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SECTION 04 At a Glance-Non-Financial Information

At a Glance; Non-Financial Information rv2o2s/3 resuits

Male Childcare Leave @

Cumulative Number of Utilization Rate

Environmentally
Certified Properties

Ell

| i 0B 21 4 %
Cumulative Offset of I Ratio of Female ] (0]
Greenhouse Gas Emissions buildings Managers
The childcare leave utilization
The number of environmental certifications rate for men increased
obtained during the real estate significantly by +11.4 percentage
revitalization project period E)homts chpared to
3 t-co,e (average of 1.5 to 2 years) is also increasing. n % € previous year.
Greenhouse gas emissions generated As of April 1, 2025, the ratio
from real estate revitalization construction of female managers is 9.2%.
are 100% offset by utilizing We aim to increase this to
biomass-derived J-Credits. 15% by FY2035.
o Ratio of Outside >
Directors n
Average Years of Service Jf\i@
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rrg8§ - years Training Hours Ratio 00
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Paid Leave Utilization Rate &( IB) OUtor 1ot aer
=~ ut o IFrectors,

The average years of service for 4 are independent outside directors.
both male and female employees
have been increasing year by year.

- %

The goal is to achieve

The acquisition rate exceeds the average a training hours ratio of 12%
of 65.3% reported in the Ministry of Health, or more relative to prescribed
Labour and Welfare’s 2024 Comprehensive working hours.

Survey on Working Conditions.
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,re aterial

Sustainability Vision Three Material Issues

We value our Credo of altruism and will contribute to the realization

of a sustainable society through our business activities. Materiali Environmental s frontier In the real estate revitalization business
ateriality Protection we gll_’n to enhance environmental sustainability by o
significantly reducing waste and greenhouse gas emissions.
. o . . S As a frontier in sustainable regional revitalization,
SUStalnablllty Promotion Framework Materiality 2 2:3;;Tiazlation :g we will create sustainable regional economic growth
> through our office, hotel, and tourism businesses.
To contribute to the realization of a sustainable society and enhance long-term
corporate value, we have established a “Sustainability Committee” chaired by the As a frontier in philosophy-based management,
President & CEO, with the Head of the Sustainability Promotion Office as Vice we will spread the concept of “altruism,” which is
Chair. The committee members include sustainability officers from each business W, indispensable for realizing a sustainable society.
division, with outside officers serving as advisors. Based on our management
philosophy and corporate philosophy, the committee strongly promotes
initiatives that help address social issues. Materiality Identification Process

While referring to various frameworks such as the SDGs, ISO 26000, and GRI Standards,
Board of Directors we integrated the perspectives of stakeholders with those of our management to discuss

N _ various social issues that need to be addressed. Through direct dialogue with stakeholders
Report Supervision / Instructions and insights and advice from experts, we organized our awareness and direction, and
Consultation identified material issues with the approval of the Board of Directors.
President & CEO Sustainability Committee
Recommendations . Report . .
) 1\ Collaboration Identification Process
Consultation
- Risk Verification Committee Extraction Evaluation Action Monitoring
Recommendations )
Executive Directors’ Collaboration
Meeting Risk Management Committee *Risk Verification Committee *Sustainability *Risk Verification
9 Report *Risk Management Committee Committee Committee
*Risk M t
Report Supervision / Instructions Report Instructions «Each Group Company / Cgmmirgggemen
Business Division «Board of Directors

Related Organizations
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SECTION 04

Sustainability Management

Indicators and Targets

Materiality | 1

Environmental Protection

tschlgl;isdsglfssed Key Initiatives Specific Initiatives Indicators KPIs & Targets ':R\gﬁ)ﬁg Related SDGs Goals
ﬁgﬁ?{iig?ﬁzg?ﬂgﬁuﬁ Gas Emissions CO2 Emission Reduction Rate Compared to Reduction Rate: 12% 12.8%
Real Estate Rethahzat\or? Building Reconstruction (Theoretical Value) e
Offsetting Greenhouse Gas Emissions from :
. Construction in Real Estate Revitalization Carbon Offset Implementation Rate in Real Estate Carbon Offset Implementation Rate: 100% 100%
Reduction of through Credits Revitalization Properties
Greenhouse Gas .
i icei Compared to FY2022
Global Warming Eml.ssmnsAerrr.\t. Reduction of Greenhouse Gas Emissions Greenhouse Gas Emissions (Scope 1, 2) FY2030: 22% reduction 1.7%
Caused by Greenhouse | PYSIN€SS ACUVILIES | rom n-house Business Activities pe (Annual 2.7% reduction) increase
Gas Emissions FY2050: Carbon Neutral
Reduction of Greenhouse Gas Emissions across _ _
the Supply Chain (Upstream/Downstream) Greenhouse Gas Emissions (Scope 3)
Expansion of Number of Solar Power and Other Facilities Installed
Renewable Energy Use Renewable Energy Development Initiatives in Our Developed Commercial Properties and Hotels
Extension of Economic Service Life of Rate of Extension of Economic Service Life Average Extension Rate: 30% or more 59.5%
Extending the Buildings through Real Estate Revitalization ) :
Healthy Lifespan of Occupancy Rate of Buildings Over 30 Years Old Average Occupancy Rate: 90% or more 92.8%
Real Estate Improving Occupancy Rates of Aging
) Buildings through Total Real Estate Support | Building Management Continuation Rate to Achieve the Above | Building Management Continuation Rate: 98.0%
Resource Conservation (Occupancy Rate of Buildings Over 30 Years Old) 90% or more >R
and Waste Reduction
(Biodiversity) tsr:lrgﬁre;Sp‘?grsgt?gﬁ%f;eegE:ggasm Resource Input/Waste Reduction Rate Reduction Rate: 40.9% / 49.3% o
Reducing Rethaghzation Compared to Building Reconstruction (Theoretical Value)
Environmental — —
Impact in Real Estate| Environmentally Friendly Building and Eﬂl\\/lgsvngfeﬁnct:IDC;/gllggfﬁg)nntsAcqwsmon Rate
T . : N -
Revitalization (E)r:g‘criEﬁgi‘é‘f@:m&ggf;yes for *For real estate revitalization/owned buildings, acquisition is 100% Acaquisition
considered based on building characteristics
Reduction of Plastic Waste Plastic Waste Reduction Initiatives o o
Rellviien Eraveriisn Environmentally in Hotel Operations (Number of Hotels Implemented)
d Wat Conscious, Safe ——
gr;nsefngion and Secure Hotel Thorough Water Sanitation Management in éxeﬁ‘%t\%nhssig of Equipment Inspections such as Water Leak/ Rosum
i uality — _
Operations Hotel Operations Number of Hotels Introducing Water-saving Equipment/Fixtures E
Materiality (|2 Regional Revitalization
fgg:lisjgre;sed Key Initiatives Specific Initiatives Indicators KPlIs & Targets FR&S&? Related SDGs Goals
Cre_ating Buildings, v v _ Fv2023: 30% EOuG T
Offices, and Spaces Percentage of Newly Supplied Replanning Properties FY2025- 50% 76.0% M
e Exceeding Internal Standards FY2030. 70%’ = ‘I'
Revitalization of the “Worthwhile Work” Promotion of Real Estate Revitalization )
Regional Econom . with Consideration for Well-being
9 y and “Creativity” ‘ » e
Contributing to Tenant Survey (Satisfaction Survey) Conducted Annually Completed &

Economic Growth

(Company-owned Properties)
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SECTION 04

Sustainability Management

Indicators and Targets

Materiality |2 Regional Revitalization

tschiZIAsdsgrSesssed Key Initiatives Specific Initiatives Indicators KPIs & Targets FRL?S&? Related SDGs Goals

Provision of Setup Offices Equipped Numb £ Office Secti - d with Di FY2024: 20 units

i i with Disaster Prevention Tools and umoer o ice Sections Equipped with Disaster FY2027: 50 units 33 units

Respon_se to Dlsaster Prgventlon Installation Spaces Prevention Tools or Installation Spaces FY2030" 75 units
Increasingly Severe |and Mitigation through
Natural Disasters Regional Cooperation | providing Information to Enhance Tenants' | Posting Rate of Disaster Prevention Information on 100% 100%

Awareness of Disaster Prevention Dedicated Websites (Company-owned Properties) ° °

Creating Buildings, et
Decline in Japan’s Offices, and Spaces ,/"
Working Population | that Provide Expansion of Conversions and Provision of Real Estate Products Addressing i
Due to Declining “Worthwhile Work” | Provision of Assets to Address Declining Birthrate, Aging Population, and Other — —
Birthrate and and “Creativity” Regional Issues Regional Issues
Aging Population Contributing to
Economic Growth

Decline of Regional
Economies Due to Solving Regional eination i : ; pre—
Overconcentration Issues through Egghlchp&te‘(lm in Regional Activities at Acquisition of SDGs Partnership Certifications 17 fneais
. . ’ o ’ Promoted by Local Governments and Participation — —
in Urban Areas / Community Regional Revitalization Projects in Regional Activities
Depopulation in Revitalization Centered on Sado
Rural Areas
Materiality 3§ Human Resource Development
tS:CBigl,,_l\S;greesssed Key Initiatives Specific Initiatives Indicators KPIs & Targets FRZ?,SI%?, Related SDGs Goals

Development of Workplace

Environments and Provision of Flexible 9.2%

Decline in the
Working-Age
Population
(Reduction in
Actual Labor Force)
Due to Declining
Birthrate and Aging
Population, and
Elimination of the
Gender Gap

Respect and
Utilization of

Training Opportunities Tailored to
Employees’ Life Stages

Ratio of Female Managers (Sun Frontier Fudousan)

FY2035:15% or more

(As of April 1,2025)

Enhancement of Systems that

Considering the Introduction of Various Systems

GENDER
EQUALTY

¢

Diversity Respect Diversity - B
chggbsr\‘tr;%ncogr;g\rrgtépgr‘tvyer(;c‘strytmcat\oms Efforts to Obtain Third-party Certifications — —
Development of Next-generation . . ] ’ con
Leadership Programs and Support Training Hours Ratio to Prescribed Working Hours 12% or more 12.0% A
Systems for External Training (Sun Frontier Fudousan) . Ul
Creating I : hout
Workplaces with Utilization of DX, Business Process Ordinary Profit per Hour Achieved

“Worthwhile Work,”
“Creativity,” and
“Opportunities for
Growth”

Improvements, and Enhancement of
Individual Capabilities

(Per Full-time Employee at Sun Frontier Fudousan)

Increase year-on-year

(35.6% Increase)

i

Holding Seminars Aimed at Promoting
Employees’ Physical and Mental Health,
Creating an Environment Where Each
Employee Can Work in Good Health
Both Physically and Mentally

Seminars Conducted by Industrial Physicians, etc.

Twice or more annually

Office Environment Improvement

Promotion of Health and Productivity Management

DECENT WORK AND
ECONOMIC GROWTH

o
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SECTION 04 Stakeholder Engagement

Policy and Approach on Stakeholder Engagement

At Sun Frontier Group, we value dialogue with all stakeholders involved with our Group—including employees and their families, customers,
business partners, shareholders and investors, and local communities. We strive to build good relationships with them and aim to evolve into a group
that works together with stakeholders to address social issues and continuously take on the challenge of creating future value.

©) ©)

O
Employees and Their Families UU l

Main Activities / Dialogue Opportunities

* Various In-house Events ¢ Club Activities

* Training Based on ¢ Sun Frontier Family Day
Human Resource « Intranet
Development Policy « Employee

* Promotion Of Health and Engagement 5urvey
Productivity Management Whistleblowing System

Examples of Activities

Implementation of Sun Frontier Family Day

This event is held to express gratitude—"Thank you
always”—to the families and partners who support

our employees daily, and to give them a more familiar
understanding of the company, work, and colleagues.

