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Sagara: | will explain sustainable management and corporate governance.



I Sustainable Management Policy e

For more than 300 years since our founding, we have walked hand in hand with society. To save people
who are suffering from disease, we have created a series of innovative new medicines that were thought
to be impossible.

Wiz will continue to contribute to people’s health by practicing our Corporate Philosophy and taking

on the challenge of realizing a sustainable society through responsible business activities.

Contributions to People’s Health

+ In addition to our own drig discovery, we will take on the challenge of drig research and development in
collaboration with the world's top scientists, and bring more hope to patients and their families around the
world by providing them with original and innovative medicines that are safe, secure, and appropriate.

+ We will contribute to the realization of a society in which people can live healthier lives through our
evidence- based, next-generation healthcare business.

iranment fior [ re people can Establishment of highly transparent and

robiusl managemienl

‘We are deeply aware ot our social

responsibality to the emwironment, and Thremsgh our bassiness activilies, we W will basld 4 strong  fowndation
will  actvely  adopt  eco-friendhy will comtribute 1o the realization aof throwgh  corporate  governance  and
technologies and work together with a sockty where the baman rights comdduct highly transparent  business
our suppliers and partners to pass on and  diversity of all peophe ae aclivities by strengthening compliance
a prosperous global environment to resparcted, playing an active rale and risk management

tutwre gemerations.
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First of all, | would like to talk about our sustainable management policy.

ONO's main business as a pharmaceutical company has been to develop new drugs to overcome unmet needs.
Ten years or twenty years ago, for example, we did not set out such a management policy in a big way, but
proceeded as far as we could.

It was the successful development and launch of Opdivo in 2014 that led to the decision to pursue this kind
of management policy alongside our core business. Then came the 300th anniversary of the Company's
founding, in 2017. Around that time, we thought that we should become a company that could bear a
reasonable burden to benefit the world and society, and that is when we began to focus our efforts on EGS,
etc.

The development of new drugs to address unmet needs, and the ESG and SDGs activities related to the
environment and other issues in our core business, and we are committed to both our core business and ESG
activities. We do not separate our core business from ESG issues, and we are working to solve these issues
that will become long-term challenges for humankind.

What | have just described is ONO's basic concept to sustainable management.



INaw Material Issues (Priority Management Issues)

Value Creation Value Preservation
f.n:atu:n of Maximization of {Erﬂsiﬂn riSkE]
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Realization of Direct

4 gales in the US and Euwrcpe 12

Reliability and Satety

12 Stabile Supply of Products

14 Protection of Environmant

Expansion of Busineas Dompins

P N

Foundation for Value Creation

[ Corporate Transformation trosgh Digital & IT

Respect for Human Rights

16 Thorough Gomplianos

17 Supply Chaln Mansgpemant

- Strengthening of a Expansion of
d Finamcial Capital 2 Human Capital
Inteliectunl Property
Promaotion of Diverss Partnerships

Strengthening of Corporate Governance
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Last year, we have defined materiality and addressed it as a management issue.

As | explained last year, our materiality focused on ESG and SDGs, but the new materiality that we redefined
a year ago includes our core business and ESG.

Today, | would like to explain the five themes, or issues 1, 2, 8, 14, and 18, which are framed in red.



Material Issue 1
Creation of Innovative Drugs

Management of Priority Issues

The creation of innovative drugs is the practice of our corporate philosophy,
“Dedicated to the Fight against Disease and Pain,” and is the core value we provide
o society. To sustainably create this value, drug discovery research using the latest
scientific knowledge and cutting-edge technologies is crucial, and strengthening our
competitiveness in drug discovery researchwill lead o our growth.

Reason for being
a priority issue

LUETE T T T R 0 (VT I Cooperate with top scientists and accelerate the creation of new drugs that can
to long term change the world.

Indicators ®  The number of new products going to clinical trials

# Explore unique breakthrough drug seeds and creation of new drug candidate
compounds through open innovation

® |mprove the speed of creation of new drug candidate compounds by selecting
optimal modalities, utilizing artificial inteligence (Al). efc.

® Promote drug discovery research based on human disease biology using the
latest technologies. such as Al and informatics. as well as patient-derived
samples

#® Promole translational research by searching for biomarkers based on the
mechanism of action

Major initiatives
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Let's move on to materiality number one, the creation of innovative drugs.

Naturally, this is our main line of work. As stated in our corporate philosophy and described in our mission
statement, we are committed to the challenge of solving unmet medical needs.

As for the main method, | think it is fair to say that it is drug discovery through open innovation, which is
virtually a complete expression of this approach.

What we can do by ourselves is extremely limited, and we cannot get to where we are trying to go simply by
working in that limited world. Naturally, collaboration with very high-level academia or bio-ventures, etc., is
a prerequisite.

In addition, the level of collaboration must be at the world's top level, the top management must be
supportive, and the people who are actually involved must work hard to advance their efforts. We are also
working on the creation of innovative drugs recently by adding the use of new digital technology and Al, etc.



Material Issue 2
Pipeline Expansion

Management of Priority Issues

Reason for being Cur pipeline is the source of our sustainable growth. We continue enriching our
a priority issue pipeline to constantly provide innovative drugs fo patients,

The speed and accuracy of establishing PoC* for new drug candidates are
improving, and the pipeline is enriched through licensing activities.
TG T TN G =R =0 T~ PoC (Proof of Concept): PoC studies are an early stage of clinical drug

to long term development o confirm whether the drug candidates
demonstrate the clinical safety and efficacy expected during the drug discovery
phase.

#® The number of products in the clinical development stage
# The number of newly introduced products

Indicators

# Esfablish PoC on multiple projects and conduct global clinical trials
«  Continue system development for early establishment of PoC
R » Further enhance activities for translational research (TR) and reverse
Major initiatives translational research (rTR)
+ Increase the speed and accuracy of establishing PoC by using state-of-the-
art technologies and methodologies
# Sirengthen licensing activities to obtain global rights
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Then there is materiality number two, the expansion of development pipeline.

In order for pharmaceutical companies to continuously release new drugs over the long term, grow and
contribute to society, all companies are aiming to expand their pipelines.

Our basic approach is to achieve innovation through collaboration between our own laboratories and our
partners, but this alone is naturally not enough, so we need to add to the mix newly in-licensed compounds
and technologies, as well as pharmaceutical products that have already been commercialized. Also, depending
on the situation, we may need to acquire some bio-ventures.

As you are aware, we are currently conducting Phase 1 or some Phase 2 clinical studies of nearly 10 new drugs
in the US and Europe, and we plan to add several new compounds to that list this fiscal year.

This is the explanation regarding the discovery of innovative drugs and the expansion of our pipeline.



I Efforts to Strengthen Governance
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Next, | will now turn to corporate governance.

This slide was introduced a year ago, and as highlighted in red background, we have reviewed various aspects
of the executive compensation plan. The item | would like to introduce today is the addition of the ESG
initiatives item to the performance-linked stock compensation plan.

