. Scores above 3.50 are
considered to indicate strong positive
responses. Our 2030 target is to raise all
scores that were below 3.50 as of
FY2025/3 to at least that level.
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Organizational and Human Capital Strategy

Human Capital Portfolio Strategy Aligned with Our Growth Strategy

Identifying Core Talent to Support Sustained Growth
The Calbee Group's businesses face an increasingly challeng-
ing environment in which conventional approaches to growth
are no longer sufficient, due to factors such as market contrac-
tion from Japan'’s declining population, falling birth rate and
aging society, growing health consciousness, diversifying
eating behaviors, and increasing raw material procurement
risks caused by climate change.

In response to these changes in the business environment,
under our 2035 growth strategy, Accelerate the Future, we have
established three strategic directions: enhance the profitability of
our domestic business, grow our overseas business, and expand

Four Types of Core Talent to Be Secured

into new areas. We are pursuing a transformation of our business
portfolio with the goal of increasing the sales ratio of overseas and
new category businesses to 50%. To successfully achieve this
transformation, it is essential that we also transform our human
capital portfolio in alignment with our strategy.

Based on this approach, we have identified four types of
core talent that we need to prioritize in securing: DX talent,
talent with expertise in the agri-business, global talent, and
talent that pioneers the future by challenging existing frame-
works (8 talent). Through the systematic acquisition and
development of these types of talent, we are building a
human capital portfolio that supports sustainable growth.

Enhance profitability in the domestic business Grow the overseas business Expand into new areas

DX talent

Dependencies
on and impacts

Talent with expertise

in the agri-business

Dependence on talent with expertise in  Dependence on talent with expertise in

Talent that pioneers the future
by challenging existing
frameworks (8 talent)

Global talent

Dependence on talent who can  Dependence on talent who can
transfer Calbee’s unique value  envision the future and step

of human capital DXand Al the agri-business and strengths overseas beyond boundaries
Improvement of quality and productivity Stable supply and sustained business Acceleration of overseas growth Creation of new value and growth
H through the use of DX operations through accumulation of raw  through an increase in global areas
material expertise and strengthening of  talen
L CIUiEL ) terial expert d strengthening of  talent
capital-related procurement capabilities
opportunities [ Risk |  Riske |
Risks [ Risks |

and risks

Decline in productivity and competitive  Instability of raw material supply due to  Loss of growth opportunities
climate change, shortages of specialists, due to a shortage of talent to
talent and delays in knowledge transfer

advantage due to a shortage of DX

Stagnation of value creation
due to a shortage of talent for

transfer knowledge overseas challenge and transformation

 Investment in DX talent development

Human capital  Establishment of a DX talent

 Definition of requirements for
agri-business specialists in potato

¢ Acquisition of new experiences
and knowledge
e |dentification of potential talent

 Investment in global talent
development

strategy certification system gzs;?go:qsei??rae;::?vlitment ofa ¢ Lllr;hi?: with succession (development of a/B talent
P P 9 assessments)
e Number of DX talent Ratio of B talent

capital-related FY2|021 /3: 155?3 per?Fth lent)
. Including cerute alen
metrics and FY2041/3: 1,000 people
targets (including 400 certified talent)

To be determined

Key position fulfillment rate
Identify overseas positions
required in five years =

Triple the talent pool

Increase in the percentage of
talent demonstrating 8 capabilities
Specific metrics to be determined
going forward

@ DX Talent

As DX advances through the use of cutting-edge technologies,
including Al, a shortage of DX talent capable of leveraging these
technologies to lead problem-solving efforts directly translates
into a decline in the Company's competitiveness. Particularly in
Japan, where population decline is expected, enhancing produc-
tivity and profitability through initiatives such as Factory DX and
supply chain optimization using S&OP* is essential. This requires
the development of talent who can drive these initiatives.

* S&OP: Sales & Operations Planning

9 Talent with Expertise in the Agri-Business

For Calbee, which operates businesses utilizing natural ingredients,
talent with expertise in the agri-business who support stable harvest
volumes through initiatives such as developing new potato varieties,
labor-saving cultivation, and the advancement of storage and
transportation technologies are an important foundation supporting
sustainable business operations. We will first focus on potatoes, a
key raw material, and proceed with defining the requirements for
these specialists and establishing a development framework.

Global Talent

To accelerate the growth of our overseas business, it is essential to
establish an active strategic execution framework that works in
close collaboration with local organizations in each region, leverag-
ing the technologies, expertise, and brand value cultivated in
Japan. To achieve this, we are strengthening the development of
global talent who can deploy Calbee’s unique value and strengths
across overseas locations and lead growth in each market.

@B Talent

As changes in the business environment and society accelerate,
realizing sustainable growth requires not only strengthening the
competitiveness of our existing businesses but also creating new value
and growth opportunities. To achieve this, we will focus on identifying
and developing B talent—individuals who embrace unknown areas
and change with a positive mindset and who pioneer the future by
challenging existing frameworks, including through market develop-
ment and the creation of new technologies and systems.
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Human Capital Portfolio Strategy Aligned with Our Growth Strategy

@ DX Talent

Developing DX Talent to Drive Problem-Solving
Across the Company
In recent years, Calbee has focused on solving issues by utilizing
DX tools and internally developed Al tools, primarily at factories
and other production sites. As a result, the number of employ-
ees who leverage data and digital technologies to drive im-
provements has been increasing. However, the systems needed
to systematically develop such talent and support initiatives at
individual workplaces have not yet been fully established. In
addition, the fact that DX initiatives have remained limited to
production departments has been a significant challenge. To
achieve sustainable growth as a company, we need to expand
the scope of these initiatives across the entire Group, including
corporate and sales departments as well as overseas operations.
To address this challenge, we have established a talent
certification system consisting of four levels—DX Grand TAKUMI,

DX Talent Development Targets
(No. of people)

1,000

M Certified DX talent
DX beginners

750
500
182
600
250
50 | 318
91
0 FY2026/3 FY2031/3 FY2041/3
171 DX talent 500 DX talent 1,000 DX talent
(80 certified) (182 certified) (400 certified)

DX TAKUMI, Data TATSUJIN, and DX Practitioner—to enable
company-wide and continuous development of DX talent.
Including DX beginner, the entry-level stage preceding these
levels, we are strengthening our development framework with
the goal of developing a total of 500 DX talent by FY2031/3.

In developing DX talent, our focus is not on relying on
external systems integrators, consultants, or internal IT specialist
departments, but on enabling employees who are familiar with
the business processes of their respective workplaces and who
face challenges firsthand to leverage digital expertise and work
toward solutions themselves. For many employees, this requires
learning specialized digital knowledge from the ground up,
and naturally, developing such capabilities takes time. However,
to expand DX across the entire Company, it is essential to
increase the number of people who take ownership of DX and
try it themselves. Based on this approach, we are establishing
development programs such as the Al Academy and Data
Analysis and Utilization Course, while also actively implement-
ing initiatives to increase interest in and awareness of DX,
including cross-functional DX Ideathon Workshops and DX
Conferences that showcase pioneering internal DX initiatives.

Al Academy for Developing Hands-On DX Talent
The purpose of the Al Academy, launched in FY2025/3, is to devel-
op hands-on DX talent. Rather than simply learning how to operate
Altools, participants focus on acquiring the ability to drive improve-
ments while engaging and involving those around them in the
workplace through a series of processes ranging from understand-
ing the current situation and defining issues to analyzing factors,
implementing improvements, and confirming results. Accordingly,
the program adopts a project-based format in which participants
work on actual problem-solving initiatives rather than receiving
classroom-based training. While acquiring problem-solving meth-
ods and data utilization skills, participants bring themes from their

respective workplaces and engage in improvement activities.

The program was originally centered on employees in
production departments, but its scope has now been expand-
ed to include members of corporate departments. After
completing the two-year program, participants who have
developed specialized skills are expected to help spread DX
activities across the Company by sharing their knowledge and
know-how horizontally across their respective workplaces and
developing the next generation of talent.

