NEC Integrated Report 2023

NEC’s

Cover Story Corporate Value

NEC, for Those Who Seek Challenge

Initiatives and Corporate Data <
Frameworks

> O |36

Strategies and
Progress

Viewing people as its greatest management resource, NEC has been promoting investment in people in order to maximize the capabilities of our people and organization through system and

environmental transformation.

To be an employer of choice that is always the preferred option not only of markets and customers but also of workers, we have been transforming our workplace environment and culture. The aim of
these efforts is to ensure that each employee has a range of opportunities to take on challenges and grow as well as receive fair and honest recognition. Moreover, we are working to change our environment
and culture so that employees who are up to the challenge can do their best. The aforementioned transformations are based on our Human Resources (HR) Policy, “NEC, for those who challenge,”

established in 2019.

Transformation of Culture and How We Work
I Enhance Employee Engagement—People and Culture Transformation

We aim to be a company that pursues innovation
and brings together diverse people under the
NEC Way and become the company of choice for
potential employees. Therefore, we are hard at
work toward our fiscal 2026 goal of an employee
engagement score of 50%.

As a pillar of this transformation, we are
engaged in efforts to bolster diversity as a source
of innovation and implement workstyles that
support diverse talent. To accelerate our diver-
sity efforts,we will specifically focus on actively
recruiting and systematically developing diverse
talent, including female and non-Japanese

HR Policy

employees. In addition, Smart Work 2.0 and
other initiatives are aimed at further upgrading
our NEC Digital Workplace with a view to chang-
ing the mindset of employees toward workstyles;
enhancing engagement; and transforming the
role of our offices, which were previously used as
our primary workspace.

We will also accelerate job-based human
resource management, which aims to strategi-
cally fill each position with the “Right Person at
the Right Place and the Right Time,” and also
further enhance talent management including
DX talent and skills.

Engagement Score

Fiscal 2026 target:
Engagement score

of 50%

Note: Roughly within the global
top 25 percentile

Four Pillars of NEC’s Mid-term Plan for Human Resource Management 2025

The Mid-term Plan for Human Resource
Management 2025 sets forth four key initiatives
and KPIs for accelerating diversity, which serves

as a source of innovation, and advancing work-
styles in order to provide a better workplace for
a diverse array of individuals.

I Four Key Initiatives and KPIs

Active Participation of Diverse Talent Reform of Workstyle Mindset

Transforming the role of our offices from a primary workspace to
a space for communication and innovation
%* %*
Female and Female

non-Japanese managers
corporate officers

Location free Office
For improving productivity Communication hub

[
MEE il Co-creation space

Workplace A place for generating innovation

Fiscal 2026 target

* For NEC Corporation on a non-consolidated basis

Utilizing the Right Person at the
Right Place and the Right Time Talent Management

Job-based human resource management Training leaders and DX talent

Active participation of diverse talent « Ratio of female or non-Japanese to directors, corporate officers,
corporate SEVPs, corporate EVPs, and corporate SVPs: 20%!
(15.3% as of July 1,2023)

« Ratio of female to all managers: 20%? (8.9% as of April 1, 2023)
« Percentage of key positions filled

Utilization of the right person at the right
place and the right time
+ Job-based human resource management

Talent management
+ Training leaders
+ Training DX talent

« DX talent: 10,0002 (8,163 as of March 31, 2023)
« Talent pool®: Training coverage ratio

Reform of workstyle mindset « Employee survey scores on work fulfillment, productivity, and physical

and mental well-being

1 Goal for March 31, 2026 (including transfers decided on April 1, 2026) (for NEC Corporation on a non-consolidated basis)

2 Goal for fiscal 2026

3 High-potential human resources, including young people and female and non-Japanese employees, working at all levels and hired
with consideration for diversity
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Promoting Active Participation of Diverse Talent
While Embracing Inclusion and Diversity

NEC’s goal is to become an organization that can
overcome challenges by making inclusion and
diversity an integral part of its culture and con-
tinuing to foster innovation.

« Every employee is professional and
shows respect for the diverse talents
of others.

« Adiverse group of people work in a
way that suits them to carry out their
responsibilities.

Employees

« The organization respects and utilizes
diverse perspectives as something
truly vital.

« The organization has an even playing
field, is resilient to change, and can win
on the global stage.

Organization

Code of Values

Look outward. See the future.