Several companies are already implementing such initiatives, and Ono Pharmaceutical is also starting to adopt
them in FY2022.



|Outside Board of Directors

Constitution

Three of eight board of directors are outside directors in order to strengthen the
supervisory function and maintain and improve the transparency of management

and the accuracy of business execution.

%

?A ’y
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Masao NOMURA Akiko OKUNO

Corporate Advisor Prof., Faculty of Business Administration
Iwatani Corporation Konan University

Serving since June 2018 Serving since June 2020
He provides appropriate supervision  She provides appropriate supervision of
of ONO’s management based on ONO's management from the
his abundant experience of leading perspective of a university professor for
organizational operations and business administration specialzing in
making numerous complex women’s |labor and personnel appraisal
management decisions as a systems,

president of a listed company.

Chairperson of Executive
Appointment Meeting and
Executive Compensation Meeting

Currently, we have three outside directors.

iy

Shusaku NAGAE
Special Corporate Advisor
Panasonic Holdings Corporation
Serving since June 2021

He provides appropriate supervision
of ONO's management based on
his abundant experience of leading
corperate management and
govemance as a preskient and
chairperson of a listed company.
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Since we have five internal directors, we meet the requirement of having at least 30% outside directors. For
those who are looking for a higher hurdle, the rate is currently over 30%, although there are those who are

looking for a 50% rate. One female director is also in the company.



ISuppurt for functioning of Outside Directors

Arrangement of an environment in which Outside Directors can fulfill their expected roles and functions

Opinion-exchange meeting | Opinion-exchange meetings on important business matters are held before submitting
them to the Board of Directors Meeting
Training session and site visit ¢ Training sessions and site visits are held in order for Qutside Directors to understand
pharmaceutical business deeply
Dialogue session with employees | Dialogue sessions with employees are held for better understanding of corporate
culture
Collaboration meeting with audit & supervisory board members ! Information sharing and exchange of opinions among
non-executive Directors

Actual resultin FY2022 (for reterance)

Opinien-exchange meeting |5 times)

Training session (3 times)

Site visit Minase and Tsukuba research institutes, Yamaguchi Flant )

Dialogue session with employees (Minase research institute)

Collaboration mesting with audit & supervisory board membsers
{1 time # collabsoration Tor site inspection 2 timaes)

Site visit to Minase research institute
(Conversation with employees; July, 2022)

Other infarmationshared [as needad)
= Industrial publications, analyst report, etc.
= Company-wide meeting for mid-term management plan, talent
devalopment program, ete.
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In order for outside directors to fully demonstrate their careers and abilities to the management of Ono
Pharmaceutical, they have been exchanging opinions with various internal departments, holding dialogues,
training sessions and study groups, and collaborative meetings with the corporate auditors in addition to their
usual activities. We have been quite proactive in these activities.

Including the visits to our bases, we have held more than 10 such events a year.



IExer.utive Appointment / Executive Compensation Meetings

The executive appointment and executive compensation, both of which have govermance-related
impartance are discussed at the meetings composed of highly independent Cutside Board Director
as key members in order to ensure management transparency and objectivity.

_ Independent Qutside Board Diractors Internal Board Directors

IMasao . Shusaku Tashihiro
MOMURA Akiko OKLMNO MAGAE Gyo SAGARA TSUJINAKA

Executive Appointment

Mesting Chairperson Q2 ] ] ]
Executive Compensation : .
Meeting Chairperson (8 ] 9]
Executive Appointment Meeting Executive Compensation Meeting
@ Selection of candidates for Corporate Officers, @ Evaluation regarding fixed and performanceinked
Members of Board of Directors and Audit & compensation and deliberation of compensation
Supervisory Board Members amounts
@ Deliberation on successor plans @ Supervision to ensure the compensation system

function in a way that encourages sound growth
= FY2022: deliberation on revision of compensation

plan
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A meeting is being set up to review proposed executive appointments or executive compensation.

We are pleased to present its members in an easy-to-understand manner. The chairperson of the meeting is
Director Nomura, who is an outside director.



I Evaluation of Effectiveness in Board of Directors Meeting

Every year, an evaluation of the effectiveness of the Board of Directors is conducted by all
members of the Board of Directors and audit & supervisory board members.

Self-assessments based on questionnaires and interviews are conducted and utilized to
improve the Board of Directors Meeting.

tiveness of Board of Directors Meeting

Il Questions mindful of - S
the corporate \ [Changes and improvements from last year]
governance code #®Roles and functions of Outside Board Directors
=Deliberation on successor plans and compensation
plans of Board of Directars

. Impravement of effectiveness on Board of Directors
Interview / meeting

E?;tributinn to the enhancement of the

Responsesto
improvement
proposals

@ Compensation governance

Sharing directions for E'-"ﬂ"-lﬂ_tiﬂ“ of the = Introduction of performance-linked stock
improvement of awareness operations, etc. of the / compensation
of issues Board of Directors Meeting {increase of stock compensation proportion)

. ®Corporate governance of Board of Directors
E"mﬂrgi% g}m Tallying / = Expansion of Outside Directors’ activities other than
Directors Meetig analysis attendance at Board of Directors meeting
(site visif, training session, opinion-exchange, efc.)
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This is an assessment of the effectiveness of the Board of Directors Meeting, which we conduct every year.

The internal secretariat currently conducts this program for all board members and auditors. The
guestionnaire and the interview are conducted internally, so it is a self-evaluation.

There is naturally the notion that external evaluations should also be received. The reason why we have been
doing this internally is that when we look at external interviews, there is a questionnaire that contains a
standard set of items, which the board members and auditors fill out, and then they are evaluated according
to a certain system. We have been doing this internally for a number of years, with the idea that it would be
better to evaluate the effectiveness of the system by conducting in-depth interviews internally.

However, there is a risk of being self-indulgent, so we would like to have an external evaluation next time and
proceed with an assessment of effectiveness.

10



IEfforts to Strengthen the Compliance Management System

(1) Revision of rules on the donations

(2) Efforts to strengthen the compliance management
system

(3) Efforts to maintain the lessons learned from the Mie
University misconduct

(4) Training for employees

(5) Whistleblowing system

MCnom:m@uo. 15 /146

Tsujinaka: This is the flow of today's discussion regarding our efforts to strengthen our compliance
management system.

11



(1) Operation of the Review Board for Academic Society/General Donations and
Supporting Membership Fees

[deal state] While maintaining soclal contributions to the development of medications and pharmac suticals,

Operational

i} have an independent depariment make donalion decisions, (B) prevenl involvement of Fronlline employeases in
ﬂhﬂ“ﬂﬂ donations, and (i) secure falrmess and transparency
- In Ochober 2021, we mavised the aperationa flow for e decsons 1o pay academic society/general donations and supporting membership fees,
allowing the General Affairs Department fo receive all donation proposals and the Review Board to make final approval.
- In Agril 2022 we shifled the channel of recaving academs: sockly/penara donalion propasaks 1o an apan proposal Syslem wis & dedicaled wabsille 1o

Turther ansure Tarmess and ndepandence, preventing the frontine employees concerned from inferacting with relevant healthcare professionals
in rescendng klers af inbend or oifer documeaents

L] We are operating the donation system with enhanced fairness and independence based on objective criteria by minimizng emgloyeses’ nleractian
wilh hesalheare professonak n e paymenl procedure
- Spacificaly, proposals are discussed and approved by a board consisting of the General Affairs, Complance Management, and Legal

Departments, along with an external sapert (lawyer), with no inwolvement of Sales, R&D, etc.