Effectiveness of Talent Growth Through the Al Academy

Comment from a Participant

Through my participation in the Al
Academy, | learned how to utilize data
X and improvement methodologies and
% gained perspectives for viewing opera-
tions in a structured and multifaceted
manner. Since completing the program, |
4 / have promoted the migration of
E non-digitized data to CloudDB and

¥ -_’ , worked to create an environment that

& j_, facilitates data utilization. | have also been
working to promote DX talent develop-
ment at my business site through training
on statistical methods and data utilization.

Erika Yamada

Production Support Section,
Kagoshima Factory, West Japan
Business Division/West Japan Finance

Section, Japan Region Finance

Department, Finance Division
The Al Academy has entered its third year
and has expanded beyond manufacturing
sites to include corporate departments.
From an operational perspective, what "
has been particularly impressive is the
growing number of participants who have
evolved from being “those who are
taught” into “those who use data to
articulate insights and take action in the
workplace,” proactively identifying issues
and driving improvements. Going
forward, we will continue to expand the
reach of the program and build a talent
foundation that supports data-driven
decision-making across the Company.

Toshihiro Ito

DX Development Department,
DX & S&OP Division




(Hzilrk:\:‘\i g;%?tgl Report 2 02 6

Human Capital Portfolio Strategy Aligned with Our Growth Strategy

9 Talent with Expertise in the Agri-Business

Building a Talent Portfolio to Sustain and Advance
Expertise in the Agri-Business

The Calbee Group operates businesses that utilize a wide
range of natural ingredients. Among these, potatoes are a key
raw material, and domestic harvest conditions have a signifi-
cant impact on our business performance. Based on these
business characteristics, we have identified the expertise
required to achieve stable potato procurement and effective
utilization, and developed a Potato Talent Portfolio.

We have defined Potato Specialists, who support the entire
value chain from seed potatoes and fields through to raw
materials, across four areas: advanced technology adoption,
development of new varieties, establishment of storage tech-
nologies, and optimization of raw material logistics. We have
already begun initiatives such as developing disease-resistant
varieties and overseas training programs to learn advanced
agricultural techniques. Going forward, we will define the
talent requirements for each of these four areas and establish a
systematic development framework.

In addition, for Potato Utilization Talent, we will establish a
development program that enables employees involved in
the potato business to systematically acquire the knowledge

Potato Talent Portfolio

Organizational and Human Capital Strategy

and experience needed to maximize the value of potatoes
and deliver that value to consumers through products.
Providing all employees with foundational knowledge of
potatoes, which serves as the basis for these capabilities, is an
important initiative that deepens understanding of our found-
ing spirit of effectively utilizing unused resources and helps
pass on Calbee’s DNA. Going forward, we will also work to
establish a development program for all employees.

Cultivating Talent with Expertise in the

Agri-Business by Leveraging Global Insight
Calbee Potato, Inc. is required to address challenges arising
from the growing impact of climate change and increasing
risks from crop diseases. To address these challenges, we
conduct overseas training programs to enhance participants’
perspectives and acquire practical insights through exposure
to advanced agricultural practices in Europe.

This training program is conducted in two regions: the
Netherlands and the United Kingdom (Scotland). In the
Netherlands, participants learn about an industry ecosystem
in which specialized companies collaborate across different
roles throughout the value chain, from breeding to produc-
tion, storage, and distribution, as well as a high-value-added
business model built on quality standards and inspection

Specialized (

Potato Specialists and raw materials

Advanced expertise spanning seeds, fields,

EONUTPEITI  Knowledge required to maximize the value of
Talent potatoes and deliver products to consumers

All Employees

Foundational potato knowledge

Foundational

M 4 M
Field and cultivation knowledge
—> | «
o 2
/ 2 Adoption of advanced New variety 2
= .
N < technologies development _§
;'B < > §
e =2
J 2 Establishment of Optimization of raw £
> wv
~N 2 storage technologies material logistics 3
(=2 o
< &
SCM knowledge*

J - J

* SCM: Supply chain management
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systems. In Scotland, participants develop the ability to ad-
dress on-site challenges through cultivation techniques, pest
and disease management, and consulting practices, while
gaining practical experience in problem-solving approaches
through collaboration with farmers and related companies.

In addition, through presentations of outcomes and other
activities, we aim to cultivate talent who can enhance their ability
to identify challenges and communicate insights, and apply their
learnings to Calbee’s businesses and potato-growing regions.

—_——

Participants learning advanced agricultural techniques in the field

Insights Gained Through Overseas Training
and Future Prospects

Through overseas training, | gained a great
many opportunities to recognize the impor-
tance of reviewing initiatives in Japan,
organizing my understanding of the current
situation, and engaging in discussions based
on that foundation. In addition to gathering
new information locally, | realized through this
program that deepening my knowledge of
potatoes in Japan further strengthened my
understanding. | also learned once again that
evidence-based proposals grounded in trial
data and diverse sources of information are
directly linked to building trust with growers. |
learned the importance of communicating and
sharing the key challenges | have identified
with stakeholders both inside and outside the
company, and | am now able to put that
mindset into action. Going forward, | hope to
collaborate with many stakeholders and take
concrete action to address challenges.

Ren Okamura

Cultivation Support Section,
Potato Business Development
Department,

Potato Business Division,
Calbee Potato, Inc.
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Global Talent

Global Talent Expanding Calbee’s Wellspring of
Knowledge Overseas

We define global talent as individuals who transfer the unique
technologies and know-how that Calbee has cultivated over
the years, which is our Wellspring of Knowledge, to overseas
markets. In key positions at overseas locations, these individu-
als are expected to apply insights developed in Japan locally
while driving value creation by engaging local employees.

We position the strengthening of global talent as one of
our key management priorities since it is essential to acceler-
ating the growth of our overseas business, while a shortage of
such talent could result in missed growth opportunities. In
light of these challenges, we are developing and implement-
ing a Global Talent Portfolio that visualizes key positions and
the talent required in each region and function, enabling us to
strategically advance medium- to long-term recruitment,
development, and deployment of talent.

Through discussions with our overseas locations, we
identified key positions and completed the process of defin-
ing the talent requirements for each position. In addition, we
have defined four common requirements for global talent: (1)
a willingness to take on challenges overseas, (2) language
skills as a tool for communication, (3) expertise in Calbee’s
businesses, and (4) financial and accounting literacy as a
common worldwide language.

We will identify and select executive candidates in alignment
with the CxO succession plan, while we will do so for candidates
for staff positions using the Global Talent Pool (talent database).

Going forward, we will analyze gaps between the require-
ments of each position and the skills and experience of
potential candidates, and systematically address any shortfalls
through talent development, opportunities to gain relevant
experience, and external recruitment.

Initiatives to Enhance the Global Talent Pool

To expand the future Global Talent Pool, we are advancing initiatives
in both recruitment and talent development. On the recruitment
side, we will introduce a Global Track for new graduate recruitment
beginning in FY2027/3, aiming to foster early global career devel-
opment by enabling employees to gain overseas experience in their
20s and take on overseas assignments in their 30s.

On the development side, we are cultivating global talent by
enhancing interest in global opportunities through workshops to
foster a global mindset among our employees and opportunities
for dialogue with colleagues working overseas through
Kurumaza Connect, a forum for open discussion. In addition, we
are promoting the acquisition of the capabilities required to
succeed globally through initiatives such as the Overseas Trainee
Program, which assigns employees to overseas locations for a
certain period to cultivate cross-cultural adaptability and a global
perspective through practical experience, and the Calbee Next
Leader Program (CNLP), a next-generation leadership develop-
ment program for selected members from each department.

Visualizing Key Positions at Overseas Locations and
Successor Candidates

Candidate talent

Number of key positions coverage target

x Management 1 3
posts
Management
Corporate planning
Production
’xl Quality assurance 2 6 Build a pool of
posts :
Staff Development successor candidates
equivalent to three
SCM I times the number of

key positions

Total 3 9

posts

Benefits of Transferring Calbee’s Unique Value
and Strengths Overseas

Comment from an Overseas Assignee

Keisuke Matsunaga
Assistant Engineering
Manager,
Production Department,
Calbee Tanawat Co., Ltd.