The purpose is to promote the creation of a workplace that
values families and colleagues and to enhance well-being.

Shareholders and Investors—@—

Main Activities / Dialogue Opportunities

« Briefings for Securities Analysts and Investors

¢ Individual Meetings with Domestic and Overseas
Securities Analysts and Investors

* General Meeting of Shareholders, Shareholder
Meetings, etc.

Examples of Activities

Constructive Dialogue and Value Creation
with Shareholders and Investors

We conduct over 100 dialogues annually with investors

and analysts, with not only the IR department but also the
management team actively participating. Valuable opinions
obtained through these dialogues are fed back to the Board of
Directors, leading to further initiatives to enhance corporate value.
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Employees and Clients
Their Families

Q _
o Lo

SUN FRONTIER
Shareholders Business

and P
artners
Investors

\

Local Communities

O
g\ Kﬂ Local Communities

Main Activities / Dialogue Opportunities

* SDGs Initiatives

* Participation in Regional
Social Contribution Activities

« Agreements on
Cooperation in Disaster
Prevention Activities

Examples of Activities

Regional Revitalization Projects

As the number of inbound tourists attracted by Japan’s charms (culture,
history, nature, food, hot springs, hospitality, etc.) increases rapidly, we
are focusing on regions that embody such “Japanese excellence.” We
are taking on regional revitalization projects themed on the unique
attractions and characteristics of these regions. In Sado City, Niigata
Prefecture, we are promoting regional revitalization centered on the
tourism industry and have already created over 150 jobs.

M |

Clients
Main Activities / Dialogue Opportunities

e Daily Sales Activities * Tenant My Page
e Sun Frontier Owners Club « Tenant Satisfaction
« Owners’ Appreciation Survey
Evening (Social Gathering) ¢ Exhibitions and Events
* Website, SNS etc.

Examples of Activities

Tenant Satisfaction Survey

We conduct annual satisfaction surveys in the form of
questionnaires for tenant companies. We share customer
feedback and market trends and work to improve
satisfaction. The various inputs received through the
surveys are used to continuously improve and maintain the
quality of our products and services.

@ Business Partners

Main Activities / Dialogue Opportunities

* Daily Procurement * Social Gatherings

Activities (SunSun-kai)
e Partner Companies’ « Declaration on Partnership
Meetings (Kyoei-kai) Building

Examples of Activities

Declaration on Partnership Building

By promoting collaboration and mutual prosperity with

suppliers in the supply chain and business operators aiming

at value creation, we declare our commitment to building new
partnerships. We focus on ensuring mutual prosperity throughout
the supply chain, fostering new collaborations that transcend scale
and affiliations, and complying with the “Promotion Standards.”

Details on stakeholder engagement are also disclosed on our website.
https://www.sunfrt.co.jp/sustainability/en/social/stakeholder_engagement/



SECTION 04 Environment

Environmenta
Protection

Materiality

Vision

As a frontier in the real estate revitalization business,
we aim to enhance en_vwonmental sustainability o
by significantly reducing waste and greenhouse gas emissions.

Based on our corporate philosophy of “avoiding the waste of limited resources,” as a frontier
in the real estate revitalization business, we have set concrete initiatives and KPIs such as
extending the economic service life of office buildings and achieving high occupancy through
sound management and operations, with the aim of solving social issues.

Social Issues to
Be Addressed

)—( Key Initiatives ) —(

Specific Initiatives and Targets (KPIs)

)

*Reduction of
Greenhouse Gas

Global Warming Emissions from

Caused by Business Activities
Greenhouse Gas -Expansion of
Emissions Renewable Energy

Use

+Extending the

Healthy Lifespan of
Resource Real Estate
Conservation and -Reducing
Waste Reduction Environmental
(Biodiversity) Impact in

Real Estate

Revitalization

Suppression of Greenhouse Gas
Emissions from Construction through
Real Estate Revitalization

Offsetting Greenhouse Gas Emissions
from Construction in Real Estate
Revitalization through Credits

Reduction of Greenhouse Gas
Emissions from In-house
Business Activities

Extension of Economic Service Life
of Buildings through Real Estate
Revitalization Construction

Improving Occupancy Rates
of Aging Buildings through Total
Real Estate Support

Suppression of Resource Input/Waste
through Promotion of
Real Estate Revitalization

Environmentally Friendly Building and

Office Development
(Initiatives for Environmental Certification)

CO, Emission Reduction
Rate Compared to
Building Reconstruction

Average Reduction of 1 2 %or More
(Theoretical Value)

100«

Carbon Offset Implementation Rate
in Real Estate Revitalization Properties

Carbon Offset
Implementation Rate

FY2030 2 2 %Reduction
(Compared to FY2022) (Annual 2.7% Reduction)

FY2050 Carbon Neutral

Greenhouse Gas Emissions
(Scopel,2)

Rate of Extension of

Economic Service Life Average Extension Rate 3 O %or More

Occupancy Rate of Buildings

Over 30 Years Old Average Occupancy Rate 9 O %or More

9 O %or More
Suppression Rate 40.9% /493 %

(Theoretical Value)

1 O O %Acquisition

Building Management Continuation Rate
to Achieve the Above (Occupancy Rate
of Buildings Over 30 Years Old)

Building Management
Continuation Rate

Resource Input/
Waste Reduction Rate
Compared to Building
Reconstruction

Environmental Certification Acquisition Rate
in New Office Developments

“For real estate revitalization/owned buildings, o
acquisition is considered based on building characteristics
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SECTION 04

Environment

Climate Change Initiatives

Disclosure Based on TCFD Recommendations

To accurately understand how climate change-related risks and opportunities may
affect corporate management, including finance, we recommend disclosure aligned

with the four elements—“Governance,

» o » o

Strategy,” “Risk Management,” and “Metrics

and Targets”—and continue to enhance disclosures based on the four items
required by the TCFD recommendations.

Disclosure Elements

Overview

Governance

We recognize response to climate change and environmental issues
as critical management priorities. The Sustainability Committee
collaborates with the Risk Verification Committee to compile risks and
opportunities and regularly reports them to the Board of Directors.
The Board supervises the progress of initiatives discussed and
reported by the executive departments and addresses related issues
as agenda items at least once a year.

Strategy

Based on the TCFD recommendations, we conducted scenario
analysis to identify climate change-related risks and opportunities.
Using scientific evidence such as that from the International Energy
Agency (IEA), we defined 1.5°C and 4°C scenarios and assessed the
significance of climate-related risks and opportunities that could
impact our business by 2030.

Risk Management

We have established a Sustainability Committee and formulated
company-wide risk management regulations to address overall
sustainability issues, including climate change. The Risk Verification
Committee extracts and evaluates risks reported by the Risk
Management Committee, after which the Sustainability Committee
considers response measures. Risk responses are implemented by
each business division and Group company. Furthermore, the Risk
Management Committee reports on comprehensive risk management
status and responses to the Board of Directors.

Metrics and Targets

We calculate greenhouse gas emissions as an indicator for evaluating
climate change-related risks and opportunities. In FY2021 and
FY2022, we calculated Scope 1 emissions (fuel use: CO,), Scope 2
emissions (purchased electricity: CO,), and Scope 3 emissions (other
indirect emissions: CO,). Going forward, we will continue to monitor
greenhouse gas emissions, expand the coverage, pursue reductions,
and advance the development of systems and target setting.

Il 52 Sun Frontier Integrated Report 2025

List of Risks and Opportunities

Among the risks and opportunities we have identified, those with a business
impact level of “medium” or higher are listed.

Impact on Business

) . . . Timing
Major Details of Risks and and Finance i
Category Subcategory Opportunities o o of Risk

1.5C 4C Occurrence
Overall
- Stakeholder Concerns .
Tragisslilon Reputation about Insufficient ESG Medium — E/]c?r?‘uTmertrg
Responses 9
Real Estate Revitalization Business
Raising energy efficiency
Transition | Policy and standards to be met in Medium o Short
Risk Regulation | repairs results in additional Term
capital investment costs
Increased costs for
. upgrading air conditioning )
PhRyisSEal Chronic equipment in owned Small Medium M.?Sr‘ﬁnm
properties and rising
energy costs
~ Improvement of
Products envwonmentql performance
) of properties through ) ) Short
Opportunity Se?\lji?:es replanning increases sales Medium | Medium Term
prices to investors and
building owners
Hotel and Tourism Business
Growing tendency to
pursue high environmental
s . performance construction -
Tragisslﬁlon gg“ilya?ig?w results in shortages of high- Medium — MTeecir\r%m
¢ performance materials and
rising labor costs due to
concentrated construction
Contributing to regional
conservation and
Products coexistence with nature Medium
Opportunity and in areas where hotels Medium | Medium Term
Services are located enhances
reputation and increases
guest numbers




SECTION 04

Metrics and Targets

Environment

Greenhouse Gas Emissions

(Unit: t-CO,e)

Consolidated

FY2022 Annual

FY2023 Annual

FY2024 Annual

Emissions Emissions Emissions
Scope 1 3,238 3,392 3,642
Scope2 7,634 7,281 7,608
Scope3 — — 210,557
Scope 1 0.0 0.0 0.0
Scope2 213 88 162
Scope3 153,108 148,641 168,918
Notes:

Scopel: Emissions from gas and gasoline use
Scope2: Emissions from electricity use
Scope3: Other indirect emissions

- Calculation Periods: FY2022 (Apr 2022 - Mar 2023), FY2023 (Apr 2023 - Mar 2024),
FY2024 (Apr 2024 - Mar 2025)

- Disclosure Scope: Domestic and overseas consolidated subsidiaries

- Calculation Method: Market-based

Among the two methods—location-based (calculated using Japan’s average
emission factor) and market-based (calculated using emission factors of individual
power companies)—we adopt the latter, the market-based method.

Emission factors used for Scope 2: Actual emission factors of electricity suppliers for

FY2021, FY2022, and FY2023

From FY2024, the calculation scope for Scope 3 has been expanded to the entire
consolidated Group.
(From FY2022 to FY2023, only the Replanning Business was included.)

For Category 1 calculations, from FY2024 we adopted the Recycled Content Method
(Cut-off Method).

Greenhouse Gas Emission Reduction Targets (Compared to FY2022)

FY2030

FY2050

FY2024 Result

Total Scope 1
and Scope 2

22% Reduction
(Annual 2.7% Reduction)

Carbon Neutral

3.5% Increase
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Calculation Method for Scope 3 Greenhouse Gas Emissions

(GIESile1lela Category Details

Calculation Method

Purchased Goods and

Multiply the amount recorded as cost of goods

Category 1 Services sold and inventories during the fiscal year by
the emission factor
) Multiply the increase in fixed assets during the
Category 2 Capital Goods fiscal year by the emission factor
Catesomry 2 Fuel- and Energy-related | Multiply the energy consumption calculated
gory Activities under Scope 1/2 by the emission factor
Upstream Transportation .
Category 4 and Distribution Not applicable
) Multiply the amount of industrial waste
Category 5 \éVagEgtiGoenr;erated n disposed of by us as the waste generator
P during the fiscal year by the emission factor
) Calculated by multiplying the annual business
Category 6 Business Travel travel expenses by the emission factor
Calculated by multiplying the number of
Category 7 Employee Commuting employees at fiscal year-end by the number of
business days and then by the emission factor
Category 8 Upstream Leased Assets | Not applicable
Category 9 Downstream Transportation Not applicable

and Distribution

Category 10

Processing of Sold
Products

Not applicable

Category 11

Use of Sold Products

Calculated by multiplying the total floor area
of properties sold during the fiscal year by
the remaining useful life and then by the
emission factor

Category 12

End-of-life Treatment of
Sold Products

Calculated by multiplying the total floor area
of properties sold during the fiscal year by the
waste unit factor and emission factor

Category 13

Downstream Leased
Assets

Calculated by multiplying the energy consumption
of tenants occupying leased properties during the
fiscal year by the emission factor

Category 14

Franchises

Not applicable

Category 15

Investments

Not applicable
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Environment

Biodiversity Conservation

Policy on Environmental Conservation, Natural Capital, and Biodiversity

Environmental Philosophy

In the 21st century, human ego has led to serious problems such as environmental
destruction, resource depletion, global warming, and the emergence of water
risks. With the aspiration of “Happiness to People, Love to the Earth,” we
recognize the impact of our business activities on the global environment,
biodiversity, and water resources, and aim to contribute to the progress and
development of human society by realizing an environmentally friendly circular
business model that reduces waste of resources and environmental destruction.
Under our corporate philosophy of “avoiding the waste of non-reproducible
resources and contributing to the lasting prosperity of humanity, flora, and fauna
on Earth,” we seek to coexist with the global environment, promote the effective
use of resources and environmental conservation through our business activities,
and endeavor to preserve natural capital and biodiversity, thereby contributing
proactively and continuously to environmental protection.