Operational flow

1. Receipl 2. Internal procedure 3. Review Board mesting
sl Gomerd Alfairs mpliance Manasgemenl meainin )

4, Money transfer

. Apglication Hequiremenes
:::: ";I"'L-;:'-_- bemittad under e Falr Decision on accepiability and the amount of i
Allrs Dl Bry this Ganansl Coampesition Code donation Faymer
Allain Dl ez lopd
Daonatlons subfect to rewvlew General donahons, donationes to academic socehes, donahons 1o Mota: Mo ravew combants/resuks are disclosad miemally or axamaly.
patient organmahons, sUpporing membcrship foes Progcsatsredewtd
" " _— s ) el
Overview of the Review Board - Nonhly EF okl & rain
E Jmrge
Chawrpersan Senior Director of Legal Department Talal L 343 42 S
Seneral m n 2 S0
Y Senior Director of General Affalrs Department, Senior Director aof donating
Complance Management Department, ste. dcadarmic it s n it 5 T
donatiare ! "
Exterrial axpert Hentaro Kitagawa, Lawyer, Chuo SoQo Law Office, F.C Pr—
mamsarshia 27 107 03 [E1-9
Obsemers Senéor Director of Business Awdit Department, efc [T
- ; ) ) ) ) Tht Rerdeaw Eloard mits ance & momih snd Kedp dIcumdants hhar pess
(Secretarial: General Afse Depl | Foamerky Chisé Public Prosscuins, Osskn Disirict Public Prosscuinm Ofice Artiatis 11 mastings hakl Betwian Detabar 2021 and August 2022
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The first slide | am showing you is the operation of the Review Board for the academic societies, general
donations, supporting membership fees, etc.

We have already announced that we withdrew all scholarship donations. In addition, we have not made any
new donations to endowed lectureship at universities or other institutions since 2" Half of FY2021. The last
two remaining projects will be completed in 2023, and we have announced that this will be the final project.

We also announced that we have established the “Ono Pharma Oncology, Immunology, Neurology Research
Foundation” onJanuary 31, 2023, and that we will make our contribution to academia through this foundation.

This does not mean that all donation relationships have been cleared up, and there is still the handling of
money by pharmaceutical companies with medical professionals. Such examples are donations to academic
societies, general donations for anniversary projects, and supporting membership dues, etc. and there are
still many opportunities for employees to be involved in money matters with medical professionals. We
believe this should also be eliminated.

Therefore, we have established a Donation Review Board chaired by the Senior Director of the Legal
Department. We formed this committee, which included the Senior Director of the Legal Department, the
General Affairs Department, the Compliance Management Department, and the outside attorney, as well as
the Senior Director of the Operational Audit Department as an observer. This review board will handle all
donations. And as for the application, each medical professional can access our internal website and apply,
and only the members of this donation review board can handle who submitted what kind of donation
application and what the results of that review are. In other words, we have adopted a system that eliminates

12



any opportunity for our employees to handle all money-related transactions with medical professionals, so
that we will never again make a major mistake.

I{Z) Efforts to Strengthen the Compliance Management System

‘. Executive Directors/Division Director . Compliance Management

9 Compliance Officers (COs) MseD::mgfﬁm

Responss fo consultations

Regular comphance mlrluaﬂ-rrl'l-.' Regidar camaltation/reperting from CMs
~ chanmnel B channel
Business i i
e Senior Director of Department Compliance
Meetings
- Measuras against risk
1’ - - Consultations support

* Information sharing

Directors, Associate Directors
of Sales Office/Office/Section

"“l *  Informal complance meetiggs, etp

r

| Sonsuttationisharing 85 Compliance Managers ({CMs) ] ol
5 L]
1] ¢

General employees

N

-?.L:||..||l far Flsk sagsuras

Reporting/congultation Internal
whistleblowing
haotline
Tha Complisnca Managar helps enhance employess' compliance awareness and supports compliance risk measures

bey serving as a primary contact at each business site who gathers opinions from employees working there and who is consulted about issues that
are nof or cannot be raised through the regular reporting channe| (via the superior),

M om0 mussuecamen o.m. 17 /46

We have had the unfortunate misconduct of two employees being arrested for bribery in 2021. We
fundamentally reviewed our compliance management system from the viewpoint that such a thing must
never happen again.

First, in order to strengthen the reporting system to outside directors, we regularly report to the Board of
Directors Meeting on our efforts to strengthen this compliance management system. In 2022, we reported
four times inJanuary, March, April, and August. On this basis, the following initiatives are being implemented.

First, we appointed nine executive directors and department heads of each division as compliance officers.
We also appointed 85 compliance managers at each of the 85 workplaces in the Company. In addition, 158
assistants have been appointed to support the large sales department.

With this, what we will do is to conduct frequent workplace roundtables. Our intention in holding these
workplace roundtables is not only to correct violations of compliance that have occurred, but also to identify
behavior and actions that, if left unchecked, could develop into violations of compliance, even if they are
minor, and to reflect them in our management to thoroughly implement measures that will contribute to
preventing such violations from occurring in the first place.
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Since October 2021, we have held 183 workplace roundtables and collected 605 consultation items
including minor details. Among them, 48 cases were related to suspected harassment by immediate superiors,
while others were related to the workplace environment. The efforts to reflect such comments in the
management of each function and to contribute to the prevention of problems have gradually taken root.

(3) Efforts to Maintain the Lessons Learned from the Mie University Misconduct
Training focusing on the Mie University misconduct: Avoiding making the same mistake again

> Message from the President on the purpose of the training

-

[Lectures by instructors (senior partners, Compliance Management I:Irapuri:r'r'lr&r'll;|-‘:rlI
1. Overview of the Mie University misconduct

2. Impact of the Mie University misconduct on our company

3. What we are expected to do as a company

4. Challenges for compliance of laws and regulations

[Discussion moderated by the chairperson]
3. Future actions (thoughts, opinions, etc)

> Message from the Officer in charge of compliance at closing
_~ Training conducted -

# January o February 2022
Company-wide training in groups (by business site) &3 groups (3,248 employees)
* Moderator: Senior Director/Director served as chairpersaon.
Instruckors: Senior Partner Awata, Senior Partner Sano, Compliance
Management Department

# March B and 23, 2022
Those absent from the above frainings 2 groups (12 employees)
65 groups, 3,260 employees

# June 28 2022
Employees who returned to work from leave 1 group (10 emplovees)
68 groups, 3,270 employees

Note: Other employees who have returned to work from leave will be trained during
the October-December promotion months,
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This is an effort to keep the Mie University misconduct from fading away. After the misconduct, we received
a lot of advice from people outside the Company, who said that we should not keep this misconduct to the
managements alone, that we should let all employees in the office know what happened, and that we should
make efforts to ensure that this misconduct would never be forgotten. We immediately started working on
this issue.