Since Mr. Matsunaga joined our team,
improvement activities at the factory have
steadily gained momentum. Drawing on the
packaging technologies and automation
implementation experience he cultivated in
Japan, he has accelerated initiatives to
improve productivity. His sincere efforts to
listen to the voices of employees on the front
lines and understand local culture have
earned him the trust of many employees.
These initiatives have also contributed to
fostering a culture of continuous improve-
ment throughout the factory. Going forward,
we look forward to his continued role as a
bridge between Japan and Thailand.

Driven by a desire to forge a new career path,
| volunteered to take on the challenge of
working overseas. | am currently driving
improvement initiatives to enhance produc-
tion efficiency at the factory, including
labor-saving measures, energy reduction, and
decarbonization efforts. In addition to
collaborating with local teams, | am working
to solve challenges by incorporating
technologies such as DX with support from
engineers in Japan.

When I first arrived in Thailand, | strug-
gled to communicate in Thai. However, rather
than relying on translation, | wanted to
understand with my own ears and convey my
thoughts in my own words, so | have
continued building relationships through
dialogue with my local colleagues. While
working in an environment with different
cultures and values, | constantly ask myself
how | can contribute. My motivation comes
from the desire to make the workplace better
for others. In the future, | hope to share the
experiences and insights | have gained in
Thailand with my colleagues in Japan.

Comment from the Local Manager

Ekachaii Chanapim

Factory Manager,
Calbee Tanawat Co., Ltd.

11
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Background to the First HR System Reform in 17 Years
We introduced a new HR system in April 2026, in conjunction
with the launch of our growth strategy, Accelerate the Future.
Under our basic policy of “build HR systems that encourage
diverse contributions and growth,” we will harness employees’
individual strengths, encouraging them to make diverse
contributions and supporting their growth. These fundamental
reforms will create the organizational capabilities we need to
implement our growth strategies.

Behind these reforms were some major changes in Calbee'’s
management environment. Up until now, Calbee has grown by
leveraging its brand strength and a dominant market share in
Japan. Around the time when the previous HR system was
launched in 2009, Calbee had ample production capacity, and
expanding orders contributed directly to sales growth.

Subsequently, however, as factory capacity utilization
reached a limit and the Japanese market matured, with demand

Factors Leading to the HR System Reform FY2016/3

FY2011/3

Operatin

, X

Business profit margin

environment
Up to around FY2015
With ample production capacity at our
factories, we were able to grow as long as
sales could capture orders. Results-oriented
(C&A) system supported continuous growth
in sales and profits.

Around FY2016 to FY2021

Commitment & Accountability (C&A)
- Rigorous, fully results-oriented target management system
(reflected in bonuses)

HR system

As factory capacity utilization reached its
limit, it became essential to plan sales in
line with plant operations and strengthen
coordination across organizations. Profit
margins plateaued at the 10% level.

continuing to diversify, it became difficult to maintain the same
growth trajectory. In this situation, Calbee started to take on very
different challenges, such as enhancing the profitability of its
domestic business, global expansion, and developing new food
areas, and the HR system also needed to evolve.

The previous evaluation system, Commitment &
Accountability (C&A), emphasized employees’ commitment to
achieving results. This created a culture in which each individual
worked with a focus on achieving targets, which has supported
our business growth. However, to avoid missing targets, people
tended to set them with an emphasis on certainty rather than
challenging themselves. This created a situation that disincen-
tivized employees from setting ambitious targets and taking on
new challenges. Furthermore, an overemphasis on quantifica-
tion led to targets that did not relate well to real solutions to
issues and an increasing tendency to focus only on the achieve-
ment of numerical values. As a result, we saw a decrease in the

FY2023/3

8.0%

From FY2022 onward

Raw material and energy prices soared, while the
domestic market has experienced maturation and
population decline. Growth along the same trajectory
has reached a limit. Our challenges are global
expansion, new businesses, and enhancing profitability.

April 2026

First major

reform in
Values-Based Evaluation
- Evaluation of processes (reflected in pay increases/
decreases, promotions/demotions)

WACELS

Challenge Targets

- Internal recruitment system for new
challenges inside the Company

- Rewarding people who take on
challenges (reflected in bonuses)

[ Increase in commitment to results ]

Organizational [
culture

Disincentivized taking on challenges and creative initiatives ]

[ Weak ability to evaluate and provide feedback to team members due to a tendency to focus on achieving the “right” numbers ]

quality of feedback on the actions and processes behind the
numbers and of training.

We conducted numerous system revisions to address these
issues, such as the Values-Based Evaluation of the Calbee 5
Values and the Challenge Targets, which employees could
voluntarily take on in addition to their own targets. However,
these efforts complicated the operation of the HR system, and
did not always lead to the envisaged outcomes.

With this in mind, we decided to radically reform the HR
system.

Key Points of the New HR System

In considering the new system, we started by identifying
management issues that needed to be resolved. We identified
three issues and five directions for system reform. Based on
these, we formulated the specific system and measures.

Issues to Be Resolved Through HR System Revision

1) Strengthen talent recruitment and retention

2) Maximize employee growth and contributions that lead to busi-
ness growth

3) Provide opportunities for diverse experiences to promote
employee growth

Direction of Revisions for Resolving Issues

1) We will integrate the systems for regular employees and em-
ployees converted to indefinite-term contracts, under our policy
of Active Roles for All Employees

2) We will strengthen evaluation of teamwork and processes, not
only results

3) We will institute a system for compensation commensurate to
role and contribution, regardless of age or experience

4) We will adopt a compensation structure and levels that are com-
petitive with other companies to attract and retain talent

5) We will strengthen measures to stimulate internal mobility of
talent in order to expand the scope of employees’ potential and
participation and invigorate the organization
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¢ Integrate the Systems for Regular Employees and

Employees Converted to Indefinite-Term Contracts
One of the main pillars of the system reform is integration of
systems for regular employees and those converted to
indefinite-term contracts. Around 1,300 employees have been
converted to indefinite-term contracts. Most of these are key
personnel who support stable production and high quality at
our factories. However, under the previous system they were
evaluated separately from regular employees. This was a
major impediment to creating an environment where they
could grow according to their motivation and ability, and
continue to expand their roles and contribute.

By integrating the system for indefinite-term employees with
that for regular employees, we have reformed the system to
enable employees to grow and expand the scope of their activi-
ties in line with their motivation, abilities, and roles, under a
common grading system. By clarifying the pathways to promotion

Points Strengthened in the New HR System

and pay increases through daily work and improvement activities,
we aim to gain acceptance for the operation of the system.

e Strengthen Evaluation of Teamwork and Processes,
Not Only Results

The new evaluation system is designed to deliver both the

achievement of the organization targets and the growth of

employees. To achieve this, it is essential that each employee

understands the policy of the organization, their own role, and

the significance of their work.

We have therefore introduced the MAP Sheet, an organiza-
tion policy sheet that shows the direction for each organization,
and shared each organization’s purpose and priority themes
company-wide. In conjunction with this, we have clearly docu-
mented the requirements for human resources in each position,
which helps employees to take initiative on acquiring the
necessary experience and skills for their future careers.

* Integrated the systems for regular employees and employees converted to indefinite-term contracts

Clie s, ° Adopted a role-based grading system where grade is determined based on the scale of the expected role
Sy * Defined grade by job scope, difficulty, and interactions with others, and clearly differentiated roles and responsibilities for each grade
* Achievement evaluation: Strengthened the connection between organization policy and individual targets, changed the evaluation
system from a 100-point deduction-based scoring system to an addition- and deduction-based scoring system capped at 130 points,
and revised the system to enable evaluation of highly difficult challenges. Also, strengthened target setting based on resolving issues
Evaluation * Behavior evaluation: Defined behavior requirements for each position based on the Calbee 5 Values and promoted change in daily
system behavior while connecting individual growth to organizational capability enhancement by evaluating employees’ demonstration of

the values

e Contribution evaluation: Newly established a contribution evaluation in which department heads use their own discretion to evaluate
employees’ high-quality initiatives and team contribution aligned with organization policy and allocate points

* Revised the seniority component and changed to role-based compensation levels

Compensation

* Increased the ratio of base salary to strengthen external competitive advantage and stable foundation for living

system * Revised the system to increase or decrease base salary by behavior evaluation and allocate bonuses based on company performance

with consideration for grade and evaluation

Promotion and

. opportunit
demotion system PP Y

¢ Introduced demotion system to all grades

* Set behavior, results, ambition, and skill as the criteria for promotion candidates, and used the process toward promotion as a growth

Greater internal
mobility

* To expand employees’ potential and stimulate the organization, implemented Talent Development Meetings to discuss assignment
and transfers in light of talent development plans and the employee's career ambitions
¢ Increased the amount of single-person relocation allowance to ¥100,000 to alleviate the financial burden of relocation

13

The evaluation system has three components: achieve-
ment, behavior, and contribution.