Business Policy

To reduce the waste of fossil resources, we will develop a real estate business
based on the principles of regeneration, utilization, and circulation.

o’

» -

- -

Action Guidelines

1

We engage in the following environmental conservation activities, striving to
reduce environmental impact, prevent pollution, and mitigate or avoid adverse
impacts on natural capital and biodiversity.

* Through our business, we will improve the efficiency of resource use, and provide
products and services that contribute to reducing greenhouse gas emissions,
conserving resources and reducing waste, preventing pollution, and conserving
water resources.

* With a constant focus on customer satisfaction and social contribution, we will strive
to form a circular society where our business coexists with the environment itself.

As part of our voluntary management activities, we will conserve energy, save
resources, and reduce water consumption.

*« We will raise awareness of environmental contribution among stakeholders, and,

in cooperation with customers and building management companies, engage in
energy-saving activities, waste reduction, and conservation of water resources and
ecosystems in our owned buildings.

*« We will actively participate in volunteer activities such as cleaning and tree-planting.

In our business activities, we will comply with environmental laws, regulations,
and other requirements.

We have designated “Environmental Protection” as one of our material
issues in sustainability management. To achieve this policy on environmental
conservation and biodiversity, we set specific initiatives and KPIs, conduct
regular reviews and revisions by the Sustainability Committee, and strive for
continuous improvement.

We will promote environmental education and awareness-raising activities to
enhance employees’ environmental awareness, while publicly disclosing our
policy on environmental conservation, natural capital, and biodiversity.

Announcement of Endorsement of the “Keidanren Declaration of Biodiversity and Action Guidelines”

and Participation in the “Keidanren Biodiversity Initiative”

Our Group has expressed its endorsement of the “Keidanren Declaration of
Biodiversity and Action Guidelines”' and has joined the “Keidanren Biodiversity
Initiative”?, which is composed of supporting companies and organizations, to further

promote effective resource use and environmental conservation through our business

activities, as well as the preservation of natural capital and biodiversity.
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2. Keidanren

Y& Initiative for
Notes: Biodiversity
1. “Keidanren Declaration of Biodiversity and Action Guidelines”
https:/www.keidanren.net/kncf/en/committee/guidelines

2. “Keidanren Biodiversity Initiative”
https://www.keidanren-biodiversity.jo/logo_en.php




SECTION 04 Environment

Examples of Environmental Protection Initiatives

| 1 | Real Estate Revitalization in Harmony with the Environment | 2 | An Era of Recycling in Office Relocation

In our real estate revitalization business, rather than simply demolishing

and rebuilding aging buildings, we identify and maximize their potential,
revitalizing them into highly profitable, functional buildings. In doing so,

we suppress the waste of fossil resources, enhance resource productivity, and
promote the business as one that coexists with the environment.

To measure the environmental contribution of our real estate revitalization
business, we conducted simulations using the Architectural Institute of
Japan’s LCA Tool', assuming 50 years of building operation, and estimated
resource inputs, waste generation, and reductions in LCCO,?. The simulation
was based on an office building—the most common type in our revitalization
projects—in terms of age and floor area.

Notes:

1. Building LCA Tool Ver.5.0 - Evaluation Tool for Global Warming, Resource Consumption, and Waste Measures

2. Life Cycle CO, (LCCO,): Evaluation of CO, emissions throughout all stages, from product manufacturing,
transportation, sales, use, disposal, to reuse

Comparison with Rebuilding and Standard Buildings

4,899t Reduction Note: CO, Reduction Amount

Resource Input | 3| Initiatives for Third-party Certification
Waste Generation 1182t Reduction EquwalenF to the annual CO, emissions
of approximately 1,591 cars m ) ) .
CO,Emissions 3,660t-CO, “Annual CO, emissions per car: h®) For six properties under our management, we have obtained
Reduction e, 2,500 e (Minisiny of the Envirenmment Geie “BELS” certification, an evaluation system stipulated
under the 2016 Ministry of Land, Infrastructure, Transport
Comparison of Resource Comparison of Waste Comparison of Life Cycle and Tourlsm Notification No. 489_“QUIde‘JI|nes for Energy
Input over 50 Years Generation over 50 Years CO, Emissions over 50 Years Consumption Performance of Buildings,” based on the Act
Unit: kg/m? Unit: kg/m? Unit: kg-CO,/m? on the Improvement of Energy Consumption Performance
3.990 800 6,398 15 19 Reduction of B_undmgs. We will continue to promote the acquisition of
40.9% Reduction environmental and other certifications.
_\— - 49.3% Reduction 5,178
2,357
406
- | 4 | Initiatives for Greenhouse Gas Reduction

Rebuilding Renovation Rebuilding Renovation Renovation
Plan Plan Plan Plan Standard Plan

I Renovation
M Energy

Reconstruction Repairs
Maintenance H Disposal

New Construction
Hl Demolition

Premises and Basis

We selected a 30-year-old, approximately 3,000m? central Tokyo office building as the model, and
estimated its environmental contribution over 50 years (the service life of SRC office buildings).

Rebuilding: In cases where the building is rebuilt every 35 years
Renovation: Revitalizing aging buildings without demolition (long-life buildings)
Standard: Assuming an unrenovated 30-year-old building
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In office leasing, it is customary
to dismantle and remove all
partitions, fittings, interiors,
and equipment when tenants
vacate, returning the space to
its original condition, which
results in resource waste. Since
2009, motivated by the idea
of "mottainai” (no waste),

we have been operating
“Sonomanma Office,” a search
site for furnished setup offices.

As part of our efforts to
reduce greenhouse gases,

we installed a solar power
generation system on the
rooftop of “Tabino Hotel
Kashima” and also introduced
storage batteries to reduce
peak electricity demand.

As a result, approximately
15% of the annual electricity
consumption can now be
covered by renewable energy.

EYSAENMALEATI <R

cMFELFEFATTA!

Sonomanma Office

'ﬂ https://www.so-office.jp/
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Regional

Materiality 2 . . . . . . . . . .
Revitalization As a frontier in sustainable regional revitalization,

vision  we aim to create sustainable economic growth in local
communities through offices, hotels, and tourism businesses.

Through the office buildings we provide in our real estate revitalization business and the hotels
and tourism facilities we operate, we aim to revitalize surrounding communities, create lively
and vibrant areas, and work together with users and local residents on disaster prevention and
mitigation, thereby realizing a sustainable society together with the community.

( Socigldl(;s?gsessego Be )_( Key Initiatives >_< Specific Initiatives and Targets (KPlIs) )
FY2023 3 O %

-Development of Buildings, Ratio of Newly Supplied

Offices, and Spaces that Replanning Properties FY2025 5 OO/

Revitalization of Provide “Work Satisfaction” Promotion of Real Estate Revitalization That Exceed Internal Standards ?
Local Economies and “Creativity” with Consideration for Well-being 70

FY2030 %

Contributing

to Economic Growth
Tenant Satisfaction Survey

(Company-owned Properties) Conducted Annually

FY2024 2 O units

Provision of Setup Offices Equipped
. i with Disaster Preparedness Tools or 5 O .
ReSpor‘_se to *Disaster Prevention and Dedicated Installation Space Pzey L
Increasingly Severe Mitigation through Regional 75 .
Natural Disasters Collaboration FY2030 units

Provision of Information to Enhance

Posting Rate of Disaster Preparedness
Tenants’ Disaster Preparedness Awareness 1 O O %

Information on Dedicated Website
(Company-owned Properties)

Decline of Local

Economies due to +Addressing Regional Ef/rltzlglcialzlg?e:n FECICUEINAGATIES Acquisition of SDGs Partnership Certifications Promoted
izati i . S . by Local Governments, and Participation
Urban Centralization Issues through Community Regional Revitalization Projects inyRegionaI Activities P

Depopulation Revitalization Camiered on Sede
in Rural Areas
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Revitalization of the Regional Economies

Through office buildings, hotels, and tourism facilities, we create vibrancy in local communities while working with users
and residents on disaster prevention and mitigation, aiming to realize a sustainable society.

Achievements and Challenges

In Tokyo’s 23 wards, small- and medium-sized buildings account for about 90%
of the total, with approximately 80% of those being over 20 years old. Many such
aging buildings lack proper management. Through our real estate revitalization
business, we minimize waste of resources and promote the regeneration

of aging buildings into their most suitable uses via renovations and conversions,
thereby bringing renewed vitality. This contributes to building a sustainable urban
environment while addressing community and social challenges.

Number of Office Buildings in Tokyo’s 23 Wards
— Tokyo’s 23 Wards

9,350 buildings

Small- to Medium-sized Buildings Large-scale Buildings
(Total floor area 300-5,000 tsubo) (Total floor area of 5,000 tsubo or more)

8,589 buildings 767 buildings

Building Age Building Age
years years
75 75
70 70
65 65
60 60
Pre-1981 Earthquake Pre-1981 Earthquake
55 Resistance Standards: Resistance Standards: 55
50 1,930 buildings (22%) 95 buildings (12%) 50
45 45
40 40
35 35
30 30
Over 20 Years Old: Over 20 Years Old:
25 | 7,425 buildings (86%) 480 buildings (63%) | 2°
20 20
15 15
10 Less than 20 Years Old: Less than 20 Years Old: 10
5 1,164 buildings (14%) 281 buildings (37%)
Numbe 0 °
u "
of Bulldinas 800 600 400 200 [0} 200 400 600 800

Source: Created by the Company based on “Tokyo 23 Wards Office Pyramid 2025 (by number of buildings)”

(Xymax Real Estate Institute)
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Promotion of Real Estate Revitalization with Consideration for Well-being

Regional Revitalization is positioned as one of our three material issues.

One specific initiative to address this issue is the “Promotion of Real Estate
Revitalization with Consideration for Well-being.” To advance this, we established
and began operating our in-house evaluation standard, the “Sun Frontier Wellness
Score (SWS),” in FY2022

| Overview of Sun Frontier Wellness Score (SWS)

Referring to the evaluation standards of CASBEE Wellness Office, developed and
operated by the General Incorporated Foundation Center for Housing and Building
SDGs, we assess 44 selected items relevant to medium-sized offices across five
dimensions: “Health & Comfort,” “Convenience,” “Safety & Security,” “Operations &
Management,” and “Programs.”

| Operational Status in FY2024

In FY2024 (April 1, 2024 to March 31, 2025), 25 properties were evaluated, of which
19 met the SWS (in-house) standards, resulting in a 76% provision rate. We will
continue striving to further increase the proportion of properties that meet the
SWS standards.