Think simply. Display clear strategies.

Be passionate. Follow through
to the end.

Move fast. Never miss an opportunity.

Encourage openness. Stimulate the
growth of all.

I Three Key Concepts and Numerical Targets for Inclusion and Diversity

The Inclusion & Diversity Group, led by a corpo-
rate executive, works with related departments
within NEC to promote a variety of measures,
which include providing support for and promot-
ing the understanding of women'’s career
advancement and active participation, and the
employment of people with disabilities and
sexual minorities (LGBTQ). This group is also

Diversity among
Executives

Appoint diverse officers
in terms of gender, nation-
ality, age, and experience

Increase the ratio of
women in all manage-
ment positions

Giving Everyone a Voice

Ensure psychological
safety by enabling

the expression of opinions
regardless of gender,
age, career path,
or job title

engaged in measures related to smooth
onboarding of non-Japanese employees work-
ing in Japan and mid-career hires. In this way,
we are fostering our in-house culture by propos-
ing and implementing measures to enable these
kinds of diverse internal employees to make full
use of their individuality and uniqueness in order
to work and participate at their full potential.

All-inclusive Community

Utilize Employee
Resource Groups

Initiatives and
Frameworks

Strategies and
Progress
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I Specific Initiatives Related to Inclusion and Diversity

Promotion of female empowerment
and success

Employment of people with disabilities
Diverse workstyles for seniors

LGBTQ initiatives

Inclusion of mid-career hires

Initiatives in local communities
worldwide

® New graduate hires

I Promoting Diversity among Executives
NEC is promoting diversity in terms of gender
and nationality among its executives. In 2023, we
are making steady progress toward greater diver-
sity through such measures as increasing the

11%

Evolution in Hiring Ratio (NEC HQ only)

47%

Fiscal 2019 Fiscal 2023

89% 53%

Mid-career hires

number of female executives to seven in total
and appointing two top-level managers at over-
seas regional headquarters to strengthen global
management.

2021

2022 2023

2/12

2/10 2/12

Two female directors
(of whom, one is
non-Japanese)

Directors

Two female directors
(of whom, one is
non-Japanese)

Two female directors
(of whom, one is
non-Japanese)

Audit & Supervisory 1/5

1/5 —

Board Members One female member

One female member

i 0/45 2/42 7/50
Executives at corporate
SVP level or above! Two fernale members Five female members and
two non-Japanese members
3/57 5/53 9/59
Total? Female and non-Japanese Female and non-Japanese Female and non-Japanese

members: 5.3%

members: 9.4% members: 15.3%

Note: Figures for 2023 are as of July 30, 2023. Figures for 2021 and 2022 are as of June 30 of the corresponding year.
1 Number of corporate officers, corporate SEVPs, corporate EVPs, and corporate SVPs. Figures for 2021 and 2022 represent the number of

corporate officers.
2 Calculated excluding executives who also serve as directors
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Talent Management: Human Resource Training
I Policy for Training DX Personnel and Framework for Initiatives

Policy for People Development

Initiatives and
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People Development Platform

Industry- Talent People Peopl Return t
Acad S P ple eturn to
cmﬁ,g{;{% Development Best Use of People Development Society

« Position-based and
work-specific training

« New initiatives in
addition to new grad-

« Measures for further
success

« Utilization of the right
person at the right

Business A(;umen , i uate hiring « Training of the next place and the right « Opportunities for all
Understanding NEC's business and move- « Mid-career hiring generation of leaders time ages
ments in the global market and learning . Employee referral . Thenl;ne-based tra;ning . z\lEC Growth Careers (Utilizat)ion of
q i i iring « Enhancement o Autonomous career retirees,
Business abOLét thedgreater t?USIheSSdenVIronm'lentlz] management building) « Reskilling Camp
Acumen trends, an strategies in or 'erto apply them capabilities Wob!basedlhuman
to strategies and measures in one’s area of « Self-study resource management
NEC Way responsibility oq_po;tgritlies ) « Job Definition
——————————————————————————— i « LinkedIn Learning
Internalizing the Code of Foundation « Cost subsidies for skill
8 . .
Values as well as the Acquiring a common set of capabilities Wdel\(/EIOPmF-‘nt
N . . «* WorkK experience
mindset and conduct . ) required of a professional -Social?ssue e
necessary for leadershi Expertise Foundation Expertise tial training program
y p (o]

Leading business growth by planning and
executing measures that have never been
tried before by learning and applying the
latest trends and practices in one’s special-
ized field

DX Talent Training Program

DX Organizer Program Project-based Learning by STARS?