- Achievement evaluation: This component evaluates the
degree of achievement against the targets. Target setting is
oriented toward resolving issues, with additional points
awarded for exceeding expectations.

- Behavior evaluation: This component evaluates the degree
to which employees demonstrate the expected behavior for
their job type, based on the Calbee 5 Values (Self-motivation,
Boldness, Curiosity, Dialogue, and Altruism).

- Contribution evaluation: This component evaluates
high-quality initiatives and team contribution aligned with
the organization policy.

With these three evaluations, we aim to promote behavior-
al change in our workplaces by taking a wider view of results
than in the past and recognizing diverse contributions.

In our previous evaluations, differences in understanding of
evaluation standards could give rise to a sense of unfairness or
disagreement. To address this issue in the new system, we
established the new Target Alignment Meeting and Evaluation
Meeting. These meetings help to align understanding of evalua-
tion standards, as well as creating opportunities for dialogue
about how the organization can support team members’ growth.

Clarifying the organization’s expectations and the employee’s
role creates an environment where each employee clearly under-
stands their own role, and is able to think and act autonomously.

* New Compensation System with Role-Based Standards
and External Competitiveness
We have abolished seniority-based systems and frameworks to
institute a system for compensation commensurate to role and
contribution, regardless of age or experience. Our newly
adopted role-based grading system determines grading
according to role, based on two new categories. In the
Generalist (G-grade) category, employees expand their range
of contribution while accumulating diverse experience in
Japan and overseas. In the Regional (R-grade) category, they
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contribute by developing deeper operational maturity in a
specific region. We have also abolished the automatic promo-
tion system, which had remained in parts of the previous HR
system, and introduced a demotion system. In this way, the
system will provide appropriate treatment according to role
and results, while encouraging employees to grow and take on
challenges. In addition, in line with the approach of “adopting
a compensation structure and levels that are competitive with
other companies to attract and retain talent,” we will increase
the ratio of base salary. Our aim is to provide employees with a
stable foundation for living, while making our recruitment
more competitive and assisting retention. We have also intro-
duced an Employee Stock Ownership Plan (ESOP) to give
employees a greater stake in increasing corporate value over
the medium to long term. This system motivates employees to
contribute to sustainable growth by allowing them to view
increasing corporate value from the same perspective as
shareholders and enabling them to share in the results.

¢ Strengthening Measures for Internal Mobility of Human
Resources
Transfers and new assignments offer important growth opportu-
nities for employees to gain broader perspectives and experi-
ence. With this in mind, we have been promoting measures to
stimulate greater internal mobility of human resources, such as
the Career Encouragement System (internal recruitment) and
training rotations. In addition, the Career Exploration Notebook
system allows employees to submit and share their career
aspirations, personal circumstances, and other relevant informa-
tion with the Company. Through this system, employees devel-
op a more meaningful dialogue with their supervisors. This
supports each individual’s autonomous career development
and sense of personal growth and engagement, as well as
helping to realize appropriate placement of human resources.
We have also increased the single-person relocation
allowance to ¥100,000, helping to alleviate the financial
burden of relocation.

Reform Process Focused on Dialogue

In reforming our HR system, we believed the first step in trans-
formation would be to gain employees’ acceptance of the
system and change their behavior through its operation. This
meant that the most important aspect of the reform process
was dialogue with management and employees. We held over
100 sessions for exchanging views at over 20 locations through-
out Japan, including the Head Office, factories, and branches.

In our conversations with management, we identified the
shortage of talent to drive transformation—those who pioneer
the future by challenging existing frameworks—as a key issue,
and initially proposed “Challenge and Evolution” as a candi-
date for the basic policy of the system.

Meanwhile, discussions with employees at different work-
places reaffirmed that many of the jobs underpinning reliabili-
ty and results involve “doing what is expected, as expected”—
that is, steadily carrying out daily initiatives for safety, quality,
and compliance. This type of work is sustained by daily effort,

System Reform Process

Steps Toward HR System Reform

Formulate basic policy for the new human
resources system

Analyze questionnaire responses and human
resources data

Identify issues and plan approach for resolutions

Continuous

Build the framework of the new system dialogue
' o reflected in
Design the new system in detail the design

Prepare for transition to the new system

Ensure that all employees are informed of the
introduction of the new system

[\ 1P0y1) Launch of the new HR system

(implementation begins)

continuous ingenuity, and ongoing improvement. We were
reminded once again that it is these continued efforts that
keep operations running smoothly, leading to improved
productivity and the delivery of high quality and value.
Through these dialogues, we developed a mental model of
two types of human resources: a talent and B talent.
Looking ahead, we will continue our dialogues with man-

agement and employees, aiming to evolve the HR system and
its operation to realize an organization in which all members
can contribute.

In total, we held 243
explanation sessions
| on-site at factories and
online

Conversations for System Reform

Regular three-way exchange of views between
management, labor union, and HR

o —— D

Employees

Exchange views at
monthly labor and
management meetings

Exchange views at
monthly Talent
Development Meetings

Factories and branches
throughout Japan and
the Head Office
Exchange views through
dialogue with employees
held over 100 times
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Employee Views on the Reform Process

Toshiya Kanemitsu
Factory Manager,
Obihiro Factory,

East Japan Business Division

As part of my duties in the Corporate
Planning Division, | was involved particu-
larly in creating standards for behavior
evaluation in the system reform. In the
process, | became keenly aware that
evaluation cannot easily be approached
using a single set of criteria. Amid
continuous discussions incorporating
perspectives from diverse job types, | was
reminded of the huge differences in the
required behavior for each job and role,
even within the same company, and in the
thinking behind them. For this reason, we
carefully reviewed what actions are really
needed to create the expected value in
each workplace, one by one, and incorpo-
rated these into the evaluation standards. |
believe this process was necessary for
creating environments founded on
diversity in which individuals can demon-

strate their potential.

The HR system serves as an important commu-
nication infrastructure to enable supervisors
and team members to discuss their expecta-
tions and growth. | hope that the recent system
reform will enable us to make better evalua-
tions that also consider effort, processes, and
contributions to the organization that cannot
be assessed with numbers alone. In the first

fiscal year, we will be engaged in trial and error.

In regard to target setting in particular, we are
not simply setting numerical targets as we did
previously, and we have had some difficulty in
determining specifically what “making an
effort” is, and how to express it in words as a
target. We will continue to engage in dialogue
to build a shared understanding of the aims of
the system, thereby supporting the growth of
our team members and ensuring evaluations
they can regard as fair and reasonable.

Arisa Kitamine

General Managing Director,
Corporate Planning Division

In our S&OP activities, we work to connect the
10 processes from demand through supply
end-to-end, and to optimize operations
across the Company and build a business that
is resilient to changes in the operating
environment. In this context, the previous
evaluation system tended to focus on the
results of individuals and individual depart-
ments, and | felt it was difficult to adequately
evaluate cross-organization contributions and
flexible decision-making and processes.

Tomoyuki Oe Considering this issue, | have been involved in
Director of the Planning the process of designing the system through
Department,

discussion of the ideal form with HR. With the
recent system reform, we now consider not
only results, but also the contribution to the
organization. | hope this will encourage even
more people to act from the perspective of
company-wide optimization.

DX & S&OP Division and
Director of the Corporate
Planning Team,
Calbee Europe & Americas
Region

Calbee Labor Union, | was involved in numerous
dialogues in labor and management discussions
for the new HR system. In our exchanges of views
with the management team, | had opportunities
to communicate my thoughts and questions
directly as a junior employee, and | feel that the
system was built in a free and open environment.