The contents of the lecture began with a video message from President Sagara, followed by a lecture by Mr.
Awata, former Executive Vice President, and Mr. Sano, former Senior Executive Officer, who gave an overview
of the Mie University misconduct, the impact of the Mie University misconduct on Ono Pharmaceutical, the
disciplinary measures we received from the industry, and the fact that we were asked to refrain from visiting
many medical institutions. We have disclosed all such matters to our employees.

The leaders of each workplace took the role of chairpersons and asked employees to discuss what measures
were necessary when extrapolating these issues to their own departments and summarize their impressions.
This was implemented for all employees from January to March 2022.

We also made every effort to provide make -up classes to all employees who were absent during that period.

14



|(4) Expanding and Enhancing Compliance Training

Goal: “Become a company in which every employee can act
by taking compliance as their own responsibility”

# Company-wide compliance training procedure

Jan-Feb: General compliance (Mie University bribery case )
Feb-Mar: Anti-Bribery (e-Learning)

Oct-Dec: Promotion months

Compliance training in 2/ Half
Jun-Jul

Compllance training n 1% Half
B Amended Whisllablkiwer Praleclion Acl

® Training by the Compliance Management
Dapartmsent
(Malntaining the lessons learned from the Mie

W o Laaming @ Whisteblowing syshem R
i University misconduct)
Soring 1H-uestion Tast” "
@ Heraszmont @ Discussion at each department
@ e-Learning
“Aurtemn 100-Ceeation Teat”

# Raising compliance awareness and fostering high ethical standards

# Preventing the ccourrence/recurrence of violation, fraud, and harassment

# Creating a corporate culture of self-purification
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What | am showing you here is the actual status of our company's compliance training.

We are constantly conducting compliance training three times a year, in April-May, June-July, and October-
December, over a period of about six months.

In particular, during the October-December training sessions highlighted in red, we hold training sessions on

the subject of Mie University, which | mentioned earlier, and we are determined not to let what happened in
the misconduct fade away.

15



(5) Key Points of the Amended Whistlebling Policy and Status in Reported
Cases

[Key points of the Whistlebling Policy]
{i} Hﬁn-anonymﬁus {i e with real names) reporting is required, in principle (if there is a justifiable reason
: ble]).

{ii] lnvmtigatiansare I&d l:-y the Compliance Management Department,

(iii) Those who have made a false statement or leaked information to a third party duringan
investigation may be subject to disciplinary action in accordance with the rules of employment, ete.

(iv) Provide specific details about the content relating to confidentiality.
(v) Detailed description of content that prohibits search for the whistleblower,

[Number of whistleblowing] The number has been increasing, and so has the number of non-ancnymous reports. (10% before — 30°%

in 1% Half 2022)
Eraaiod o F¥2018 FYaoz Fy2021 First hadf Seeconed hadf 1% Half 2022 | Hm-Evompirees
Pyt sl 22 15 29 7 22 12 &
Nusber of managemantiwes 2 2 0 2 2 1
) otrs 24 6 29 8 21 11 1
Tutal 68 22 5&7;} 45 (_ ; BY
Pescrimiationbamsnanl 3 1 ] o o 0 o
i 0 0 1 0 1 0 0
Himpar of copllance — o 1 1 1 o o 0
Ciham & i g9 2 7 ] 4|
Total 9 2 11 3 i 7 4

Hules: “Cithars” refer fo wolabons of the rukes of employment, mbermal peliciearegulations saes iNformation provision actvily guidelnes, aic
Humbsr of compliance wolstions raters to the casesthal led 1o discipinary achons
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This is the last slide related to compliance. We have taken this opportunity to significantly revise our
Whistlebling Policy.

At the time, the Whistleblower Protection Act was being revised, and outside attorneys pointed out to us that
Ono had a whistleblowing system similar to other companies, and asked if it was really functioning. In most
whistleblowing systems, majority of the whistleblowers' reports, if they are anonymous, are biased or
inadequate and cannot be easily reflected in subsequent investigations, they explained. They said that if we
really want the whistleblowing system to work well, we should make it a principle that reports should be made
under real and known names.

When we received this advice, we wondered if it would really work, and we were concerned that it might not
be easily accepted after it was introduced.

However, they said that if we are really willing to do this, we need to make the Company's whistleblowing
system in such a way that the whistleblower's confidentiality is properly guaranteed, and that they can report
and discuss anything in confidence. We were so impressed by these words that we decided to adopt this
system.

In principle, reports should be made under real names. Anonymity is also acceptable. Investigations are always
led by the compliance management department. Disciplinary action may be taken against those who do not
respond to interviews or who make false statements. We will protect the confidentiality of the content down
to the specifics. Any action that may lead to a search for the whistleblower is strictly prohibited.
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In fact, when we introduced this system following fall of 2021, the initial reports were all anonymous. Some,
unfortunately, were also found to be searching for the whistleblower. We promptly investigated such conduct,
and if it came to light, we punished the person and made public the details of such conduct.

Through such repeated efforts, we have gradually gained a wider acceptance, and in 1% Half of this fiscal year,
from April to September, we received about 25 reports, including some about minor details, of which eight
were submitted under real names.

Gradually, the internal reporting system, which was initially thought to be difficult, is now functioning. We will
continue to take appropriate measures to strengthen compliance through this and other ways.

IFour Growth Strategies and the Management Infrastructures

Dedicated to the Fight against Disease and Pain

Aiming to be a global specialty pharma

Growth Growth
strategy strategy

Maxinq&ation g )
Reinforcement

of product value of pipelines and Reakization Expansion of
- Froma PP of direct sales P A

patient-centered acceleration of in the US and Europe usiness domaine
perspective - global development

Improving and expanding the Management Infrastructures
and intangible assets supporting the growth strategy

Human Capital Expansion/Strategic Investment/Corporate Branding
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We continue to report on the expansion of human capital.
In our corporate report and other documents, we have stated our four growth strategies, corporate

transformation through digital and IT, and the expansion of intangible assets as the management
infrastructures to support these growth strategies. One of these is the expansion of human capital.
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IStrengthening the Management Infrastructures /

Enhancing the management infrastructures and supporting the growth strategies by
expanding intangible assets

4 Human capital expansion

# Cross-functional talent development
(Next Executive talent, Globally Competent talent, Digital talent, Core
Innovation talent)

# Specialized talent development
(Talent suited to each growth strategy)

~ Development of organizational culture
(Promoting Diversity [DE&I] and Working Style Reform}

# Enhancing employee engagement

& Digitaland IT 4 Strategic Investment & Corporate branding
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As for the expansion of human capital, the direction of its disclosure is still under consideration. Therefore,
today | will introduce something that is still under consideration, but it will consist of four main components.

One s the cross-functional talent development. We would like to nurture next-generation management talent,
global talent, digital talent, innovative human talent.

In addition, we would also like to nurture the specialized talent necessary to make the four growth strategies
work.

In order to further accelerate the development of these talents, we believe it will be necessary to further
foster a corporate culture that is suited for this purpose.