Ratio of Newly Supplied Replanning Properties Meeting SWS Standards

Fy2025  S0% Fy2030 /0%

or more

or more or more
Result Fy2023  68.8% Fy2024  7/6.0%
or more or more

Case Study of Building Revitalization
Using SWS

A West Coast-inspired interior concept

was clearly reflected in private areas,

with a central table to promote employee
interaction, emphasizing functionality.
Lighting and interiors were designed in an
integrated manner to create the appropriate
atmosphere for each use. Preliminary checks
using interior perspectives were conducted,
while common areas combined unity with
high design quality.
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Disaster Prevention and Mitigation Initiatives

Our Group, as a “Frontier in Sustainable Regional Revitalization,” aims to foster sustainable economic growth in local communities through office,
hotel, and tourism businesses. To safeguard this foundation, we are strengthening measures against natural disasters and working together
with local communities and tenants to advance disaster prevention and mitigation.

\ 1 \ Disaster Prevention and Mitigation through

Regional Collaboration

We place great importance on fulfilling our

role as a member of the community in times of
disaster and are enhancing collaboration with
municipalities and local residents. As part of
these efforts, HIYOR/I Ocean Resort Okinawa has
entered into a “Disaster Prevention Cooperation
Agreement” with Onna Village, Okinawa
Prefecture. Leveraging its elevated location, the
resort is opened as an emergency evacuation
site. In addition, it provides disaster supplies,
food, and rest areas for stranded individuals and
temporary evacuees, thereby supporting the
safety of local residents. Furthermore, through
regular disaster drills and the establishment

of safety confirmation systems, we are raising
the disaster awareness of each employee while
simultaneously contributing to the enhancement
of regional disaster resilience. At our Group
hotels across Japan, we aim to serve as reliable
bases of safety for local communities in the
event of a disaster. Such collaboration with local
communities embodies our corporate mission
of “providing safety and security to society,”
and we will continue to expand partnerships
tailored to regional circumstances to contribute
to building disaster-resilient commmunities.

Key Provisions of the Agreement

Under the agreement with Onna Village,
HIYORI Ocean Resort Okinawa will:

® Open its facilities as an emergency evacuation site;

® Provide disaster supplies and stored food;

© Offer rest areas for stranded or temporarily evacuated

individuals; and
@ Facilitate information-sharing to strengthen
community disaster resilience.
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\ 2 \ Setup Offices Equipped with Disaster Preparedness Tools
and Dedicated Space

Our setup offices incorporate disaster
preparedness tools and dedicated
storage space in advance, enabling
tenants to be prepared from the time

of move-in. This allows tenant companies
to enhance their disaster readiness while
reducing the burden of initial installation.
In FY2024, 33 units were provided,

with a target of 75 units by FY2030.

By providing setup offices equipped
with disaster preparedness tools and
dedicated space, we aim to expand
“office environments that raise disaster
awareness,” thereby helping to ensure
business continuity for companies and
peace of mind for their employees.

| 3| Provision of Information to Enhance Tenants’ Disaster
Preparedness Awareness

Our company actively disseminates
disaster-related information through
a dedicated tenant website, supporting
the enhancement of tenants’ disaster
preparedness awareness. In company-
owned buildings, 100% of disaster response
procedures and evacuation information
are published on the dedicated website, S
establishing a system that enables quick 734|~7J9
access to necessary information. FoARE
In addition, we provide disaster manuals
and reference materials for BCP (Business
Continuity Plans) to support preparedness
actions. Beyond simply providing office
space, we value our role as a partner who
safeguards safety alongside our tenants
through office management.

'II///I//l/IIIIIIIlIl/l/III
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Regional Revitalization Business

When local regions thrive, Japan thrives. With the rapid increase of travelers fascinated by Japan’s culture, history, nature, cuisine, hot springs,

and hospitality, we are focusing on regions that embody the charm of “Japan’s uniqueness,” taking on regional revitalization projects

that leverage their distinctive appeal.

Regional Revitalization Initiatives Centered
on Hotels

In 2017, we established Sun Frontier Sado and began
full-scale regional revitalization projects, starting
with Sado City in Niigata Prefecture, which we know
well. Under the theme “Revitalize Sado through
Tourism!”, we are leveraging the appeal of this
destination blessed with attractions Japan is proud
of. Centered on hotels, we are developing businesses
such as taxis, sightseeing buses, and rental cars to
revitalize the community, aiming to provide a model
of regional revitalization nationwide.

Furthermore, the circle of regional revitalization
projects continues to expand to Miyakojima City in
Okinawa Prefecture, Rokkasho Village in Aomori
Prefecture, and Sakata City in Yamagata Prefecture.

Participation in Regional Activities
at Each Hotel

At hotels operated by our Group throughout Japan,
we are promoting initiatives aligned with the SDGs,
with the goal of obtaining SDGs-related certifications
from local governments for all hotels. Guided by

the mottos of “sustainable tourism” and “revitalizing
communities,” we prioritize the preservation of
regional culture and the environment, and actively
promote diverse initiatives.

4< Examples of Activities >7

Tabino Hotel Sado
‘ &

Tabino Hotel Kashima

We welcome local
elementary school students
for “Town Exploration” visits,
allowing them to observe
bed-making and large baths.

A community food drive
initiative "Kizuna BOX" has
been set up in the hotel, where
guests and staff together
participate in activities that
support the local community.
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Initiatives in Each Region

Rokkasho Village,
Aomori Prefecture

;% \i‘! W wa
@ Tabino Hotel Sado

©

@Tabino Hotel
Live Sado

World Cultural Heritage

Aikawa Tsuruko

Gold and Silver Mine

Lodge -
Sakata City,
. — Yamagata Prefecture

[10)

Sado Island,
(3) Niigata Prefecture

Ryotsu Port

¥

World Cultural Heritage

Nishimikawa
Gold Mine

Miyakojima City,
Okinawa Prefecture

- FELVn-

@ Kigaruni Rent a Car

- mm = .y

(A HOTEL OOSADO

@ SRk A S —

© Okesa Kanko
Taxi Co., Ltd

(® Operation of Coral Port
restaurant inside Miyako
Shimojishima Airport

@ Guesthouse Le Bleu
Sado SAWANE

@ HOTEL AZUMA

©) Tabino Hotel Rokkasho
(Scheduled to open
October 2026)

{® Tabino Hotel lit Sakata
(Scheduled to open
January 2027)

b -

{@Tabino Hotel
lit Miyakojima
(Opened June 2021)

@ Construction
and sale of rental
condominiums
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Human
Resource
Development

Materiality

Vision

As a frontier in Philosophy Management, we aim to spread
the concept of “Altruism,” which is essential for realizing

a sustainable society.

Since our founding, our Group has consistently managed its business based on the philosophy of
“Altruism” as our corporate credo. We pursue human resource development grounded in ethics,

morality, and the values of integrity and compassion as the foundation of humanity, while aiming
to create a workplace environment that offers “work satisfaction,” “creativity,” and “opportunities

for growth.”

Social Issues to Be
Addressed

Key Initiatives

)~

Specific Initiatives and Targets (KPIs)

)

Declining working-
age population due
to low birthrate
and aging society
(effective labor
force decline)

and elimination

of the gender gap

*Respect for and utilization
of diversity

-Creating workplaces that
provide “work satisfaction,”
“creativity,” and “growth
opportunities”

Improvement of workplace environments
and provision of flexible training opportunities
tailored to employees’ life stages

Enhancement of systems
that respect diversity

Acquisition of third-party certifications
measuring corporate diversity

Development of Next-generation Leadership
Programs and Support Systems
for External Training

Utilization of DX, Business Process Improvements,
and Enhancement of Individual Capabilities

Holding Seminars Aimed at Promoting Employees’
Physical and Mental Health, Creating

an Environment Where Each Employee Can Work
in Good Health Both Physically and Mentally

Improvement of office environments

Ratio of Female Managers
(Sun Frontier Fudousan)

Consideration of introducing various systems

Initiatives to obtain third-party certifications

Ratio of Training Hours to Prescribed
Working Hours (Sun Frontier Fudousan)

Ordinary Profit per Hour Worked
(Per full-time employee at Sun Frontier Fudousan)

Holding seminars
by industrial
physicians, etc.

Promotion of Health and Productivity Management

1 5 % or more by FY2035

1 2% or more

Increase year-on-year

At least tWICe a year

B GO Sun Frontier Integrated Report 2025
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| Roundtable on Human Capital |

Masaki Oikawa Mitsuhiro Ninomiya Hisae Yokoi
General Manager,
General Affairs Department,

Corporate Administration Division

Executive Director,
Senior Executive Officer,
Head of Corporate
Administration Division

General Manager,

Human Resources Department &
Human Resources Department,
Corporate Administration Division

Cultivating People with

an “Altruistic Spirit” to
Build a Corporate Group
That Contributes to Society

Individual Fulfillment and Growth Drive Increases in Corporate Value

Empathy with Our Management
Philosophy Is the Core of Hiring

—— Sun Frontier Fudousan practices
philosophy-driven management
centered on the corporate credo

of “Altruism.” How is this reflected

in HR policies and initiatives?

As a corporate value, the
conviction that “the purpose of life

is to help others as many as we can
throughout our lives” is deeply rooted

Oikawa
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within our company. For example, among
our action guidelines is the item “Work
for your colleagues.” This is based on

the idea that by first being of service to
those around us, we ultimately contribute
to helping our clients.

First and foremost, at the hiring stage
we welcome people who resonate with
this belief. As a result, many employees
approach their work with the motivation
to “do something for others” and “work
hard for others.”

No matter how capable

a person may be, it is vital that they
share this value. While some may be
driven solely to boost sales or focus on
personal success, we place importance
on hiring and developing people who
want to help many through real estate
and to make society better.

Clients feel “| can trust this person”
and “l can entrust my valuable assets to
this person” because they recognize the
person’s character and earnest attitude

Ninomiya

toward work. In short, what matters
most is the person’s mindset.
Accordingly, our employee
education does not focus solely on
real-estate knowledge or skills; we first
emphasize philosophy, ways of thinking,
and integrity as human beings. For
example, our new-employee training
includes visiting Kagoshima—the
birthplace of many great figures who
accomplished the Meiji Restoration
and laid the foundations of modern
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Japan, and a place closely associated
with Kazuo Inamori, the proponent of
Amoeba Management and a key source
of our management philosophy. Our
people-development program begins
by encouraging employees to reflect
on fundamental questions such as
“How will | use my life?” and “For what
purpose do | work?”

Close Relationships Foster Trust
among Employees

In that context, what kind
of corporate culture is unique to
Sun Frontier Fudousan?

Yokoi Because people who
empathize with our philosophy gather
here, the distance among employees

Masaki Oikawa

General Manager,

Human Resources Department &
Human Resources Department,
Corporate Administration Division

Il G2 Sun Frontier Integrated Report 2025

Mitsuhiro Ninomiya
Executive Director, Senior Executive Officer,
Head of Corporate Administration Division

is close and there is a generosity that
warmly welcomes colleagues. In our
employee engagement survey, the
response to “Do you feel accepted
by those around you?” was far above
industry and national averages—
symbolic of our culture.

In fact, | once left the company and
rejoined ten years later, yet | never felt
a ten-year gap. Being welcomed back
so warmly is very characteristic of our
company’s culture.

Given the nature of our
business handling real estate, we

value above all the field, actual assets,
and reality above all. Accordingly,
communication among employees is
centered on meeting face-to-face to
deepen mutual understanding.

Our closeness is one of
our strengths. Ultimately, work is built on

Oikawa

Ninomiya

human relationships, so as a company
we intentionally implement initiatives to
bring people closer together.

For example, we encourage
opportunities within teams to get to
know one another, and the company
subsidizes up to three “konpa” (team
gatherings) per month as forums
for serious discussion. In addition,
as mentioned earlier, we organize
employee training trips, as well as
sports training camps based on the
participation of all employees. By
continuing such initiatives, we have
fostered a culture of caring for each
other and working for one another.