As an Executive Committee Member of the L

Within the labor union also, we shared issues and | 1’
differences in approaches for each division, /
helping to foster a better mutual understanding
of each other’s operations. It was an excellent
opportunity to reconsider the optimal approach
to target setting and work. The system has now
started operation, and there are still some parts
that | am not yet used to. However, | hope that the
system will encourage each individual to
understand the connection between their own
work and the Company’s future goals, and to
think and act accordingly. | also hope it will
appropriately recognize people’s engagement
with challenges and their results, regardless of
when they joined the Company, creating a
workplace that encourages individuals to grow
and take on further challenges.

Akina Sekizaka
Executive Committee
Member of the Calbee Labor
Union, Capital Region Sales
Support Section,

Sales Support Department,
East Japan Business Division
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Communication Supporting Operation

—The Essential Element in the New System

The system reform has fundamentally revised the approach to
target setting, evaluation, and training, resulting in some
complaints regarding increased complexity and workload.
However, some of these complaints probably reflect tempo-
rary discomfort caused by the process of changing from our
previous approach and management.

In particular, the introduction of issue-resolution-based
target setting has prompted lively discussions among manag-
ers at Target Alignment Meetings about what issues should be
addressed and at what level targets should be set. There are
also increasing opportunities for conversations that go be-
yond the difficulty level of the targets to cover the initiatives
and processes behind them, as well as what organizations and
individuals are ultimately seeking to achieve.

To support this operation, we are working to promote under-
standing of the new system by implementing an in-house
training program for management to learn about target setting,
evaluation, and feedback, as well as e-learning for employees.
Rather than focusing excessively on the “right” results and
perfection, we will engage in continuous dialogue with a focus
on improving the current situation. As we do so, we will continue
to refine the system and its operation, as we steadily progress
toward the realization of Active Roles for All Employees.

— [ ¥
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In-house training on target setting,
evaluation, and feedback
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Succession Management

Succession Planning and Next-Generation
Management Talent

To strengthen management continuity and sustainable com-
petitiveness, Calbee has established a company-wide succes-
sion plan and systematically selects, develops, and evaluates
the talent who will lead the next generation of management.
The Nominating Committee deliberates on whether to reap-
point the CEO based on qualitative and quantitative evalua-
tions of performance under the growth strategy and regularly
reviews progress in developing successors, thereby strength-
ening the resilience of the management structure.

¢ Policy and Framework for Developing Management Talent
Calbee regards the development of management talent as an
important management issue in achieving sustainable growth
and enhancing corporate value over the medium to long
term. The Nominating Committee deliberates on the CEO suc-
cession plan and systematically manages the entire process,
from selecting successor candidates and formulating develop-
ment plans to implementing development initiatives and
conducting assessments.

For executive officer (CxO) succession plans, the Talent

Organizational and Human Capital Strategy

Development Meeting, which comprises Managing Executive
Officers and above, including the President, follows the same
process to continuously strengthen the management talent pipeline.

¢ Development Process Based on Management

Talent Requirements
Calbee has defined six management talent requirements that
describe the talent needed to lead the Company now and in
the future: (1) envision the future and connect generations, (2)
apply intellectual curiosity to formulate strategy, (3) take risks
and make decisive choices, (4) focus on value and drive
progress, (5) win people’s hearts and minds, and (6) strength-
en organizational capabilities.

Based on these requirements, Calbee selects and evaluates

successor candidates with a 10-year horizon in mind, then formu-
lates and implements development plans to close identified gaps.

® Priority Areas for Development Initiatives

Our most important development initiative is providing stretch
experience opportunities. Global experience, secondments and
experience at other companies, and experience across diverse
functions help participants develop a management perspective.

Securing Core Talent Who Will Create the Future (Management Talent Development)

Management talent requirements Overall succession planning framework

Knowledge and behavioral attributes CEO

required of Calbee management . .
Executive officers

Nominating
Envision the future and connect generations (CxOs) Commitice
Apply intellectual curiosity to formulate strategy General managing

. o . directors
Take risks and make decisive choices A
Talent
Focus on value and drive progress Directors Development
Meetings

Win people’s hearts and minds
Managers and

Strengthen organizational capabilities mid-level employees

Advisory body

Transfers and assignments Off-the-job training

 Provide opportunities for
stretch experiences

Multiple areas

® Global experience

* Secondments/experience at
other companies

* Diverse work experience

® Calbee Next Executive Program
(Talks by external business leaders and
other activities)

¢ Participation in external programs

Different business stages

e Launch
* Growth ® Calbee Next Leader Program
* Wind-down (Selective program designed to develop

global leaders)
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Experience at different stages of a business also strengthens their
decision-making capabilities and ability to drive transformation.
Calbee also sends participants to external programs, includ-
ing MBA programs, to help them develop a management
perspective and build networks outside the Company, thereby
developing talent who will lead management in the future.

Initiatives for the Next-Generation Leadership
Development Program

The Calbee Next Leader Program (CNLP) is a selective program
designed to develop the next generation of management talent
who will lead our global business.

Through dialogue with senior management, participants
explore what authentic leadership means to them. The program'’s
lectures also build literacy based on Calbee’s management talent
requirements and encourage participants to apply what they learn
in their day-to-day work.

With the future growth of our overseas business in mind, the
program uses English as its common language and incorporates
opportunities for practical communication overseas. Through these
learning experiences, participants broaden their perspective on
developing businesses that begin with the challenges facing
society and consumers, while strengthening their ability to formu-
late medium- to long-term strategies.

Participants also deepen the intercultural understanding
needed to collaborate with people from diverse backgrounds and
with diverse values. This helps them envision the future they want to
create and their own career paths in a global business environment,
and use those visions to drive their next stage of growth.

On-site training at Calbee Tanawat Co., Ltd. (Thailand)
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Initiatives to Foster Innovation

Creating New Value Through Challenges: Innovation & Beyond Festa

In FY2024/3, we launched the new idea proposal program, Innovation & Beyond Festa, to foster a
workplace culture where everyone can take on challenges, and have since expanded opportunities
for each employee to pursue new challenges. In FY2026/3, the program'’s third year, we redefined its
purpose as the creation of new businesses and further enhanced the program. As a result, we re-
ceived a record 115 submissions from employees across Group companies in Japan and overseas.

During the final review, employees present their ideas directly to executives, and we stream the
presentations internally, while also incorporating diverse perspectives into decision-making through
employee voting.

For selected ideas, we establish dedicated project teams to conduct full-scale evaluations aimed
at commercialization, and support their realization while proceeding to consider the concepts. Within
these teams, the employees who proposed the ideas take the lead in driving their projects, taking on
the challenge of going beyond the conceptual stage to pursue their realization. Through this process,
employees gain experience in creating new value, which also contributes to their own growth. Ideas
selected in the program'’s first year have steadily produced tangible progress toward commercializa-
tion. Examples include test marketing of Noriyan, a next-generation seaweed snack made with
potato-derived starch, and advancement of the Agri Experience Shiretoko Tour concept, which allows
participants to visit potato-growing regions and experience connections with growers and local
communities.

Through this program, we aim to evolve into an organization that continuously creates new value
by fostering a virtuous cycle of business creation and human resource development, driven by each
employee’s willingness to take on challenges.
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Selected at Festa:
Agri Experience Shiretoko Tour

Selected at Festa: Noriyan

The final judging session

Organizational and Human Capital Strategy 1 7

Celebrating Achievements and Sharing Lessons Learned: Calbee Group Awards

Each year, we hold the Calbee Group Awards to recognize individuals and teams that contributed to
the Group's growth and improved performance during the previous fiscal year, also providing an
opportunity to share achievements and challenges and learn from one another. We hold the eventin
a different city in Japan each year, with Group employees from Japan and overseas participating.

Participants commented, “The attendance of colleagues from overseas made me realize how close
the wave of globalization is and was very stimulating,” “The interactions and sharing of best practices
increased my motivation,” and “The event is highly effective as a forum for expressing recognition and
gratitude, and it inspired me to continue delivering results while growing myself.” More than simply
an awards ceremony, the event gives participants opportunities to gain new insights and learn by
exploring the diverse initiatives and success stories across the Group.

In recent years, in addition to awards programs held by individual Group companies, we held the
National Production Division Results Presentation Meeting in 2026, the first such event in approxi-
mately 24 years specifically for Calbee’s production division. By sharing improvements, innovations,
and insights generated across our divisions and locations, we promote mutual learning and growth
beyond organizational boundaries.