We believe that one of the areas in which our corporate culture is lacking is the promotion of diversity and
the realization of diverse work styles. To further address this issue efficiently, ambitiously, and sometimes
passionately, we have established initiatives that contribute to the improvement of engagement, and we
would like to add Ono's uniqueness to these efforts, expressing our human capital and disclosing it to all of
you.

18



I Training to Nurture the Next Executive Talent and Globally Competent Talent

\

Purposs Nurture future candidates for mana QEI'I"IEI"‘I‘[
) . Future candidates for Future candidates for division
Target el business site heads heads and executives

Selected
young employees

Selected talented Selected

Selected candidates for senior

JUSE} aARNIEKS [N

Training (around 30 years &mpll:ry'.ees L il A e management positions
years okd
old}
Duraticn 8 months . 1 year [ 2 years 4 years _./

GSIP: Global Skill Improvement Program | Ayear A

GSIP* is a program aimed at developing talent who can exert an impact on the entire company
by exercising leadership and adequately working with other members in a domestic and/or
Global team in any situation.

“The purpose is not on improving foreign language skills.

Cross-cultural communication
The ability to build relationships of trust with people with different values

and cultural backgrounds _/

e} juajadwos Kjeqo|s
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For example, in the area of management talent development, we would like to continue to develop talent by
dividing them into four generations.

All training will be selective, and a system of replacement training is envisioned. First, for young trainees
around 30 years old, for those around 35 years old who are one step away from management, for those in
their 40s for young managers who are finally starting to see their managerial positions, and finally for those
who have done such senior management positions before as executive candidate human resources, we have
implemented this 1,000-day program over a four-year period.

We will train approximately 20 young people a year, 100 people in five years. The next-generation 20 people
ayear, 100 people in five years, 20 people in the next generation, 100 people in five years, almost on a rotating
basis. We would like to create a situation where there are always about 250 next-generation candidates in
the pool.
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I Four Growth Strategies and the Management Infrastructures

Dedicated to the Fight against Dizsease and Pain

Aiming to be a global specialty pharma

Growth Growth Growth Growth
strategy strategy strategy srategy
1) 2} 13) 4
L ER T TFET e
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of product value Bk _ ]
4 Expansion of
- From a ¥ ¥
. business domains
patient-centered
perspective -
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In addition, we need to develop professional specialized talent who can promote the four growth strategies,
and for this, we need to ask each one what functions they need to perform and what kind of talent they need
in order to realize these growth strategies. In order to visualize the situation, we are now envisioning about
700 candidates for talent development in all divisions.

We are planning to train 80% to 90% of them within three years over the next five years, and we intend to
invest in the development of specialized talent in the future.
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IStrengthening the Management Infrastructures /

Enhancing the management infrastructures and supporting the growth strategies by
expanding intangible assets

4 Human capital expansion

» Cross-functional talent development
(Next Executive talent, Globally Competent talent, Digital talent, Core
Innovation talent)

# Specialized talent development
(Talent suited to each growth strategy)

~ Development of organizational culture
(Promoting Diversity [DE&I] and Working Style Reform}

# Enhancing employee engagement

# Digitaland IT # Strategic Investment 4 Corporate branding
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The next step is to further foster an organizational culture for this purpose.
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IPromntion of Female Participation

Plan Period: April 1, 2021 to March 31, 2023 (2 years)

(1) Low percentages of female managers and female candidates for managers

Target: Increase the percentage of women among candidates
for managers to 15% or more
As of December 1, 2022: 15.5%

(2) Creation of a working environment conducive to work-life balance

Target: Increase the percentage of male employees taking
child-care leave to 75% or more
As of the end-December 2022: 75.6%
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| believe that as to diversity, a typical example of which is the promotion of female employees, we have been
very behind in this regard.

In the last two years, we tried to train such female employees in the assistant manager class, one step away

from managers. We have been working toward our goal of having women account for at least 15% of
employees at this level. We were able to achieve this goal finally.
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IActivities to promote Female Employee Participation

Foster a corporate culture that respects personal values and strives to create an

organization that embraces diverse opinions
# KPls set in light of the external and internal environments

KPls (for 2031): Women accounting for at least 20% of managers

KPIs (for 2026): Women accounting for at least 10% of managers

Increase the percentage of female managers and make the transformation of our

corporate culture visible in four years
Percentage of female managers

Empowerment measures in place beginning to increase as a
due to company-wide awareness of result of empowerment and a
the need for more female transformed culture

managers, resulting from a focus
on empowerment and cultural

Targets set and transformation
systems/structures established. _
Commitment made by senior and EZ[t,.azl:l? ﬁuzﬁ;
top management 5 iIishmen
2024
Penetration
2023
Introduction
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This time, we will increase the number of female managers to at least 20% of the total by 2031. We would
like to set a specific goal of 10% or more by 2026.

Of course, | don't think it should be just about numbers. Looking at the current status of our female employees,
we have a certain number of female employees when they join the Company. Until about 10 years after joining
the Company, there is almost no difference in the number of women and men in the top 25% of positive
evaluations.

However, the next decade will make a difference. In short, there is a gap in the timing of life events, and we

would like to introduce new measures to solve this problem and work toward our goal of achieving 10% or
20% ratio of women in management positions.
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IPDSt-COVID Work Style (From May 2023 onward)

To foster a sense of unity and allow diverse working styles at the same time,
telecommuting rules will be

Set by Each Division, in principle.

Optimal work s

- In principle, an opportunity for face-to-face communication should be provided at least twice a month,

e.g., by holding a meeting attended in person by all members of the team.
- In principle, participants (except for voluntary participants) should keep the camera on during online

communication.
- In principle, wearing appropriate attire is also required on the day of telecommuting.

In principle, there is no limit to the number of telecommuting days available to

employees with special reasons (e.g., pregnancy, childcare, nursing care),
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Next, | would like to make a few introductions from the perspective of diverse work styles.

We believe that all companies have advanced remote work due to the COVID-19 pandemic. Remote work
style post-COVID-19 must be well defined for us in the future.

Our goal is to increase efficiency in remote work while at the same time achieving team building, two
outwardly contradictory outcomes that are firmly in place.

As for ONQ's approach, even if we uniformly adopt remote work, there are places where it is possible and
places where it is not. It is assumed that the level of involvement will differ depending on the department,
such as those working in manufacturing plants, those in research departments, those in digital-related fields,
and those in sales departments.

Therefore, face-to-face meetings that contribute to team building should be held at least twice a month, and
this is a mandatory. We will then set other rules by department, and try to achieve both efficiency and team-
building, and we will implement these efforts.

We would like to further study the future operation of the program while evaluating its effectiveness.
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Ilndividual Diversity Development Program 1: Expansion of the Open
Recruitment System

For the purpose of promoting employees' career development and enhancing the organization’s vitality and
competitiveness through personnel exchanges, we will solicit job offers from each department and reassign personnel by
matching those offers with applicants.