However, having close relationships
also carries the risk of problems
that arise from being too close. That
is precisely why our philosophy is
necessary. With human integrity at
the core, it is important to convey it
repeatedly through education
and daily work.

Taking on Responsibility Early
and Growing as Leaders

In our Medium-Term Management
Plan (FY2026-FY2028), we list
“Strengthening Human Resource
Base” as a key initiative. What specific
measures are you implementing?

One is the development
of leadership talent. Under Amoeba
Management, expanding the

Ninomiya

organization through amoeba division
requires a steady stream of leaders.
To that end, we focus on educating
and developing leaders based on our
management philosophy.

Hisae Yokoi

General Manager, General Affairs Department,
Corporate Administration Division

For example, we assign younger
employees to serve as organizers
for internal events, giving them
experience in planning and managing
projects as those responsible. It is a
demanding role in which they must
think through everything themselves—
from scheduling to designing flows so
that all participants can act smoothly.
Yet at the end, being told “thank
you” by everyone makes it a precious
opportunity to devote oneself to
colleagues and feel the joy of having
that effort recognized.

**Amoeba Management” is a registered trademark of Kyocera Corporation.
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There are also many opportunities
to take on challenges in our daily work.
When entrusted with responsibilities,
the first gateway to becoming a leader
is whether one can properly guide
a single member as a senior or OJT
instructor. As the number of members
grows from one to two and beyond,
it evolves into a team, and eventually
into a department.

In our real estate revitalization
business, a project team is formed

for each property, and members are
assembled to drive execution. In some
cases, employees are appointed as project
leaders in their first year. Because day-to-
day work offers many occasions that call
for leadership behavior, people naturally
develop a stronger awareness as leaders.
When launching new
businesses, we value “starting small
and scaling up,” and there is a “let’s
try it first” atmosphere. In that sense,
we have an environment where young
people can take on challenges without
fear of failure.

Oikawa

Ninomiya

We aim to build an organization
where diverse talents are motivated
and can thrive.

Oikawa  With the working-age
population declining nationwide,
securing talent is a major challenge.
While it is a prerequisite that new

hires empathize with our culture, we

Il 63 Sun Frontier Integrated Report 2025

open our doors to a broad range of
people—women, seniors,
and non-Japanese employees.

We are developing environments
where such diverse people can heighten
their motivation and sense of purpose
at work, take on new challenges, and
grow themselves.

We believe it is important
to respect and leverage diversity. In
mid-career hiring, we are not seeking
only immediate contributors. We have
many employees aged 65 and over
who are active in their respective
fields, and we are actively hiring non-
Japanese employees, particularly in our
hotel business.

Ninomiya

Yokoi We also recognize the
promotion of women’s advancement
as an important issue, and we are
working with specific measures and
KPls. Currently, women account
for about 36% of employees, and
as of April the ratio of women in
management is 9.2%. We aim to raise
this to 15% or more by FY2035.

Women are often affected by life
events, but our company has already
built an environment where women can
work for the long term. The childcare
leave take-up rate among female
employees is 100%, and unless there
are special circumstances, they return
to work and balance child-rearing and

their jobs. Our challenge now is how
to support those who want to further
advance their careers.

We are therefore holding one-on-
one meetings with employees who are
taking or about to take maternity or
childcare leave to consider what the
company can do to support them. Since
each employee’s circumstances and
wishes differ, we are exploring every
possibility—for example, what support
would be needed if someone wishes to
return early, or what assistance can be
offered if someone would like to work on
developing their skills during the roughly
two years of leave in preparation for
returning to work. As our company is now
in its 26th year, many of the employees
who joined as fresh graduates are still
relatively young, and there are still few
model cases of building a career after
returning from childcare leave. Therefore,
we intend to begin by listening carefully
to employees’ voices and then translating
those insights into concrete measures
going forward.

While we will continue to support
women'’s empowerment, achieving
numeric targets is not our end goal.
What matters is that all employees—
not only women—can be more active.
We advocate creating workplaces that
provide “work satisfaction,” “creativity,”
and “growth opportunities.” If we
realize this, the number of women in
management will naturally increase.
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A Culture and Systems that Support
Each Individual’s Challenges

—— What initiatives are you advancing
to create workplaces that provide “work
satisfaction,” “creativity,” and “growth
opportunities”?

As mentioned earlier, we
value an environment where even young
employees are entrusted with major
responsibilities and can challenge what
they want to do.

For example, we do not conduct
uniform, periodic job rotations. With
regard to transfers, we strive to respect
each person’s wishes and career plans
as much as possible and to provide
opportunities for growth.Within our

Ninomiya

Our Approach
to Human Resource Development

Together with colleagues who share the value

of the corporate credo “Altruism,”

we will foster people with a frontier spirit
who can pioneer new domains to realize
a sustainable and prosperous society.

Soil = Corporate Climate and Culture
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Trunk = Passion and Motivation

performance management framework,
we regularly review each individual’s
medium- to long-term career plan, and
employees can consult with HR at any
time. When launching new businesses,
we sometimes recruit members through
internal postings, creating a system in
which anyone who wants to take on the
challenge can raise their hand.

Oikawa A major feature of our
company is that, as a comprehensive
real estate enterprise, we are engaged
in a variety of businesses in-house.
Even within real estate, companies
are often divided by business type—
brokerage, management, etc.—but
at our company, by staying long-
term, employees can leverage their

Flowers/Fruit = Colleagues’ Happiness,
Customer Satisfaction,
Social Contribution

strengths and aptitudes to grow in
various directions.

You are also advancing Health and
Productivity Management.

Yokoi Many of these are activities
we have long practiced as a matter of
course—such as sports training camps
and club activities—but we also believe
it is important to explain our initiatives
objectively. We obtained certification as
a Health and Productivity Management
Organization and have been certified
for two consecutive years since 2024.

To enable employees to play active
roles with vitality, we plan to further
enhance employee-participation initiatives.
For example, last fiscal year we held events
focusing on mental and physical health,

Abilities .
(specialist skills and knowledge)

Roots = Philosophy and Mindset

and we are considering initiatives that
allow each person to feel the importance
of their own health as a personal matter.

The Best Brakes for Stepping
on the Accelerator

Lastly, from each of your
perspectives, could you share your
policies going forward?

Yokoi As the General Affairs
Department, our aim is to create
environments where everyone can
work healthily and fully demonstrate
their abilities. We will continue to listen
sincerely to employees’ voices and
support diverse work styles.

Oikawa  To pursue business growth
and expansion, it is vital to hire and
develop many diverse talents. To that end,
it is essential to build workplaces where
people can feel purpose, enjoy their work,
and grow. As HR, we will devote ourselves
to creating such environments so that
each and every person can shine.

Ninomiya The Corporate
Administration Division is sometimes
seen as putting the brakes on the
company by saying “No to this, that’s
impossible.” In reality, the best “brakes”
are those that allow you to step on the
accelerator with confidence—ensuring
safety so that we can go faster. Our role
is to take the lead in embodying the
philosophy of “altruism” so that everyone
can look forward and do their best.
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Respecting and Utilizing Diversity

Initiatives toward D&l

At our company, equal opportunities are provided for all employees to play active
roles regardless of gender or age. As part of our initiatives toward Diversity & Inclusion
(D&I), we have set a KPI of increasing the ratio of female managers to 15% or more by
FY2035. As of April 1, 2025, the ratio of female managers was 9.2%. However, among
positions such as Assistant Managers, Section Chiefs, and Deputy Store Managers,
which are candidate pools for the next generation of managers, women accounted for
41.2%, higher than the overall female employee ratio of 36.1%. This indicates that the
proportion of female managers is expected to rise going forward. We will continue

to incorporate diverse perspectives, not limited to women, and build an organization
where all employees can thrive, thereby working to improve the ratio of female
managers. In addition, since FY2022 we have appointed one female external director,
and in the future, we also aim to produce female directors from within the company.

Initiatives to Develop Environments Where Employees Can
Maximize Their Abilities

In FY2024, the childcare leave utilization rate among female employees was 100%.
Three male employees also took childcare leave, with a male utilization rate of

21.4%, the highest ever recorded. As part of our work-life balance support, we have
introduced a shorter working hour system for childcare, enabling employees with
children of elementary school age or younger to opt for reduced hours. Currently, 29
employees are using this system. This initiative has improved the return-to-work rate
from childcare leave, increased the retention rate of female employees, and extended
the average length of service. We are also enhancing support systems prior to
returning from maternity leave and providing career development assistance to create
an organization where diverse employees can grow and succeed.

Ratio of Female Employees and Female Managers

Active Participation of Diverse Human Resource

| Promoting the Employment of People with Disabilities

In FY2024, the employment rate of people with disabilities at our company was
2.52%, meeting the statutory requirement. With an average length of service of 9
years and 1 month, they are playing active roles across administrative departments
and sales divisions.

| Senior Human Resources

For employees who wish to continue working after retirement, we have
implemented a reemployment system to extend their employment. Currently,
13 employees aged 65 or older are leveraging their extensive experience and
knowledge to contribute to our business development.

| Promotion of Foreign Employees’ Participation

Foreign nationals accounted for 9.4% of domestic employees in the Sun Frontier
Group (up from 7.3% in the previous year). In particular, in our hotel business,
we also accept technical intern trainees, enabling diverse talent to thrive at the
front lines.

Recruitment and Securing Talent

In order to realize our corporate philosophy, the Sun Frontier Group seeks
individuals who embody both the “spirit of altruism” and the “frontier spirit,”
who are highly curious, autonomous, and diverse. Based on integrity as human
beings, we aim to recruit strong individuals who form a collective of talent.
Therefore, we are actively engaged not only in new graduate hiring but also in
mid-career recruitment. During the hiring process, we provide opportunities to
tour our offices and engage directly with current employees to help candidates
understand our culture and values. Through multiple interviews, we evaluate each
candidate’s personality and suitability fromm multiple perspectives. With these
approaches, we conduct recruitment that respects diversity and leverages each
individual’s strengths.

Recruitment Trends

FY2020 FY2021 FY2022 FY2023 FY2024
Number of
employees people 395 386 398 417 435
Number of female
employees people 140 145 144 150 157
Ratio of female
managers % 6.8 8.5 8.8 10.3 9.2
Gender Ratio of Managerial Positions
: Deputy Branch | Section |Assistant Office Deputy | Deputy General Deputy

Positions &gﬁg;gr Manager | Chief |Manager Manager Manager h?aer?aeég‘r D&%anrgrg;nt Manager ﬁéﬂzggr Total

Male 5 9 35 24 24 2 22 8 21 3 153
Female 5 0 27 13 7 0 0 0 2 0 54

*Data as of March 31, 2025 (female manager ratio as of April 1, 2025)
Sun Frontier Fudousan Co., Ltd. (non-consolidated)
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FY2020 FY2021 FY2022 FY2023 FY2024
New Graduates people 27 10 12 17 23
Mid-Career people 12 37 32 49 45

For details on our Human Resource Development Policy and Workplace Environment Policy
https:/www.sunfrt.co.jp/en/company/bring_comp/
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Creating Workplaces with job Satisfaction, Creativity, and Growth Opportunities

Human Resource Development Programs and Career Development

Our human resource development programs are based on the penetration of

our philosophy, supporting employees in maintaining a continuous attitude of
learning. The reason employees continue learning autonomously is a strong desire
to be of service to customers and society. This mindset has become ingrained in
our corporate culture, fostering an environment where employees motivate one
another. Through this virtuous cycle, employees continue to grow into human
resources who can contribute even more to customers and society.