By sharing and celebrating outstanding achievements and bold initiatives across our divisions and
locations, we strengthen unity and motivation throughout the organization while promoting the
company-wide adoption of successful practices and insights. The Calbee Group Awards are an
important initiative that supports sustainable growth and innovation by fostering a corporate culture
that celebrates achievements and shares lessons learned throughout the organization.
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New Human Resources Initiatives

Developing Talent to Create Value Worldwide: Global Recruitment

With the aim of securing and developing the talent needed to drive expansion in overseas markets, a key pillar

of our growth, we have established a new Global Course beginning with the recruitment of new graduates

joining the Company in April 2027. To expand globally on the strengths we have cultivated in our domestic

business, employees need not only language skills and expertise but also the determination to continue taking

on challenges in cross-cultural environments. We therefore take an integrated approach to recruitment, devel-

opment, and assignment. In addition to providing basic experience in Japan, we offer practical opportunities as

overseas trainees to help employees develop a global mindset and
leadership capabilities in cross-cultural environments. Through this
long-term development approach, we will systematically expand the
talent pool that will support our overseas businesses in the future,
leading to sustained enhancement of corporate value.

Joint event for successful candidates from all
recruitment courses, including the Global Course

Nurturing Talent to Support the Future of Food:
Hokkaido Food Industry Talent Alliance (FOOD CAREER HOKKAIDO)

Hokkaido faces challenges that include population decline and workforce shortages. In light of these circum-

stances, we joined 11 food-related companies with ties to Hokkaido to establish the Hokkaido Food Industry
Talent Alliance (FOOD CAREER HOKKAIDO), with the aim of strengthening the talent base that supports the
sustainable development of Hokkaido's food industry. Through this alliance, we will work across corporate

boundaries to communicate the appeal and social significance of careers that support the food industry to

the next generation, while also pursuing joint recruitment and talent development initiatives. Beginning with a

joint company information session held in the city of Obihiro in August 2026, we will continue to develop a

wide range of initiatives.
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Organizational and Human Capital Strategy

Fostering Autonomy and Co-Creation: Calbee Hybrid Work

Since the COVID-19 pandemic, we have made mobile work the standard for office employees,
enabling them to choose when and where they work based on their objectives and desired
outcomes as we pursue higher productivity and added value. Meanwhile, we reaffirmed that
in-person work and communication contribute significantly to fostering organizational cohesion
and maximizing results, and introduced Calbee
Hybrid Work in May 2025. We are also expanding our
Head Office space and redesigning the communica-
tion environment as we shift toward placing greater
emphasis on dialogue and collaboration within
teams. By combining office-based and mobile work,
we aim to improve productivity while creating sustain-
able value, with consideration for diverse lifestyles.

Expanded Head Office

Supporting Cross-Border Challenges: Establishing a Global Mobility Policy

At the Calbee Group, we position global business growth as a key strategy and promote
workforce diversity while expanding opportunities for our employees to thrive. Previously, our
talent mobility primarily flowed in one direction, from Japan to overseas locations. However,
going forward, we will expand two-way mobility from overseas locations to Japan and be-
tween countries outside Japan. In April 2026, we established the Global Mobility Policy as a
foundation to support this global mobility. By establishing Group-wide principles for assign-
ment periods, compensation, benefits, and other matters, we will create a framework that
supports cross-border talent deployment and foster an environment in which diverse talent
can thrive globally.
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P q S P 5 FY2024/3  FY2025/3  FY2026/3
Priority issues Details of priority issues Key initiatives Target item Target results results results
Initiatives to date:
Since FY2024/3, we have implemented and promoted a three-region
structure comprising Japan, Asia and Oceania, and Europe and the
Americas with the objectives of managing operations in line with the
S market characteristics of each region, accelerating decision-making,
Organizational issues clarifying responsibilities and authority, and driving global growth.
Strengthen Issues: Evolve the regional management structure to
organizational We havg not fully I_everaged the expertise and knqwledge cultivated in our drive business growth
e — domestic core business to grow our overseas businesses. We also need to ) - - - - -
SITEIIE ¥ . strengthen collaboration between each region and our corporate Strengthen corporate functions to promote
accelerate portfolio functions and promote optimization across organizational boundaries to Group-wide optimization
transformation enhance growth capacity and speed.
Our aspiration:
Through a regional structure that enables rapid decision-making and
execution based on market and consumer needs, together with a
corporate structure that promotes company-wide optimization, we aim to
both deepen our existing businesses and create new value.
Initiatives to date:
We defined the requirements for management personnel, selected
Human capital issues potential successors for key strategic positions, including CxOs and
regional heads, and established a framework to formulate, implement, and .
Strengthen the evaluate individual development plans. Strengthen management talent succession
development of lssues: . Eoe:/n;;.:)l;t:’]:;d'\hrggtlingsent succession plans through Talent Candidate coverage
1 t) ; : H Y o, o, ) )
Ie::'lders who will Weddo nott).)l/.e.t have a.su;ﬂmelntlgdeepfpool qftallent with t:ﬁe expirlence > Exelslhdhmrent: o o develspment irmemenk ans imslememia: for key strategl.c positions 300% 164% 191% 155%
drive the next and capabi ities require _to ead trans orr.natlonA n partlcg ar, we have a tion of programs for next-generation leaders (CxOs and regmna| heads)
eneration of limited number of potential successors with global experience. We need
g’\anagement to deepen our talent pool through stretch assignments. Please see page 16 for details. »
Our aspiration:
We systematically develop next-generation leaders at every organizational level
and maintain a robust pipeline of potential successors for future key positions.
Initiatives to date: 500
We identified the core talent categories that will support enhanced Number of DX talent (FY2031/3) 123 17

Human capital issues

Transform the human
capital portfolio
needed to realize
the growth strategy

profitability in our domestic business, growth in our overseas business,
and expansion into new domains: DX talent, talent with expertise in the
agri-business, global talent, and talent that pioneers the future by
challenging existing frameworks (8 talent). We then defined the desired
profile and requirements for each category.

Issues:

We have yet to establish a mechanism for identifying qualitative and
quantitative talent gaps. Developing a human capital information database
covering employees’ experience and skills remains an issue.

Our aspiration:

We visualize qualitative and quantitative gaps in the core talent needed to
support our growth strategy and transform our talent portfolio by recruit-
ing external talent and identifying and developing high-potential employ-
ees internally to close those gaps.

Number of talent
with expertise
in the agri-business

Currently under
Strengthen the development of core talent who consideration

will create the future

e Clarification of the ideal talent profile and requirements
Please see page 8 for details. »