(1) At least 3 years since joining Ono
Eligibility (regardless of the number of years since joining the
current team)

ilj;";t;‘:; Removed {no limits)
FY2020 | FY2021 FY2022
MNo. of departments with job
| offers ' 13 ' 14 34
Mo. of matching applicants
s 48 (100) 37 (79) 134
Successful applicants 8 6 25

- Eligibility relaxed and job offer limits removed
» Expanded career opportunities

Evolving to a system that encourages

- Slides introduci iting d rtment ade
b ALl L LN et acll UL e L L employees’ career development and voluntary challenges

available
» Encourage applications based on an
understanding of the offered jobs
=» Help reduce mismatched assignments
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Next, we are expanding one of our open recruitment programs called the Individual Diversity Development
Program.

Since joining the Company, once our employees have continued to grow in the department of Sales, Research,
Development or other fields, they tend to be optimal in each department with their established values.
Therefore, we would like to challenge personnel affairs that straddle departments as much as possible.

As one of the attempts, we have been actively enlightening and educating our employees, saying, "Let's raise
hand boldly and take on the challenge to work in other departments through open recruitment system."

In FY2022, we had 34 departments recruiting, 134 people raised their hands, and as a result of the matching
process, 25 people took on the challenge to work in new departments. We intend to further expand this
program in the future.
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Individual Diversity Development Program 2: (Expansion of
the Open Recruitment System)
Introduction of an internal challenge job system

+  Thosewho want to try a different role but are concerned about suitability

* Those who are not thinking about moving to another department right now but want to
broaden their perspectives by learning more about other departments

+ Those who want to know about the work in a specific department or deepen exchanges
with people in other departments

+ Teams that are looking for opinions from various points of view but cannot afford to
increase the staff immediately

Mon Tue Wed Thu Fri
Perform head officé duties
& while staying in Kjfushu
' el .

& (80%) 23 -

(20%) &
[Applicants] 87 :

[Participants] 20
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As a unique system, we have the second programs to develop individual diversity, the Challenge Job System.

It means that if you have a five-day per week and actual five working-days, you will challenge to work at
another department for one of those days, namely for 20% of the week. We have started this program first
for our MRs at the Sales and Marketing division, to encourage this challenge by raising their hand, who may
consider what kind of work is done and whether there may be work that might be suitable for them, although
they may hesitate to raise their hand in an open recruitment process.

Eighty-seven people raised their hands, and twenty people actually took on challenge jobs. This has led to the

discovery of new talents beyond our expectations, and we are in the process of verifying this. If possible, we
would like to expand this to all divisions to discover diverse talents and develop individual diversity.
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IStrengthening the Management Infrastructures /

Enhancing the management infrastructures and supporting the growth strategies by
expanding intangible assets

4 Human capital expansion

» Cross-functional talent development
(Next Executive talent, Globally Competent talent, Digital talent, Core
Innovation talent)

# Specialized talent development
(Talent suited to each growth strategy)

~ Development of organizational culture
(Promoting Diversity [DE&I] and Working Style Reform}

# Enhancing employee engagement

& Digitaland IT 4 Strategic Investment & Corporate branding
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Lastly, to improve employee engagement.

Although we have not yet reached the point where we can provide specific details, we would like to improve
employee engagement by expanding the existing award system and introducing a system to motivate
employees through the revision of the personnel system that we are currently working on. We would like to
present these things as an integrated package, as a new human capital expansion soon in front of all of you.

That is all.
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Environmental Promotion Structure

President, Representative Director

Corporate Executive Officer

Head of Corporate Communications Fujiyama Plant

CSR Committee

: _ Yamaguchi Plant
(Drganizer: TSR Promotion Section) i

Joto Pharmaceutical Product Development Center

Environmental Management Committes _ _
Minase Ressarch Institute

Climate Change ‘Water Recycling Resource Recycling

Tsukuba Research Institute
subcommittes subcommittes subcommittee

Head Office, Sales Offices, and Other Offices

B Environmental management system compliant with 150 14001 (production sites)

Production site name Certification status
Fujiyama Plant Certified
Yamaguchi Plant Certified
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Tani: | would like to explain our efforts to protect the global environment and improve access to healthcare.
First of all, we have established this environmental promotion structure for the protection of the global

environment. We have established and are proceeding with a company-wide promotion system tied to the
President.
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IEnvironmentaI Vision (established in 2019)

Recognizing that our business activities benefit from the environment and aiming to realize a sustainable and affluent
society, we have adopted the envirgnmental vision, "Environment Challenging Ono Vision (ECO VISION 2080) and are
striving to resolve environmental issues in view of the future in 2050

m Environment Challenging Ono Vision m Three Priorities
(ECO VISION 2050) Medium- to long-term targets and
annual targets set to pursue them

/“ Realization of a
decarbonized society
ECO VISION 2050

Environmest Challenging Ono Vision
Realization of a water

recycling society

Ervdedn o 3% & Wepd v CRr gy bor o e rvaval
challaage in the pharmacsuticsl induiny Hhat
premmeled e triies of 3 baoll by, Sawid seColy
by crealing nscystie sharmaceccal produsts.

Realization of a resource

recycling society

Dadicated io Bha Fight
mgaingt Dissaws and Pain

Threats in 2050
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In 2019, we formulated our medium- to long-term environment vision, ECO VISION 2050, with a view to the
future in 2050.

We have been promoting our activities by setting up the medium- to long-term goals and annual targets with
three priority issues of “Realization of a decarbonized society,” “Realization of a water recycling society,” and

“Realization of a resource recycling society.”

However, with the aim of further accelerating these efforts, we have reviewed and set up the new medium-
and long-term targets, which we released yesterday. Today, | would like to briefly explain our new medium-
to long-term environmental targets.
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New Medium- to Long-Term Environmental Targets

< 2050: Zero greanhowse gas emissions from internal sources

- 2035: Zero greenhouse gas emissions from internal
SOUrCes

- 2025: Carbon neutrality” within Ono
* Med zaro emissions aftar carbon offsatting

H,O

- 2030; 15% reduction of water intake per

production volume unit*
(FY201 1 &= the base vear)

" Unit of production = Waler inlake | Mumber of boxes produced = 100

D
+ 2030: 15% reduction of indusirial waste per unit of
production®
(FYHN7 as the base year)
- Work o reduce the environmental impact of cur business
activities

- 2030: Sales growth rate = Water consumption
increase rate
(FYHT as B base yoar) (Agpicalde o Ono business siles)
- Strengthen water pollution risk management and business
partners risk management

- 2030: Recycling rate of all unneeded materials =80%

(Applicsble o Ono planls, research mslildes, ogsiics cenlers)
- By 2030: 100% of paper used for individual packaging
boxes for our marketed products to be made from eco-
friendly materials

= Unit of production = Tolal ndustrial waste §© Humber of boxes produced = 100
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Here are new medium- and long-term targets.

As for the targets for the realization of a decarbonized society, we have moved up the target year for achieving
zero greenhouse gas emissions in Scope 1 and 2 to 2035, which was originally set for 2050 in the original plan.
As a precondition for this, we have added the goal of achieving our own carbon neutrality by FY2025.