To achieve this, we design training systems that promote growth tailored to
each employee’s career stage. New employees are provided with basic knowledge
and skills, mid-level employees receive training to enhance leadership and
expertise, and managers are offered programs to strengthen strategic thinking and
organizational management skills. In this way, we provide all employees with the
support they need to build their own careers. At the same time, we actively support
opportunities for self-development, creating an environment that encourages
growth. This enables employees to continually acquire new knowledge and skills
and to contribute to society and customers.

Human Resource Development and Investment

In recent years, our investment in human Total Training Expenditure
resource development has increased (thousand yen)

significantly. Following the COVID-19 59,864
pandemic, we resumed in-person training

such as overnight training and philosophy 43,430

workshops for all employees. In addition, 29020

new programs covering emerging skills :

and knowledge such as DX (Digital

Transformation) training and leadership

development have been launched,

expanding the breadth of content. FY2022 FY2023 FY2024

Initiatives for DX Utilization, Process Improvement, and Skill Enhancement

Through the introduction of DX, we are improving operational efficiency and
productivity. By utilizing Al, data analysis, and cloud-based tools, we have
accelerated information sharing, reviewed workflows based on feedback, and
streamlined progress management with automation and project management
tools. Employees can now focus more on high-value-added work. Furthermore,
we regularly conduct DX training, philosophy training, and leadership training, and
have established systems for self-directed learning. This ensures that employees
can continually acquire new knowledge and skills. These initiatives contribute not
only to greater efficiency and cost reductions but also to employee growth and
enhanced corporate competitiveness.
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| Philosophy Training

We believe that without clarifying purpose and aspiration, one cannot grow into

a human resource who benefits society. Based on this belief, we conduct training
from the time of joining the company to help employees clarify their purpose in life
and the meaning of work in stages.

Chairman’s training 1 sessions / year

FY2024 Results (for career-track new employees)

New graduate training 1 sessions / year

| New Employee Training

The foundation of being a business professional is “righteousness and courtesy.”
In addition to learning fundamental business manners such as telephone etiquette
and business rules, our goal is for employees to grow as individuals and become
attractive human resources. To contribute to society through one’s own abilities,
new employees not only acquire basic skills but also cultivate the mindset and
attitude required as professionals.

| Basic Business Training

Once a month, we conduct business model training focused on finance and real
estate, analyzing domestic and international economic indicators to study global
economic trends and the domestic market. To foster awareness of economic
conditions in their daily work, employees also take a “Nikkei (Nihon Keizai Shimbun)
Test” every week.

FY2024 Results Cumulative participants 4,750 people/12 sessions

| Practical Real Estate Training

We conduct tiered practical training to enhance real estate skills and specialized
knowledge. Training led by both internal and external lecturers is tailored to
employee skill levels, broadening perspectives and application to

real-world practices.

Internal Certification System

We have introduced a point-based certification system to support skill
improvement and career development. Points are awarded for obtaining
recommended qualifications, and for every 10 points earned, employees receive a
qualification allowance. This system provides opportunities and incentives for career
advancement through certification, thereby enhancing self-growth, motivation, and
overall corporate competitiveness.
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A Corporate Culture that Fosters Autonomous

Human Resource Development through
Philosophy Management and Amoeba Management*

<Emp|oyees’ Voices)

Creating an Organization Where
Everyone Can Grow Together

Under the Sun Frontier Philosophy, based on our corporate credo of “Altruism,”
each employee is encouraged to refine their character and prioritize growth as a
human being. Complementing this, Amoeba Management gives small units autonomy

and accountability for profitability, fostering entrepreneurial awareness, decision-

making ability, and a sense of responsibility. By valuing management based on Individually, | want to acquire knowledge and
experience in sales, management, and asset
management, and become a professional who
can be of service to property owners.
For my team members, | want them
to experience the sense of purpose and
enjoyment in their work, to love their jobs,
and to achieve great growth. | believe new
Leasing Management employees may face many uncertainties and
Division |, failures, but | will fully support those who
. . : Deputy General Manager continue to take on challenges. | want to
Realization of Corporate Philosophy create an organization where we can all grow

‘ together while enjoying our work.

human character and a culture that emphasizes challenges, we practice all-employee
participation management in which all employees engage in business. Through

this, diverse human resources continuously grow together, with a spirit of mutual
improvement. With these principles at the core, we nurture autonomous talent

B, S

capable of contributing to society with altruism even in times of rapid change. Tomohiro Ishida

Corporate Climate and Culture

All-Employee Participation Management

| Want to Grow So That

@ Management Based on Human Character @A Culture That Values Challenges =
| Can Be of Service to Everyone

A

My current biggest goal is to become a

person who is truly needed. Though it may
Philosophy M?nrgggr%%nt sound abstract, | want to become someone
- who others feel they can entrust with
1. Realizationof important work, and | want to achieve this as
- All-Employee Participation Management soon as possible.

2. Development of Employees

) Before joining the company, | never
2. Integrity with An Entrepreneurial Mindset : J 7

Saori Nakamura : ) .
imagined | would have such a strong desire to

3. Absolute Positivity
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. Department-by-department

Profit Responsibility Directly
Linked to The Market

Property Management -
Division II,
Assistant Manager

**Amoeba Management” is a registered trademark of Kyocera Corporation.

grow. Now, | strongly want to be more useful
to the property owners and tenants | work
with, and to return the support I've received
from partner companies and senior colleagues.
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Health and Productivity Management

Our company’s corporate philosophy is “Altruism” (RITA), and as a collective sharing the value that “others’ joy is one’s own joy,”

we believe that by serving our customers, we can contribute to the realization of an affluent society, and as a company, we can grow and develop.

To this end, we aim for “the mental and physical health of our employees” and “a rewarding workplace environment” through Health Management.

Our goals and initiatives for Health Management are compiled in the “Health Management Strategy Map” and are being implemented company wide.

Sun Frontier Fudousan is committed to looking after

Declaration on
Health Management

every employee and pursue the happiness of both
mind and matter, and working to maintain

and improve the health of its employees.

Management Challenges
To Be Addressed through
Health Management

of employees.

Initiatives for Health Management

* Maintaining and promoting the mental and physical health

» Enabling employees to feel a greater sense of job satisfaction and
improve productivity by maintaining their mental and physical health.

We have continued to implement employee-participatory events such as company-wide sports camps
and golf competitions, which have been held since our founding, and have also enhanced hardware
aspects such as the installation of height-adjustable desks and focus work booths. In addition, we
actively disseminate health-related information to employees by utilizing digital signage within the
offices and the intranet. We will continue to promote initiatives for the maintenance and improvement

of our employees’ mental and physical health.

Track Record and Goals for Improving Health Issues

FY2021 FY2022 FY2023 FY2024 FY2025 (Target)
Regular Health Checkup Rate % 98.9 991 99.7 98.0 100.0
Paid Leave Usage Rate % 66.5 64.2 68.4 66.8 -
Number of Paid Leave Days Day 10.2 10.3 1.6 10.7 -
Stress Check Examination Rate % 100.0 100.0 100.0 100.0 100.0
High-Stress Individual Rate % 1.5 9.3 9.6 9.3 Less than 10%

Certified as “Certified Health & Productivity Management Outstanding

Organization” and “Tokyo Sports Promotion Company” for 2 Consecutive Years

Our company has been certified for two consecutive years as

a “Certified Health & Productivity Management Outstanding
Organization (Large Enterprise Category)” under the certification
system promoted by the Ministry of Economy, Trade and Industry
and the Nippon Kenko Kaigi, and as a “Tokyo Sports Promotion
Company” certified by the Tokyo Metropolitan Government.
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Health Management
Promotion System

President and CEO

General Affairs
Department

Safety and Health Health Insurance
Committee Association

Industrial Doctor

Initiatives for Health Promotion

Sports Camp

We hold a sports camp (company-wide
athletic meet), which is one of our symbolic
internal events, every year. Approximately
400 employees participate on the day,
competing in events such as soccer,
basketball, relays, and tug-of-war. At the
subsequent awards ceremony, participants
praise each other’s efforts and spend a
physically and mentally fulfilling day together.

Health Management Seminar

We continuously hold Health Management
seminars aimed at promoting the mental
and physical health of our employees. In FY
2024, we welcomed Ms. lkue Teshigawara,
a former short-track speed skating
representative for Japan, as a lecturer to
host the “Mindset for Continuous Learning
& Seated Pilates/Proper Walking Seminar.”

For more details on Health Management, click here
https:/www.sunfrt.co.jp/en/company/health_management_declaration/
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| Initiatives to Promote DX |

Promoting DX Across

the Company to Create Diverse Value

Promoting DX is essential for one of our key issues, “human resource development,”
as well as for enhancing business productivity. This time,
we asked key members of the DX Division to share recent initiatives,
efforts that deliver value to employees and customers, and their future outlook.

Kazuma Shirai

Manager, DX Division

Harnessing the Power of Digital
Technology to Drive Corporate Growth
and Human Resource Development

Noguchi In 2021, our Group
established the “Digital Promotion
Office” to accelerate business growth
through digital technologies. In 2022,
it was reorganized as the “DX Division”
to broaden the scope of DX initiatives
and undertake large-scale projects
aimed at speeding up operations,
enhancing expertise, and creating new
business models.

Shirai In our Group, DX
contributes not only to the growth
of each business but is also
actively utilized in human resource
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development. As we position “human
resource development” as a key issue
in sustainability management, and
aim to create workplaces with work
satisfaction, creativity, and growth
opportunities, we are working to
improve employees’ work processes
through DX.

Building a Database Directly Linked
to Internal Information Sharing and
Customer Satisfaction

Noguchi The DX Division’s mission
is to drive DX across the company.
While we have already undertaken
a variety of initiatives, one of our
most significant recent projects is

Yuki Noguchi

Assistant Manager, DX Division

the construction of a company-wide
integrated database, including group
companies, that will allow anyone to
access a wide range of information.

Shirai At the same time, we have
introduced a customer relationship
management (CRM) system to
support sales activities. In the past,
there was no smooth mechanism to
share important information such as
“who spoke to which customer, when,
where, and about what.” However,
because our corporate guideline of
“working for the sake of colleagues”
has been deeply ingrained, employees
had maintained close communication
and shared information that way, so
we did not perceive it as a major issue
until now.

Noguchi  As our Group has
expanded and the number of
employees has increased, it has
become necessary to centralize and
leverage this information as shared
knowledge across the Group. The
construction of the database will make
more effective sales activities possible
and enable us to provide even higher
value-added services.

Shirai From a performance
perspective, in order to achieve the
target of 135 billion yen in sales set in
our medium-term management plan,
which started this fiscal year and runs
through FY2028, we recognize the
need to upgrade our current sales
methods. Therefore, we decided to
link our database with the customer
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relationship management (CRM)

system to evolve our sales style.

We also believe that this linkage
will enable closer communication
among employees. When working

IT Control

Promoting Operational Efficiency
and Strengthening Internal Controls
(IT Infrastructure Enhancement)

Various types of information
in multiple systems

Risk Management / Company-wide

in teams, leaders will find it easier

to grasp members’ situations and
provide advice at the right timing,
while members will benefit from being
able to report more smoothly to their
leaders. Such activation of information
sharing will also contribute to human
resource development.

Noguchi Furthermore, we believe
that database construction will lead
to improved customer satisfaction.
For example, when employees are
transferred or leave the company,
customer information must be handed
over to the new representative. If this
is done accurately, customers will
not experience unnecessary anxiety
simply because the person in charge
has changed. From this perspective

Promoting Productivity

Sun Frontier Fudousan - Data Infrastructure

Property Information

Contract History

Negotiation History

Tenant Information

| Organize |

\Integrate/,

Database Construction

|

Business Process Improvement / Business Unit

and Building a Data-Driven Management Environment

as well, we regard the database as
extremely important.