Candidate coverage for key

o 300%
overseas positions

Currently under

Percentage of B talent consideration




Calbee Group

Human Capital Report 2026

Priority Issues and Strategic Initiatives

Priority Issues

Strategic Initiatives

20

Priority issues Details of priority issues Key initiatives Target item Target thgjg:g F\:zgjtSSB thgjfs/s
Initiatives to date: Engagement survey:
In April 2026, we overhauled our seniority-based personnel system and ir?troduced Build HR systems that encourage diverse Average score for HR- 3.5 3.10 3.15 3.17
arole-based system that(eva!uates work processes and day-to-day behaviors to contributions and growth related items
N encourage diverse contributions and growth. We also introduced a Career R
Human capital issues : hile * Launch and establishment of the new HR system
Exploration Notebook to encourage self-development and establishing programs
Encourage more such as the Career Encouragement System (internal recruitment). Please see page 12 for details. » Engagt?mer:t.survey: .
pag . Supervisors' interest in 3.5 3.15 3.19 3.20
employees to Issues: employee growth
step beyond their Although we have made progress in establishing these programs, employees
boundaries and have yet to make sufficient uselof them. Our challgnge is to encourage more Promote career autonomy to expand individual potential
take initiative employees to step beyond their existing boundaries and venture into new « Encouraging dialogue with supervisors through the Career Engagement survey:
areas and environments. Erpllemien Nsichesl: gag p " hY- h
Our aspiration: * Implementing the Career Encouragement System (internal recruitment) Senie ot growth throug 35 333 338 3.42
Each employee recognizes their own potential, embraces new opportunities and roles * Promoting secondary employment and utilizing external wor
with enthusiasm, and gains a stronger sense of personal growth and contribution. talent seeking secondary employment
Ratio of female executive Over 30% o o o
officers and division heads*' (FY2031/3) 128% 19.5%  19.0%
Advance DE&l management Rati f
atio of women in Over 30%
* Strengthening development programs to develop and management (FY2031/3)° 22.6% 24.8% 26.4%
Initiatives to date: appoint female management candidates 9
Human capital issues By promoting DE&I, we have steadily laid the foundations for an environment ¢ Creating a workplace environment that supports employees P
. ercentage of male employees Y
SR e where diverse talent can thrive and an organizational culture of mutual respect. in balancing childcare and career development takin Chgi,|dcare-re|atedp|eayve*2 (F:I(SO%W/‘/’a) 109.0% 133.3% 102.5%
organizational Issues: * Opening a workplace at the new factory of our special 9
Qe im vl However, to enable diverse talent from different countries, organizations, and . g"bS'ldlary (expandlnghjob opgortun{tles) | Percentage of employees 3.6% 2.62% 2.80% 2.94%
dTverss s value systems to combine their strengths and create value, we need to further eveloping Syi;ems e vEesle with disabilities (FY2031/3) : ° : ° : °
collaborates embed our corporate philosophy and Group Vision as a shared foundation. GO ESMTISUHITE,
iration: P f i
under a shared Our aspiration: . , ercentage o Senlor*3 15% 6.2% 9.4%  10.6%
hilosoph With our corporate philosophy and Group Vision as a shared foundation, Meisters and Experts
phi phy diverse personnel collaborate across organizational and national boundaries, N N
leveraging their respective strengths to create value. Promote undemand'ng of the Calbee Group phllosophy
¢ Kurumaza (Roundtable) Meetings that enable direct dialogue
between employees and management Engagement survey: 35 3.08 3.23 3.23
* AAO activities: Quality improvement activities to provide Pride in working at Calbee : : : :
Anzen (safe), Anshin (reliable), and Oishii (delicious) products
* Launch of a project to develop a new corporate message
Initiatives to date: . Currently under
By expanding our employee health support systems and implementing health Presenteeism consideration - - -
promotion initiatives, we have steadily created an environment that supports . .
- employees’ physical and mental well-being. Promote physical and mental well-being
Human capital issues * Monthly monitoring of paid leave usage and formulation of Percentage of employees
Issues: leave plans iving foll hecki 80% 75.0%* 68.6% 64.9%
Promote While we work to prevent absences and leaves of absence due to illness or .E plan | to und health check d receiving follow-up checkups
employees’ mental health issues, presenteeism, where employees are at work but unable to neouraging employees to undergo heaith checkups an
physical and perform to their full potential, continues to affect productivity. Employees have . Eorrpzjehetlj\slvimed;cal e)iammat}ons health. includi Average rate of paid
mental well-bein not yet fully developed the awareness and behaviors needed to take proactive arly igentification of employees In poor healtn, Inciuding 80% 84.90% 84.90% 84.50%
g A ) those taking or returning from leave, and ongoing consulta- leave taken
responsibility for their own health. . : .
7 tions with healthcare professionals
Our aspiration: 15 12.7 12.3 11.9
All employees being physically and mentally healthy and able to thrive by Hours of overtime worked*5 hours/ hours/ hours/ hours/
leveraging their own strengths. month month month month

*1 As of the end of each fiscal year's General Meeting of Shareholders *2 Calculated based on the total number of employees who took childcare leave and the total number of employees who used leave systems for the purpose of childcare

*3 Percentage of employees rehired after the mandatory retirement age of 60 whose high level of expertise or other attributes we recognize by providing remuneration equivalent to that of active employees
*4 In FY2024/3, we narrowed the target group and focused our efforts on encouraging them to undergo medical examinations *5 Limited to regular employees, excluding managers
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Indicator Aggregation range Unit FY2024/3  FY2025/3 FY2026/3
Non-consolidated total Persons 4,410 4,578 4,734
o 2,534 2,574 2,651
e ey [ Non-consolidated " *) (575)  (562)  (56.0)
(all employees)
Women Persons (%) (1427;; (24'2084) (24280?;
Non-consolidated total Persons 3,458 3,637 3,711
o 2,008 2,100 2,142
Men Non-consolidated Persons (%) (58.1) (57.7) (57.7)
Number of employees
(regular employees) Women Persons (%) (1441159% (14’3337) (143639)
Group total Consolidated Persons 6,385 6,631 6,974
Overseas Group total Overseas Group Persons 2,135 2,185 2,423
Non-consolidated total Years 42.3 42.5 42.2
Average age Men Non-consolidated Years 42.2 42.0 41.9
(regular employees)
Women Years 42.3 43.2 42.7
Non-consolidated total Years 12.8 12,5 12.6
Average years of service Men Non-consolidated Years 12.2 121 12.2
(regular employees)
Women Years 13.5 13.2 13.2
Non-consolidated total Non-consolidated Persons 328 326 329
Number of managers Domestic Group total NEZ;ZZ?ZI'gféid " Persons 442 449 453
p
Group total Consolidated Persons — 724 742
Non-consolidated total Persons 179 174 170
. . 121 92 96
Number of hires Men Non-consolidated " &"sons (%) (67.6) (52.9) (56.5)
(regular employees)
o 58 82 74
Women Persons(®) (304)  (47.1)  (43.5)
Non-consolidated total Persons 87 116 108
N 47 52 55
puetolinejorscuateJtten Non-consolidated 0 (541)  (449)  (51.0)
hires (regular employees)
5 40 64 53
Women Perons(®)(45.9)  (55.1)  (49.0)
Non-consolidated total Persons 92 58 62
) . 74 40 41
i cace e S e Non-consolidated ™™ (80.5)  (69.0)  (66.2)
hires (regular employees)
N 18 18 21
Women Persons(®)(195)  (31.0)  (33.8)

All employees

21

All employees, including regular employees, contract employees, and others

Regular employees Starting with this report, employees converted to indefinite-term contracts
are included as regular employees. Historical figures have also been recalcu-

lated on the same basis.

Indicator Aggregation range Unit FY2024/3  FY2025/3 FY2026/3
Non-consolidated total Persons 86 84 97
Number of employees
who left Men Non-consolidated Persons 44 37 50
Dz r celyaes) Women Persons 42 47 47
Non-consolidated total % 2.6 2.4 2.6
Jliinoverliate Men Non-consolidated % 2.3 1.8 2.3
(regular employees)
Women % 2.9 3.1 3.0
ETRENIEETT Fulfillment of Core Human Capital
Indicator Aggregation range Unit FY2024/3  FY2025/3 FY2026/3
Sufficiency of candidates for key strategic positions ~ Non-consolidated % 164 191 155
Perce.ntage of employees who are motivated to Non-consolidated % 2 23 24
contribute globally
Number of DX Conference participants*' Ngn'w"s.o“dated " Persons 574 582 429
omestic Group
Number of overseas trainees dispatched Non-consolidated Persons 2 3 3
Number of employees assigned overseas Non-consolidated Persons 32 34 38
Number of participants in the Calbee Next Leader Non-consolidated Porsons 19 16 18

Program*?