We have also reviewed our goals for the realization of a water recycling society. Until now, we have simply
focused on the amount of water resources used and have been working toward the goal of reducing the
amount of water intake per production volume unit by 15% by FY2030, compared to FY2017. Our revised
goals are to keep the rate of increase in water consumption below the sales growth rate and to strengthen
water pollution risk management and risk management of our business partners.

We have also reviewed our targets for the realization of a resource recycling society. The new goal is to
achieve a recycling rate of 80% or more for all unneeded materials by 2030. The target will be our own
factories, research institutes, and logistic centers. In addition, we aim to change 100% of the paper used for
individual packaging boxes for our marketed products to be made from eco-friendly materials by 2030.
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Realization of a Decarbonized Society RE100 LA aiee
(Updated) ‘CLIMATEGROUP | ¥cpp .- | -

- Our medium- to long-term targets for greenhouse gas emission reductions {(our own emissions) have been
approved by SBTI as science-based targets.
- To accelerate our efforts toward a decarbonized society, the target year to achieve zero Scope 1+2 emissions has been
moved up from 2050 to 2035.
- We will further increase the use of renewable energy (we joined RE100" in 2020).
* An international initiative aimed at sourcing 100% renewabie
@ Roadmap to zero Greenhouse Gas emissions (Scope 1+2) electricity for business activities

Greenhouse gas emissions (10kt-C0Oy)
6

- 0 Process efficie |
Greenhouse gas emissions with no action v
5—
A powe |
|

4— © Transition to
renewable elect ricity

Achieve carbon neutrakity Achievi nut 2ero through
through the use of the introduction of
carton meutral oty gas new technology to Scope L
ard gy
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This shows our roadmap for achieving a decarbonized society.

In our previous plan, we aimed to achieve zero greenhouse gas emissions in Scope 1 and 2 by reducing energy
due to streamlining processes such as investments in energy-saving equipment, introducing solar power
generation, switching to a renewable energy power menu, and introducing, although not currently available,
new technologies.

As a result of this revision of our target, we intend to switch to a renewable energy electricity menu to achieve
100% renewable electricity for power purchased at our factories and research institutes by 2025. For gas, we
intend to utilize carbon-neutral city gas and other credits as well.
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IPriority of Greenhouse Gas Reduction Measures

l Priority I ngm >L0w
IEMA'S - .
management
hierarchy
Create
systems that
eliminate Promote : 7
energy use energy (Minase Research Institute)
v Activities for green COQSgNaﬁon
sustainable activities Introduce
chemistry v Replacement with ;enner;lable
fficient heat ergy
v Leveling of it s v
o electricity demand source 1acibel‘.‘s facilities
Priority of : . ¥ Introduction of solar
our measures | v Large capacity power generation
electricity storage
s Procure
carbon neutral

energy

‘ 5 7 v Switch to carbon -
W : eutral cit \
- (Minase Research Institute) ? oo ) \
v Use credits >
(Yamaguchi Plant) [ /

Pﬂorhy of Our GNC Emission Rndﬁcoon Measures
{Source Created by Ono based on materials from
ENECHANGE Ltd ) M ono muswcama om. 38 /46

This is the priority level for specific greenhouse gas reduction measures.

A high priority is avoidance, so-called creation of a system that does not use energy, and then reduction by
promoting energy-saving activities, as well as introduction of renewable energy equipment as an alternative,
etc. which is one of measures for introduction of solar power generation. Lastly, the credit will be utilized to
offset emissions.

Currently, we would like to invest approximately JPY5.2 billion by 2030 in equipment costs for solar power
generation installation sites and electrification facilities at the Fujiyama Factory.
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Climate-related Financial Disclosures (Risks) Tcm‘

* Endorsed the recommendations of the Task Force on Climate-related Financial Disclosures (TCFD) in October 2018

» Disclosed actions in the categories of governance, strategy, risk and opportunity management, and indicators and targets, as
recommended by the TCFD

*  Working to integrate the risks into Enterprise Risk Management System and updating the risks annually

! Risks Related to Climate Change and the Effect on Finance and Business
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As shown in the Corporate Report, we disclose risks and opportunities in terms of disclosure of climate
change-related financial information.

Here are the four risks extracted from the analysis. We anticipate a financial impact of JPY1.9 billion for the

risk of increasing decarbonization burdens, JPY600 million for the conversion of carbon taxes to procurement
prices, and JPY2 billion for flood risk.
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Climate-related Financial Disclosures (Opportunities) TCFD

« Endorsed the recommendations of the Task Force on Climate-related Financial Disclosures (TCFD)in October 2019

« Disclosed actions in the categories of governance, strategy, risk and oppertunity management, and indicators and
targets, as recommended by the TCFD

«  Working to integrate the risks into Enterprise Risk Management System and updating the risks annually

! Opportunities Related to Climate Change and the Effect on Finance and Business
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On the other hand, as opportunities, we anticipate opportunities, including JPY2.3 billion due to the
establishment of indicators and the system development related to resource efficiency, and JPY500 million
due to the expansion of business opportunities through the addition of indications of existing drugs and the
enhancement of the library of new compounds.

Changes in the impact of this modification in product mix are reviewed annually based on a risk analysis.

34



IEfforts to Improve Access to Healthcare m

Value Creation Value Presarvation
(Erason rsks)

Material issue: Respect for human rights
v Human rights risk management

¥ Improving access to healthcare

i Strengthening of Corporate Govemnance

Drug shortage Insufficient medical Weak finances
= Drugs not agproved Infrastructure + Unakle to pay for treatment %
= Drugs mot supplied « Lack of medical professicnals, * Mo health insurance system

institutions, or equipmeant
= Distrust of medical institutions

Deliver innovative new medicines, Build medical infrastructure
by obtaining approvals for rare through partnership with NFOs

diseases and pediatric use
(inzhidng proveson via paringrs)
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From here on, | would like to explain our efforts to improve access to health care.

We are committed to improving access to health care as one of our materialities, which is respect for human
rights.

One of our efforts to improve access to health care is to deliver innovative new drugs, including those for rare
diseases and pediatric indications, to address the issue of drug shortages.

In addition, to address the issues of insufficient medical infrastructure and lack of economic strength, we are
working in partnership with NPOs to build medical infrastructure.
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IEffurts to Improve Access to Healthcare

Drug shortage

# Obtain approvalfor rare diseases and pediatric use

QPDOIVO intravenous
infusion

Kyprolis for
intravenous infusion

Demser Capsules

Braftovi Capsules

Mektovi Tablets

Velexbru Tablets

Omnoact for
intravenous infusion

Qrencia for
intravenous infusion

&

Approved indications forrare diseases

Malignant melanoma, Hodgkin lymphoma, Malignant
plevral mesatheloma, Cancer of unknown primary

Relapsed ar refractory multiple myeloma

Impravermnent of catecholamine excess and various
5 in pheachromocytoma

ERAF mutation-positive malignant melanoma
NRAS or BRAF mutation-positive malignant
clanoma

Primary central nervous system lymphoma
Waldenstrdm's macroghobulinemia
Lymphoplasmacytic lymphoma

Life-threatening refractory and emergent cardiac
arrhythmias;

ventricular fibrillation and hemodynamically unsiable
ventricular tachycardia

Approved indications for pediatric use

Relapsed or refractory classical Hodgkin lymphoma

mprovement of status of catecholamine excess secretion

in patients with pheachromeoeytoma

Tachyarrhythmia (swpraventricular tachycardia, atrial
fibrillation and atrial fiutter) in patients with low cardiac
function

Actve palyarticular uvende diopathic arthrtis
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This is an initiative to improve access to health care. Each product approved for the treatment of rare diseases

and pediatric diseases are listed here.