- i
PRl 2 ©
[
Measures % g “E 'g ARG T s e ey Develop talent that continues to create and
We are striving to instill a business mindset and foster expertise, as well as the ability to drive transforma- =2 ﬁ@ _ iors adopted by strategic consultants to imple’:“ent AR B
tion in each and every employee. Moreover, we aim to increase employees’ ability to manage and take S £ Mg 'dSQtéf,ynfi;ffa%:gf,m.'qnggaannddfmeﬂ:ﬂgfg learn new ways to show their merits based
. . . . P T w S © . . . .
ownership while enhancing individual and team capabilities. T processes on their own passions and motivations
(8]
1 2 3
Al Biometrics / Video
Enhance people and Pursue professional Enhance the mindset and 8 _ (NEC Academy for Al) Analysis
ioati : : 3 « Training « Training + Training « Training
organlzajt.lqnal mapa‘gement development to foster skills that form the basis % - selflearning - selflearing (sand- + Self-learning (sandbox) Blomemcs and video
capabilities to win in the a successful business for stronger teams o (sandbox) box) environment EHV‘?W?% NEC gﬂalyS‘S tgchﬂology
. i . r i ini ractice a e asiCs an
global market transformation 'q;z f;g‘ﬁ{;ﬂ@f;fatform (C)gnttZZtJ*oNbEtCraAl:lan\gtics Cybersecurity Training Site  applications
_-g «+ On-the-job training Challeﬁge Cup Y « On-the-job training -ggl)f)—lgﬁ\r/?rigr%ésear?td—
1. Boost the skills of people 1. Make necessary changes 1. Reinforce implementation s Cloud SE development 465100 + Contest v en
. - program NEC Cybersecurity « On-the-job training
managers in ways of thinking and of the Code of Values + Community Competition

2. Ramp up development of
the next generation of
leaders

behavior to adapt to the
digital shift
2. Reskill employees

2. Instill the ability to leverage
diversity
(Facilitation, team building,
diversity management)

+

Support Learning and Career Autonomy with Digital Methods

Provide career opportunities and opportunities for personal development

« Training

Technology

DevOps, etc.

>
&
)
=)
c
42
%}
9
2
®
=
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(=)

(support)
« Practice lab

1 Customer Experience/User Experience

Agile development

and other approaches
« Self-learning (sand-

box) environment

Design Mindset (NEC
SR T (Open Source Software) Academy for FCD3)

« Training
Service de5|gn training
using NEC’s design
mindset framework

« On-the-job training
(support)

« Training

Linux, Kubernetes etc.
« Self-learning
(sandbox)
environment

+ On-the-job training

2 Self Transformation And Reform based on System design and management

3 Future Creation Design

Number of
Traineesin
Fiscal 2023

30,157

(NEC Group)
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We have developed a next-generation leadership development program to systematically and purpose-
fully provide growth opportunities through challenging assignments and training to around 140 particu-
larly promising participants from a group of approximately 1,300 promising employees. The aim of this
program is to strengthen leadership development and management capabilities to ensure continued
success in the global marketplace and transcend boundaries within the Group.

Top of Top

Senior leaders Next-generation
leadership Around 140
development particularly
program promising employees

A
Middle management

Approximately

1 ,300 promising

employees

Top Talent

Selected from
each layer of
management

Supervisors

Road Map

2022-2024
(Expansion period)

2019-2021
(Introduction period)

« Enhancement of individual development
plans and stepping up of challenging,
cross-divisional assignments

« Clarification of the vision for,
and potential requirements of,
next-generation leaders and the
drafting of a list of 1,000 promis-

ing employees « Clarification of talent development issues

through assessment and thorough feedback

« Development of mechanisms
for annual personnel and
organizational reviews (Talent
Talk/People & Organization
Discussion)

« Joint planning for clarification and
development of talent pools, including
group and global talent pools

« Strengthening of leadership
programs

«Increase of talent engagement
through active involvement of
CEO and management-level

employees

o

« The top-performing
3-5% of each layer of
management is selected
(around 1,000 employees)