Introducing an Electronic Contract
System to Significantly Improve
Contract Procedures

Shirai Parallel with promoting
database development, we also
introduced an electronic contract
system specialized for the real estate
industry. It is currently used in about
half of the branches of the Leasing
Management Division. The introduction
was triggered by opportunities to
conclude contracts with clients residing
overseas. Under the conventional
process, preparing and mailing

documents took too much time, so
we adopted electronic contracts. With
this method, bookbinding and mailing
are unnecessary, leading to significant
time savings and reduced burdens

Productivity Enhancement Business Creation

Practice of Data-Driven Management

Deeply analyzing relationships among property, tenant,
and owner information and applying them to proposals

=+ / Transforming
| thelInformation |
| You Want and Need |

into Actionable /
Form/

Rapid retrieval of information for responding to inquiries

Creating study materials and proposal documents
using diverse data

Proposing long-term measures that incorporate
future forecasts

Creating new services and businesses,
and pioneering unique markets

Providing foundational information for

Map Data, Corporate Data, Property Data,
Land Price Indexes, Spatial Mobility Statistics, etc.

External

Owner Information !
Information
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on customers. For example, in one
case the total processing time was
shortened by 50 minutes, producing

a major benefit. Customers also enjoy
various advantages such as no need
for registered seals or seal certificates,
no requirement for document storage,
and exemption from stamp duty in
sales contracts. Of course, we will not
discontinue paper-based document
preparation solely for the sake of
convenience, and will continue to
respond flexibly to customer needs

as before. Although electronic
contracts are not yet widespread in the
commercial real estate market, many
brokerage firms have already praised
their convenience. We therefore intend
to take the lead as a pioneer in this area.

Reducing Work Hours by Utilizing
Systems Equipped with Generative Al

Noguchi In addition to the electronic
contract system, we introduced an

Survey on Copilot (Generative Al) Utilization

Drafting real estate
listing comments

Creating outlines

and searching reference
materials for

training documents

Checking Excel
calculations and functions

Translating foreign

languages 99% Reduction
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Al assistant service equipped with
generative Al, which has significantly
accelerated various tasks. For example,
in the New York Real Estate Division,
documents from business partners

are naturally in English, and until now,
translation had been handled by fluent
staff. By utilizing generative Al, the
time previously required has been
reduced by about 99%. Moreover,
across departments, generative Al
demonstrates remarkable capabilities
in a wide range of research tasks.

In the real estate industry, we are
often asked by customers to provide
diverse expertise. One such area is tax-
related knowledge. In the past, when
customers sought highly specialized
advice, we needed to consult
colleagues familiar with tax matters

or even contact the tax office or the
Legal Affairs Bureau, which consumed
an enormous amount of time. Now,
with generative Al, such research can
be completed within a few hours,
allowing us to respond to customer

67% Reduction

67% Reduction

80% Reduction

Scenes from Digital Human Resource Development Training Held Several Times a Year

needs more quickly. This improvement
in response speed brings significant
value to our business, as it enables us
to spend more time directly engaging
with customers. At the same time,
since generative Al may sometimes
produce inaccurate information,
caution is required. Meeting customers
directly and resolving issues one by
one remains a vital practice of our
corporate credo of “altruism.”

Promoting DX to Enhance Employee
Skills and Data-Driven Sales Activities

Noguchi  Our company has grown
through personal connections
but going forward we aim to
institutionalize these through DX to
achieve further growth. For example,

visualizing and sharing the mindset
and behavior of top sales performers
could raise the skills of all sales
employees. By analyzing and utilizing
various data, we will continue evolving
into a company that can always serve
and support our customers.

Shirai Our mission, together with
Noguchi, is to actively discuss DX
utilization with employees and establish
a DX environment aligned with on-site
perspectives. To deepen employees’
interest and engagement in DX, we
continuously conduct workshops
and e-learning aimed at improving IT
literacy. By learning about DX concepts
and experiencing generative Al
services firsthand, employees develop
greater familiarity with DX. We believe
such steady efforts are key to nurturing
digital human resources.



SECTION 04 Governance

| Roundtable Discussion with Outside Directors |

The Overwhelming Strength
of Unity Cultivated
by Our Philosophy

Asai | believe the Company has
three major strengths. The first is the
high value-added business model in
the Replanning Business, underpinned
by employees’ knowledge of land,
ability to grasp tenant trends, and
expertise in interior design. The second
is the management model based on
Philosophy Management and Amoeba
Management*, and the third is the
identification of material sustainability
issues directly linked to our business,
supported by clear KPIs.

On the other hand, potential

Koichi |
Outside

weaknesses include three factors: the

risk of rising interest rates, supply chain
vulnerabilities, and crisis management
= = for natural disasters. Rising interest
We WI I I Exe rC I Se rates lead to higher procurement costs,
and material or labor shortages also

Our Supervisory Functions

are dispersed across regions, the risk

to Support Growth and Contribute

L area is relatively low. However, we must
to En ha nCI ng Corpo ra te Va I ue remain prepared for natural disasters,
which could occur at any time.Future

. challenges include maintaining and
As part of our efforts to strengthen corporate governance for the sustainable enhancement of corporate ° °

value, the Company has appointed four independent outside directors, who provide a wide range of advice. improving management indicators such
On this occasion, all four gathered to openly discuss the Company’s strengths and future challenges. as ROE and ROIC, as well as human

Il 72 Sun Frontier Integrated Report 2025 **Amoeba Management” is a registered trademark of Kyocera Corporation.
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resource development and strengthening
organizational capability. Human
resource development specifically
involves creating a workplace that
leverages diversity, while organizational
enhancement means improving business
processes through DX.

4

Koichi Ishimizu
Outside Director

After joining Shimizu Corporation, he
was engaged in numerous projects
mainly in the construction business.
He successively served in key
positions, including General Manager
of Construction at the Tokyo Branch
and General Manager of the New
Head Office Construction Project. In
2021, he was appointed Executive
Officer and General Manager of the
Yumeshima Project Office, and in
2023, Senior Advisor. After leaving
Shimizu Corporation in March 2024,
he became an Outside Director of the
Company in June of the same year.
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Ishimizu  Indeed, | believe Philosophy
Management, with altruism as its credo,
lies at the core of our corporate culture.
Its explicit commitment to contributing
to human progress is an invisible yet
powerful strength.

The 25 years since our founding
and rapid growth can be considered
a relatively “short” time. However,
it also means our workforce is
relatively young. For 25 years, this
youth has been a source of energy.
As generational shifts advance and
the number of employees grows, the
challenge will be how new leaders
demonstrate their leadership to
maintain annual growth of 10% or more.

Edahiro Although | have been an

outside director for only about a year,
| sense the deep permeation of our
philosophy each time | participate in
management or internal meetings. In
making decisions, there is always a firm
return to the spirit of altruism. As the
number and diversity of employees
increase with business expansion,
the “invisible strengths” noted by Mr.
Ishimizu may risk becoming weakened,
particularly the strong cross-
departmental collaboration now taken
for granted. | believe it is necessary to
promote DX, improve data collection,
and enhance interdepartmental

coordination while also leveraging our
strong “human connections.”

As for specific businesses, the
Replanning Business—whose concept
is “cherishing what exists”—is of
extremely high social value, and the
Hotel & Tourism Business has great
potential for future growth. Possessing
these businesses is also one of our
strengths. Accordingly, we must
formulate long-term business plans
to cope with rising material costs and
labor shortages.

Okubo As mentioned, our strongest
feature is acting as “One Team” to
solve customer issues, grounded
in our philosophy. Few companies
devote as much time to embedding
philosophy or realize such thorough
interdepartmental collaboration.
Thanks to this solid foundation, we
have steadily grown our business and
achieved sales of 100 billion yen within
25 years.

Looking ahead, however, a major
shift in mindset is required. Will this
strong foundation become a constraint
or a platform for further expansion?
This is a key challenge. Particularly as
we expand into new fields, including
overseas, we must integrate the value
of diversity into the strength
of One Team.

Keiichi Asai
Outside Director

After joining Mitsubishi Corporation, he
held numerous overseas assignments
and positions, primarily in the energy
business. He later served as Executive
Vice President of Lithium Energy
Japan Co,, Ltd, before being appointed
President and Representative Director
of KH Neochem Co,, Ltd. in 2014.

After leaving the company in 2019, he
became an Outside Director of the
Company in June 2022.

“What Must Not Change” and
“What Must Change” for Achieving
the Long-Term Vision 2035

Okubo To achieve sales of 300
billion yen by 2035, we will need to
hire more than 100 people per year. A
key challenge will be how to embrace
employees with diverse values, including
Generation Z, and integrate diversity
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Yukiko Edahiro

Outside Director and Audit &
Supervisory Committee Member

Registered as an attorney in 2009.
After working at Makinouchi & Ueishi
Law Office (currently Makinouchi
Law Office), she joined Ginza Broad
Law Office in 2016 and subsequently
established Toranomon Daiichi Law
Office in 2020. Her areas of expertise
cover a wide range including legal
affairs of small and medium-sized
enterprises and family cases, and she
has authored numerous publications.
She has served as Outside Director
and Audit & Supervisory Committee
Member of the Company since 2024.

into our corporate culture.

In terms of human resources, |
believe the greatest point is not skills but
philosophy. To achieve the target of 300
billion yen in sales in 10 years, it is crucial
to determine what, like philosophy, must
remain unchanged, and what must evolve.
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The most difficult task
is deciding “What Must Change” as
organizations grow, their business

Ishimizu

counterparts inevitably change.

In extreme cases, we may need to
deal with top executives of major
corporations, which requires a
different approach from interactions
at the staff level. To cope with such
situations, each “cell” of the Amoeba
Management* structure must evolve.
As the Company grows, we must
develop an environment in which
changes in awareness and work styles
arise organically within amoebas.

Asai To transform, we must clarify
“what kind of human resources the
Company needs” and invest in securing
them. Investment in human resources,
along with investment in business, is
most critical for realizing the long-
term vision. This may include reskilling
support, hiring of foreign and female
employees, and creating internal
systems such as open recruitment.
Certain costs will be required. By
promoting DX, we can visualize and
organize individual skills, and implement
efficient, data-driven management.

Okubo
is important, | emphasize how
we increase the right colleagues
organizationally. In DX initiatives, the

While individual reskilling

key challenge is integrating them into
the corporate culture. Business is
ultimately “a human-to-human activity.”
If we digitize our real estate sourcing
capabilities and customer relations,
grounded in human networks and
experience, we will further strengthen
our advantages. This is a challenge we
should tackle ahead of others.

Asai Another key area is business
diversification. While the Replanning
Business is our core, the success of
the long-term vision depends on how
swiftly we can transform into a balanced
portfolio. Specifically, we must evolve
the real estate revitalization business
and stabilize our earnings structure
through diversification of revenue
sources. We must also further advance
sustainability management.
| also feel the Company
has entered a stage of further business
evolution. At recent management
meetings, | sensed such changes, and
discussions have become deeper,
focusing not only on achieving monthly
master plans (budgets) but also on the
need for further growth.

Asai The evaluation of the

Ishimizu

effectiveness of the Board of Directors,
as reported, indicated that overall
effectiveness has been maintained.
Going forward, the execution side must

**Amoeba Management” is a registered trademark of Kyocera Corporation.

ensure accountability, transparency,
fairness, and compliance awareness.

Edahiro
stance of the executive side in

| recognize the proactive

enhancing board effectiveness. During
this period of transformation, | believe
the Company is exploring structures
best suited to its future.