In this fiscal year, ONOACT was approved for the treatment of tachyarrhythmia in pediatric patients with low

cardiac function.
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IEfforts to Improve Access to Healthcare

Insufficient medical Infrastru:ture* Weak finances &

# Build medical infrastructure through partnership with NPOs

ONO Bridge Project

Helping regions with poor medical infrastructure overcome challenges on their own not only by making donations
but also by contributing to improving their access to healthcare over the medium to long term through unified

efforts of employees
<2022-2026>
Cambodia “ Myanmar
Partner: Japan Heart Partner: People's Hope Japan
Program to improve access to healthcare for Program to improve access to healthcare Additional
pediatric patients for pregnant/postpartum women e aSUres
- Develop skills of Cambodian medical professionals - Develop human resources and condect expected
- Set up medical equipment required for advancesd regional healthcare activities to improve
medical care matemal and chikd healthcare

- Offer free medical sendces throwgh mobile clinics

HHB-F021 ONO SWITCH Project
Switch the funds cbtained through working style reform to donation
Support improvement of access to healthcare in Cambodia, Myanmar,
Bangladesh, Bhutan, ete
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As part of our efforts to improve access to health care, we are currently working with a non-profit organization
(NPO) under the ONO Bridge Project to address the lack of medical infrastructure and economic strength.

Specifically, we are working with Japan Heart on a program to improve access to medical care for pediatric
patients in Cambodia by training skilled medical personnel, setting up medical equipment necessary for
advanced medical care, and providing free traveling clinic services in the region.

We are also working with People's Hope Japan on human resource development and community protection

activities to improve maternal and child healthcare in Myanmar in cooperation with the program to improve
access to maternal health care.
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IExternaI ESG Evaluations
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Through these efforts, we are currently receiving high ratings from external ESG evaluations.

Lastly, since FY2018, external evaluations on ESG have been gradually increasing. In FY2022, CDP selected us
for the A-list in climate change for the fifth consecutive year, in recognition of our measures against climate
change.

We have also been selected for the A-list in water for two consecutive years.

We believe that we are one of only four pharmaceutical companies in the world to have received this double-
A certification for climate change and water, and we are highly commended for this.

In addition, the DJSI, the world's leading ESG investment index, has selected the Company as a component of

the DJSI World Index and the DJSI Asia/Pacific Index for three consecutive years. This has also positioned us
as the sixth ranking in pharmaceutical domain in the world.

38



IEffectively Using External ESG Evaluations
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Regarding external ESG evaluations, while it is naturally important to obtain a high evaluation, we look at
what points are evaluated in the external ESG evaluations.

In other words, we believe that the point is what is required by society, and that sharing and working together
with all related departments and divisions to address these issues, along with those in the background, will
ultimately lead to increased corporate value.

We will continue to challenge ourselves to realize a sustainable society and company by sincerely listening to
external voices.
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Question & Answer

Questioner 1: | have some questions. In the section on human capital, you explained in detail some of your
initiatives, such as the development of specialized talent, but | feel that these initiatives are focused on
internal talent. | would like to know how you think about the recruitment of external talent.

In the human right section, | thought it was unique that you included access to medical care in a human right,
but | have heard from other companies that it is difficult to select NGO partners and manage the progress of
the project. Please let me know what you are doing in this area.

Tsujinaka: | would like to start by answering your question about the recruitment of external talent. Our
intention is to develop talent within the Company, but not limited to internal development, as it includes
visualizing the talent we need. If we cannot meet the needs within the Company, we will take on more and
more people from outside the Company.

Questioner 1: | see. So, would it be correct to say that they will be recruited from outside and trained in a
similar system?

Tsujinaka: Yes, | would like to work on both sides.
Questioner 1: Are you saying that there is no distinction between inside and outside the Company?
Tsujinaka: That is correct.

Tani: Regarding the improvement of access to health care, | will answer. We have started our relationship
with NPOs around 2020. At the time, we were working with these NPOs in the ONO SWITCH project. In
addition to Japan Heart and People's Hope Japan, we have been working with several other NPOs, including
the Japan Committee for Vaccines for the World's Children, which provides support for Bhutan. In the course
of our discussions, we have decided to work in cooperation with these two NPOs, based on our evaluation of
the past activities.

As for management, we have received messages from NPOs which are placed on our intra-site, and are
confirming what kinds of activities have actually been carried out in the field.

If possible, we would like to visit Cambodia by ourselves to get a better grasp of the situation once the COVID-
19 pandemic has subsided. As for Myanmar, there is political unrest there, and so it is difficult for us to go
there. We have received video messages from people who are there, and are confirming the situation.

Questioner 1: | understand very well. | hope you keep providing feedback on your initiatives.

Questioner 2: It is about updating the medium- to long-term environmental targets. | would like to know how
you are analyzing the progress against the existing goals, and what is the background and reason for the
updates. Is it because the world is more demanding and you have updated accordingly, or is it because you
have made good progress in your previous efforts, or is it because technological innovation has raised the bar
for what you can aim to achieve in the future? | would like to know more specifically about this background.

Sagara: There are several key points. First, the demands of the world and the environment have changed
dramatically.
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The other thing is that we announced the medium- to long- term environment targets in 2019. At that time,
our efforts were highly regarded as pioneering and, in a sense, challenging. As a company, we have been
working to become the industry's leading environmental company. However, since then, each company has
announced their own plans, and when we looked at the contents of those plans, we saw that we might be
able to plan to implement various activities by 2035, or in some cases, by 2030. As a result, we renewed our
plan this time.

We have been working with the plan in stages, where we had set a goal for 2050. Progress has been made
according to the plan so far. However, moving up the date from 2050 to 2035 will require further investment,
and we would like to move forward while obtaining consensus on this point as well.

Questioner 3: This may be a bit out of line with ESG, but | would like to ask you a question. Historically, your
company has been involved in various initiatives in open innovation through the collaboration with Kyoto
University and has made various efforts since then. In particular, | believe that you are working to seek out
open innovation in the US, including US startups and partnerships with the UC system.

It hasn't been that long yet, but there are still many aspects of the bio-industry that are drying up in the US.
Are there any assets or seeds in this area? Or will prices go up or down? Is there any update on those matters,
or the next vein of open innovation, including the most recent developments, or not? Please let me know if
you can comment on anything about that.

Sagara: | think that there are new veins. Although there are various external and environmental factors, we
are working on the basis that we believe we have new business chances in the field of view we are seeing.

As | mentioned earlier, the main points are whether the partners are of the world's top level and whether we,
as a company, can continue to provide support. These are significant points where we have reached the

current collaboration with them.

[END]
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