*1 The number of participants is counted based on the number of devices in the online conference (multiple people may be viewing and partici-

pating on a single device)

*2 A program to strengthen the development of next-generation leaders who will lead the Calbee Group in the future

Growth Opportunities/Career Autonomy

Indicator Aggregation range Unit FY2024/3  FY2025/3 FY2026/3
To'ial, human resource development and Non-consolidated Million yen 112 126 232
training expenses
ans Non-consolidated + L
Number of positions b . Positions 48 53 16
omestic Group
Career Encouragement
System Number of entries Non-consolidated Persons 34 26 17
(internal recruitment)
Num.ber of successful Non-consolidated Persons 22 15 6
candidates
Number of icipants in selective trainin - i
umber of participants in selective tra g Non cons_ohdated + Persons 781 1,095 1,392
programs Domestic Group
Number of applicants for career counseling Non-consolidated Persons 17 21 37
Number of participants in career design programs*®  Non-consolidated Persons 160 154 190

*3 Number of participants by age group (compulsory + optional)
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Indicator Aggregation range Unit FY2024/3  FY2025/3 FY2026/3 PICK
Engagement survey response rate Non-consolidated % 90.3 92.0 94.1 4 Issues Revealed by the Engagement Survey Results
Overall engagement survey score (average) Non-consolidated Points 3.46 3.55 3.56
- Through our engagement survey, we continuously monitor employee engagement and use the
Average score by engagement survey question area o ) o ) AR
findings to improve our organization and inform human resources initiatives. In FY2026/3, employ-
Providing opportunities for growth through work Points 3.41 3.48 3.48 vy . , " M R~ .
ees showed greater “desire to contribute to Calbee’s growth” and stronger “motivation to contrib-
Motivation to contribute beyond assigned role Points 318 3.21 3.24 ute beyond assigned role” than in the previous year, indicating a growing desire to contribute
Trust in the Company, supervisors, and colleagues ) Points 3.57 3.65 3.65 proactively to the Company and their organizations. At the same time, “pride in working for Calbee”
X . Non-consolidated
Desire to contribute to Calbee’s growth Points 3.77 3.86 3.89 remains an area that requires further improvement. Going forward, we will strengthen initiatives that
Intention to remain with Calbee Points 3.80 3.93 3.93 help each employee better understand how their work contributes to business growth, while further
Pride in working at Calbee Points 3.08 323 3.23 embedding our management policies and corporate philosophy throughout the organization.
LIS Engagement with the Company and Management WLt Diverse Talent (DE&I)
Indicator Aggregation range Unit FY2024/3  FY2025/3 FY2026/3 Indicator Aggregation range Unit FY2024/3  FY2025/3 FY2026/3
Participation rate in social contribution activities Non-consolidated + Ratio of female officers*> Non-consolidated total Non-consolidated % 27.8 26.3 33.3
par porson™ P % 1409 1569  167.1
Ratio of female executive
Participation rate in AAQ activities*? N;n—consplidated + % 99.96 9979 99.60 officers and division Non-consolidated total Non-consolidated % 12.8 19.5 19.0
omestic Group heads
Number of participants in potato training Non-consolidated Persons 19 127 153 Non-consolidated total Non-consolidated o 226 24.8 26.4
Number of Innovation & Beyond Festa*? entries Consolidated Entries 81 84 115 i P i )
Y Ratio of women in Domestic Group total ~ '\orconsolidated + g, 204 223 236
Number of Calbee Group Award Consolidated Entrics 69 91 82 managemen P
(best practices) entries** Group total Consolidated % - 30.2 31.7
Kurumaza (roundtable) Number of meetings Consolidated Meetings 62 56 41 Training to develop female
! : ’ " ) i
Meetings Number of participants Consolidated Persons 1,645 3,500 2,026 ::Za:»:::sdaer\‘,:lzl:oﬁ:.::the" Non-consolidated total Non-consolidated Persons 54 53 57
*1 Calculated by dividing the total number of participants, as tabulated by the Social Contribution Committee, by the number of employees N K N
*2 Activities in which all employees work to improve quality to deliver Anzen (safe), Anshin (reliable), and Oishii (delicious) products Percentage of employees Non-consolidated total*® Non-consolidated % 2.62 2.80 2.94
*3 New idea proposal system to cherish and nurture budding ideas for the transformation of the Calbee Group with disabilities g Non-consolidated + o
*4 Number of entries to the internal awards that were offered for cases that contributed to the enhancement of corporate value Domestic Group total Domestic Group % 247 2.63 2.88
Non-consolidated total Non-consolidated % 79.0 79.1 78.7
Gender pay gap Non-consolidated +
Domestic Group total Domestic Group % 77.0 78.1 78.9
Senior Expert/Meister rate*’ Non-consolidated % 6.2 9.4 10.6
Senior rehiring rate Non-consolidated % 97.1 93.1 96.3

*5 As of the conclusion of the General Meeting of Shareholders for each fiscal year

*6 Calculated based on the total at Calbee and Calbee Eatalk

*7 From FY2024/3 onward, the figure represents the ratio of Senior Experts to all senior employees; the FY2025/3 figure includes Senior Experts
and Meisters
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Human Capital Data

Diverse and Flexible Workstyles

Indicator Aggregation range Unit FY2024/3  FY2025/3  FY2026/3
Average number of days of annual paid leave taken Non-consolidated Days 14.6 14.4 14.3
Non-consolidated total Persons 55 51 101
lember of users of the Men Non-consolidated Persons 21 21 57
childcare leave system
Women Persons 34 30 44
Ntfmber of users of shortened working hours for Non-consolidated Porsons 200 198 191
childcare
Rate of return to work from childcare leave Non-consolidated % 100 100 100
Percentage of female employees taking childcare Non-consolidated % 100 100 100
leave
Percentage of male Non-consolidated total Non-consolidated % 31.3 41.2 71.3
employees taking q Non-consolidated +
statutory childcare leave Domestic Group total Domesﬂc'&oup % 38.0 433 72.7
Average number of days of statutory childcare leave Non-consolidated Days 57 26 50
taken by male employees
Percentage of male employees taking company- Non-consolidated % 98.5 1255 713
sponsored childcare leave
Percentage of male employees taking childcare- Non-consolidated % 1090 1333 102.5
related leave
Number of users of nursing care leave system Non-consolidated Persons 2 5 2
Num'ber of users of shortened working hours for Non-consolidated Porsons P 4 3
nursing care
Actual annual working hours (full-time employees) Non-consolidated Hours 1,759 1,742 1,736
Average monthly overtime hours (full-time Non-consolidated Hours 1.2 10.9 105
employees)
Number of employees with secondary employment  Non-consolidated Persons 62 75 64

Building Healthy Minds and Bodies

23

Indicator Aggregation range Unit FY2024/3  FY2025/3  FY2026/3
Absenteeism (percentage of employees on leave) Non-consolidated % 2.9 3.1 2.8
Percentage of employees receiving health Non-consolidated % 100 100 100
checkups
Percentage of employees receiving follow-up Non-consolidated % 750 68.6 64.9
checkups
Stress check implementation rate Non-consolidated % 98.0 97.4 98.5
Work-related accidents ~ Number of accidents Non-consolidated Cases 15 25 20
with one or more days of
absence from work Frequency Non-consolidated 1.94 3.12 2.46
i L Non-consolidated total Non-consolidated Cases 65 78 103
Number of investigations
based on whistleblowin ; Non-consolidated +
9 Domestic Group total Domestic Group Cases 96 107 144
Number of disciplinary ~ Non-consolidated total Non-consolidated Cases 5 6 6
actions based on Non-consolidated +
whistleblowing Domestic Group total Domestic Group Cases 15 8 11
Non-consolidated total Non-consolidated Persons 10,475 10,628 9,929
q Non-consolidated +
Participation in Domestic Group total Domestic Group Persons 12,375 13,228 12,454
compliance training* Number implemented . e
within the domestic on-consolidated +  sessions 12 13 12

Group

Domestic Group

*Total of training for managers, company-wide e-learning courses, etc.

Instilling Human Capital Management Throughout the Company

We do not publish the Human Capital Report merely to disclose information. We believe it is important to use the report as a
starting point for each and every employee, the source of our corporate value, to understand the concept of human capital
management and translate it into their daily actions. To this end, we hold voluntary study sessions titled “Let's Learn About the
Human Capital Report Together.” In these sessions, we explain the report’s key points in an accessible manner and conduct
workshops where employees discuss the theme, “How does human capital relate to my own work and my team’s work?”
Participants have commented, "I gained a better understanding of the Company'’s direction and human resources strategy,

|

gained new perspectives through the exchange of views,” and "It made me feel motivated to take action myself.” Using this | X

report as a catalyst, we encourage each employee to think and act independently as a driver of value creation. By steadily
building on these individual actions, we are instilling human capital management throughout the Company.
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A “Let's Learn About the Human Capital Report Together” session
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Calbee

Harvest the Power of Nature.

Calbee, Inc.

Marunouchi Trust Tower Main, 22F,
1-8-3 Marunouchi, Chiyoda-ku,
Tokyo 100-0005, Japan

https://www.calbee.co.jp/en/