« Diversity (in terms of
different genders and
nationalities as well as
mid-career hires) is
considered when setting
target ratios

2025 onward
(Integration period)

«Introduction and implemen-
tation of globally unified
talent management pool

« Strategic formulation of
key global positions and
diversity-focused succession
planning

2024

Initiatives and
Frameworks

Strategies and
Progress
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I Career Ownership: Workshops to Support Employees in Shaping Their Own Careers

For a company and its employees to be on equal
footing, it is essential that employees not only
listen to opinions from management but also
shift their mindsets to proactively think and act
with regard to their own individual careers.
Initially, we offered an extensive range of work-
shops for employees in their 50s and older, but
we have now expanded the target age range,
with approximately 5,000 people attending our

Career Design Cycle

Age 39 and
under

Early to
mid-40s

Mid- to late
40s
Member

workshops

Individual
consulting

Early to
mid-50s

Mid- to late

50s

career design workshops each year. If partici-
pants wish to discuss their careers further, career
consultants are on hand to meet with them on a
one-on-one basis, where they can discuss their
individual career with a third party whose per-
spectives differ from those of their supervisors.
This process enables employees to take greater
ownership of their careers.

Career Design Workshop

Exploration of self-understanding and self-direction
Job crafting (reconceptualizing work)

Enhancement of self-understanding and
self-direction

Clarification of career direction

Expansion of self-potential

Broadening of horizons relating to life and work
and creating a direction for one’s medium- to
long-term career

Realization of individual potential developed through
experience

Expansion of career potential from both life- and
work-related perspectives

Reaffirmation of personal roots and life-values

Concretization and promotion of life and career
activities beyond the age of 60
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Job-based Human Resource Management: The Right Person at the Right

Place and the Right Time

In order to achieve the goals of the Mid-term
Management Plan 2025, NEC is focusing its
efforts on ensuring its diverse people can play an
active role throughout the Group. A part of these
efforts involves job-based human resource man-
agement that puts the right person in the right
place at the right time, and decides on a

Job-based Human Resource Management

recruitment plan that will bolster diversity as a
source of innovation. By focusing on such mea-
sures to invest in people, NEC aims to be a com-
pany that continues to be chosen not only by the
market and its customers but also by those who
wish to work for the NEC Group.

Performance development that
2018 maximizes personal growth and
achievement

+ Goals and expectations in line with role
« Consistency as a team
« Evaluation and compensation that is fair and transparent

Organization and position design

ALY based on business strategy

+ Workforce planning (Position x Numbers)
« Defining of human resources and the requirements for each
position

Human resource information system
2021 (HRIS) and operations that reflect
NEC’s philosophy

« Simple and highly productive operations
+ HRIS that works in tandem with measures

2023 Compensation based on market and
onward organizational logic

+ Compensation that corresponds with job
« Contracts between companies and individuals

Job-based Human Resource Management Structure

Business strategies

Allocate the most suitable
people to the most optimal
place in a timely mannerin

Theright
time

Design and definition of roles necessary to achieve strategies

line with business strategies

Jobs Jobs

Jobs

Assignment of right person

Internal human resources

Assign, develop, and utilize
the best people in the most
suitable places

External human
resources

The right
people

. Design the best organiza-
Thel right tions and positions for
AEES business growth

Remuneration commensurate with market value of job /
Remuneration commensurate with results (Pay for Job program) /

Pay for Performance program

Initiatives and
Frameworks

Strategies and
Progress

| Expansion of Mid-career Recruitment

In its pursuit of utilizing the right person in the
right place at the right time, NEC will expand
mid-career recruitment (approximately 600 hired
in fiscal 2023) to promote the immediate imple-
mentation of its business strategies, including
the use of external talent, as part of efforts to
review the way it uses human resources.
Through such initiatives, the ratio of new gradu-
ates to mid-career hires will be roughly 1:1, and
efforts to implement job-based human resource
management will continue to gain pace.

> L
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(Mid-career hires)

619
506
382
268
)
25 9 56 5

2014 2015 2016 2017 2018 2019 2020 2021 2022 2023
(Fiscal year)

I NEC Growth Careers, NEC’s Internal Job Posting System

NEC has introduced NEC Growth Careers, a
career matching system in which employees’
work profile and open positions are posted

on an internal platform in an aim to support
employees in finding the ideal career by fully uti-
lizing their own experience and skills. The system
isin use year-round, and successful matches

Organization

(|
——
ooao

Open positions

Approximately 1,300 open

positions registered
(Total for April 2022 to March 2023)

Job offers

Al-based analysis

resulting in transfers are made every month.
Previously, career opportunities (open positions)
were disclosed twice a year. By implementing
the system year-round, we have succeeded in
accelerating growth for both individual employ-
ees and the organization.

Employees

& O
(D

Job resumes

Approximately 3,400

resumes registered
(As of March 2023)

Applications
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Transformation of Workstyle Mindset: A Workplace Where Employees Can

Demonstrate Their Creativity

The NEC Group launched Smart Work in 2018
and has developed a comfortable work environ-
ment through its offices, systems, and IT

facilities. We will continue to step up activities to
increase job satisfaction by ensuring that each
employee practices the Code of Values.

Smart Work: Creating Comfortable Working Environments That Increase
Job Satisfaction through Tools, Systems, and Spaces

Smart Work 2.0 is a concept based on the princi-
ple of being “location free.” As such, employees
are encouraged to design their own workstyle,
with locations, work hours, and other variables
that best suit them. We have redefined the office
as a place where people gather, making the
office a “communication hub,” a home base
where employees combine their forces, and an
“innovation hub” where customers, partners,
and other people from inside and outside NEC
can come together.

We intend to help employees stay motivated
as they perform their duties by providing them
with working systems based on the idea of com-
bining cutting-edge technology with hybrid
workstyles that take elements from “location
free,” “communication hub,” and “innovation
hub” concepts.

Smart Work 2.0

Smart Work 2.0, a workstyle that brings
together these three concepts, embodies the
“Code of Values” that expresses the shared
values of NEC Group employees. We believe that
through the spread of Smart Work 2.0, employ-
ees will put the Code of Values into practice and
draw motivation from experiences that make
them proud to be part of the NEC Group.

In addition, as a company that pursues inno-
vation fueled by a diverse pool of talent, coupled
with the ability to respond flexibly in the face of
social change, NEC will be able to leverage the
power of digital technology to help society and
leverage the power of co-creation to promote a
more sustainable society where everyone has
the chance to reach their full potential.

Practice Code

Promote further
employee growth
and autonomy

Acknowledge that
society is always
changing

of Values

Achieve the Mid-term Management Plan 2025
by creating a highly engaged workplace and
company where employees feel motivated and

Utilize the NEC
Group’s 120,000
people

Utilize benefits
toward expanding
business

demonstrate high performance

What it will take

Employees

Design and develop workstyles for individuals and teams that

will put the Code of Values into practice

NEC

Fully commit to encouraging employees to regularly

practice the Code of Values and provide the environment and

opportunities to do so

Initiatives and
Frameworks

Strategies and
Progress
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Efforts to Improve Engagement—Getting Senior Management and
Frontline Workers Moving in the Same Direction

The first issue addressed in NEC's “transforma-
tion of people and culture” initiative was com-
munication between top-level management and
employees. Based on previous management’s
concern regarding the distance between man-
agement and the front lines, NEC has been
working to bridge this gap through extensive
communication, which it considers to be of
utmost importance in the aforementioned trans-
formation of people and culture. We have also
made full use of digital technology, holding
monthly dialogue sessions with the president

CEO Town Hall Meeting
A dialogue session between President Morita
and employees

Fiscal 2023

Domestic: 11 town hall meetings held monthly,
with 120,000 participants in total

Overseas: 9 town hall meetings held in different
regions and time zones, with 11,000
participants in total

Employee satisfaction rate: Over 95%

through town hall meetings and NEC Way Days.
In addition, we are actively promoting mass
media exposure as one of our communication
strategies. We believe that these efforts are criti-
cally important in aligning the vectors of man-
agement and the front lines. The president
discusses both positive and negative information
with employees in a frank and direct manner,
and such dialogues have helped employees in
understanding the changes that NEC is undergo-
ing, which is a factor in the increase in our
engagement score.

NEC Way Day
An opportunity for all NEC Group employees to
renew their understanding of the NEC Way and
accelerate its implementation in each of their
respective organizations and teams

Number of participants on the day:
22,300 (40,800 including global participants)

Feedback: 98% of employees’ responses were
positive, stating that they had gained
a better understanding of the NEC Way
through the event
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