Kazutaka Okubo

Outside Director and Audit &
Supervisory Committee Member

Certified Public Accountant and
Certified Fraud Examiner, and an
expert in corporate compliance
and CSR. In 2016, he was appointed
Managing Executive Officer of
Ernst & Young ShinNihon LLC.
After leaving the firm in 2019, he
established Okubo Associates Co,,
Ltd. He became an Outside Director
of the Company in June 2019, and
has served as Outside Director and
Audit & Supervisory Committee
Member since June 2024.
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Consideration of M&A as a Means
of Business Diversification

Edahiro As a means of expanding
scale and increasing sales, M&A
may be a shortcut to achieving our
objectives. However, as mentioned
earlier, our Company has cherished its
corporate culture since its founding,
and so have potential partners.
Without clear intent and philosophy
regarding M&A, it will be impossible to
achieve good results together.

Asai  The key lies in post-merger
integration of management and culture.
Successful M&A is not easy; without
proper due diligence and system-building
afterward, growth with speed cannot be
achieved merely through M&A.

Ishimizu  M&A becomes feasible
only when targets are well aligned:
companies strong in areas we want
to reinforce, with similar corporate
cultures, comparable sales methods,
and appropriate business scale. Given
that regional revitalization is part of our
materiality, we must also clarify “which
region to choose and how” from a due
diligence perspective.

True Environmental Protection
through Business,
Not Just Numbers
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Ishimizu  The Ministry of Land,
Infrastructure, Transport and Tourism
plans to require “calculation of total
CO, emissions across all stages
from building planning to demolition
(Building LCA)” starting in 2028. Our
Replanning Business, which adds
value through regeneration instead
of demolition, inherently contributes
to environmental sustainability.
Embedding environmental measures
in management indicators will also
strengthen the appeal of our IR
materials to stakeholders.

Asai A similar debate arose in
the automobile industry years ago.
Environmental protection can represent
a business opportunity. For example, in
the Hotel & Tourism Business, facilities
should incorporate energy-saving
equipment, positioning this as one of our
sustainability initiatives.

Okubo
tourism business on Sado Island should

The example of the hotel and

be seen not only as a contribution to
regional revitalization but also as a
successful model demonstrating the
strength of our revitalization business.
Our business model of “regenerating
rather than demolishing old
buildings” itself contributes to solving
environmental issues.

Edahiro Globally and domestically,

companies are often judged by
numerical results in addressing
environmental issues. While corporate
social responsibility is crucial, we must
approach these issues with a long-term
perspective, recognizing their strategic
significance for our business.

Contribution to Enhancing
Corporate Value by Leveraging
Each Outside Director’s Expertise

Ishimizu  As buildings increase in
value and scale, they require greater
caution in handling. To prepare for
new products and new customers,
we must strengthen our foundational
knowledge. With my construction
background, | aim to contribute beyond
board discussions.

Edahiro | believe the Company
has established a culture of close
consultation with legal counsel. In
board discussions, | first confirm legal
correctness, but not only to check risks.
| strive to ensure that decisions also
meet “socially required correctness,”
supported by legal grounding.

From the perspective of being
the sole female outside director, it is
disappointing that the percentage of
women in management remains low.
While numerical benchmarks such as

those presented by the Tokyo Stock
Exchange are not absolute, pursuing
them will bring positive effects. From
the viewpoint of investors and potential
recruits, companies where both

men and women thrive equally are
undoubtedly more attractive.

Asai  Amid a rapidly changing
external environment, my mission
as an outside director is to ensure
accountability, secure management
transparency, and encourage healthy
growth. External change reflects shifts
in social values. In today’s rapidly
changing environment, | want to
contribute with an objective eye as
one stakeholder.

Looking ahead, | hope the
Company will take leadership in urban
regeneration and support the tourism
industry in regional revitalization,
while also addressing social issues and
expanding globally.

Okubo Having served as an outside
director for many companies, | wish to
leverage my experience to support the
Company’s transition to a new stage.
While the executive side often operates
on shorter timeframes, as a supervisory
side, | aim to contribute with long-
term perspectives and ideas beyond
existing frameworks. | look forward to
the future that the Company will build.
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Management Structure (s of september 30, 2025)

Tomoaki
Horiguchi

Chairman of the Board &
Representative Director

The number of shares owned
2,478,396 shares

Seiichi
Saito

President and

Representative
‘ f Director & CEO

The number of shares owned
81,829 shares

lzumi
Nakamura

Executive Vice
President and Director

d:

The number of shares owned
60,781 shares

Mitsuhiro
Ninomiya

Managing Director

The number of shares owned
36,133 shares

Kentaro
Kawanishi

Director

W

The number of shares owned
3,050 shares

Possesses strong leadership and
extensive management experience as the
founder, having driven the Company’s
growth while engaging in human
resource development and further
strengthening the management base.

Succeeded to the presidency in 2020
and has been working to realize the
corporate philosophy and strengthen
the management base as a foundation
for the next generation of growth and
further corporate development.

As General Manager of the Asset
Management Division, leads the

real estate services business and
supports the President in realizing the
corporate philosophy and enhancing
corporate value.

Significant concurrent positions

Representative Director, Sun Frontier
Hotel Management Inc.

Representative Director, President,

Sun Frontier Sado Inc.

Keiichi
Asai

Outside Director

The number of shares owned
0 shares

Significant concurrent positions

CEO, Sun Frontier NY Co., Ltd.
President, SF Engineering Inc.

Koichi
Ishimizu

Outside Director

The number of shares owned
0 shares

Significant concurrent positions

Representative Director, SF Building
Support Inc.

Representative Director, SF Building
Maintenance Inc.

Shinichi
Tominaga
Director and Audit

& Supervisory
Committee Member

The number of shares owned
700 shares

As General Manager of the
Administration Division, works to solve
management issues, promote human
resource development, and foster

a corporate culture by instilling and
embedding the corporate philosophy,
which is the foundation of the Company.

Has successively served as Deputy
General Manager of the Asset
Management Division and head of
the Property Management and Real
Estate Solutions businesses, and
possesses extensive experience in
on-site real estate operations.

Significant concurrent positions
None

Kazutaka
Okubo
Outside Director and

Audit & Supervisory
Committee Member

The number of shares owned
3,500 shares

Significant concurrent positions
None

Yukiko
Edahiro
Qutside Director and

Audit & Supervisory
Committee Member

The number of shares owned
0 shares

Has extensive experience in international
business in the energy sector at a
general trading company, as well as
broad knowledge and expertise in overall
corporate management as an executive.

Has extensive knowledge and experience
in construction management, including
involvement in on-site construction
projects, overall supervision from ordering
to completion, and corporate management.

Has expertise in the financial and real
estate industries, as well as extensive
experience in compliance and risk
management, and is also well-versed in
the Company’s business process.

In addition to expertise in governance
and finance, possesses extensive
knowledge and experience in a wide
range of areas such as corporate
compliance and CSR.

Significant concurrent positions
Outside Director

(Audit & Supervisory Committee Member),
Cosmo Energy Holdings Co., Ltd.

I Executive Officers

Significant concurrent positions
None

Significant concurrent positions
None

I Group Executive Officers

President and CEO

Seiichi Saito

Executive Vice President

Izumi Nakamura

Managing Executive Officer

Mitsuhiro Ninomiya

Senior Executive Officers

Kentaro Kawanishi, Yasushi Yamada,
Kenji Honda, Takeshi Hirahara

President & Representative
Director, Sun Frontier Space
Management Inc.

Keitaro Odomichi

Shuhei Oda, Kenji Wakao, Hiroyuki
Takekawa, Keiichiro Nishimoto, Tetsuya

Executive Officers

Arai, Hiroyuki Kobayashi

President & Representative
Director, Sun Frontier Hotel
Management Inc.

Kazuyuki Yanamura
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Significant concurrent positions
President, Okubo Associates Co., Ltd.
Outside Director (Audit & Supervisory
Committee Member), SEGA SAMMY
Holdings Inc.

QOutside Director, LIFULL Co,, Ltd.
Qutside Director, Sala Corporation
Outside Director, The Shoko Chukin Bank, Ltd.
Outside Director (Audit & Supervisory
Committee Member), Musashi Seimitsu
Industry Co., Ltd.

President, SS Dnaform Inc.

Qutside Director (Audit & Supervisory
Committee Member), BrainPad Inc.

As an attorney, specializes in real estate
and inheritance matters, and possesses
professional knowledge and extensive
experience in corporate legal affairs.

Significant concurrent positions
Partner, Toranomon Daiichi Law Office
External Member, Ethics Committee,
Faculty of Medicine, Toho University
Judicial Commissioner, Tokyo Summary
Court

Outside Corporate Auditor, Yutori-no-
Kukan Co., Ltd

For more information on the management structure, see here
https:/www.sunfrt.co.jp/en/company/management/
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Directors’ Expertise and Skills Matrix (As of June 24, 2025)

© indicates the Chairperson or Committee Chair.

Nfumbeé Key Expertise and Experience Expected (Main Items) Appointment Status
of Boar
) Years in | Meetings Legal Affairs, Human 3 Nomination &
Title Name Office Attended /| Corporate Real Estate Acgounting, Compliance, L;kfél?ﬂﬁemsén CSR, ESQ, M&A Global / Bpard of Suﬁ)g?\z{s&or Remune.ration
Total Held | Management Finance Risk Capital Sustainability Overseas Directors Committeg Committee
in FY2024 Management Development (Voluntary)
Chairman of the Board & Tomoaki
Representative Director Horiguchi 26 years 17/18 o o L4 o O o
President and Representative | Seiichi
Director & CEO Saito 19 years 18/18 o o o o o o
Executive Vice President [zumi
and Director Nakamura 17 years 18/18 o o L4 L4 o
Managing Director Mitsuhiro | years 18 /18 [ ) o (] O
Ninomiya
3 Kentaro Newly s
Director Kawanishi | Appointed / ® o o
: . Keiichi
Outside Director Asai 3 years 18/18 o [ ) [ ) O O
Outside Director Koichi 1 years 14 /14 [ ] [ ] O
Ishimizu
Director and Audit & Supervisory| Shinichi
Committee Member Tominaga 3 years 18/18 o o o o ©
Outside Director and Audit & Kazutaka
Supervisory Committee Member | Okubo 1years 18/18 o L4 o o o o
Qutside Director and Audit & Yukiko
Supervisory Committee Member | Edahiro 1years 14./14 o o o o
Approach to Directors’ Skills
Skill Item Reason for Selection Skill Item Reason for Selection
- ) ' Human Selected as necessary for optimally utilizing human capital,
A e A e Rk RO Resotrces, Labor, | promoting a rewarding work emvronment
Management and enhancement of corporate value Human Capital and enhancing organizational vitality through knowledge
‘ Development of human resource strategy.
gg‘sgitgg_%Saﬂfncgezsjarﬁtfyoragg(/'%x%g%%gf;;gr:rseﬁg%\é'rg%raog'ng CSR ESG Selected as necessary for fulfilling social responsibilities, coexisting
Real Estate perspective in our core business of real estate revitalization Sust'ainabji\ity with local communities and the environment, and realizing long-term
o value creation through deep knowledge of sustainability.
and utilization.

) Selected as indispensable for ensuring financial soundness Selected as necessary for optimizing the business portfolio
Accounting, and transparency, and for executing timely and appropriate capital M&A and implementing growth strategies, requiring practical experience
Finance policies by possessing accounting and financial knowledge and strategic perspectives in M&A, along with decision-making

and assessing the validity of financial strategies. abilities that contribute to corporate value enhancement
L | Affai Selected as necessary_for maintaining social trust, properly o - ’
€gal Atfairs, evaluating and managing business risks, and supporting sound Selected as indispensable for promoting b_usmess on a global scale,
Compliance, corpborate management through thorouah leaal compliance Global/Overseas requiring international perspectives, cross-cultural understanding,
Risk Management amdpcorporate e?hics 9 9 9 P and accurate grasp of overseas market trends.
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Corporate Governance  Building a Robust Management Foundation

In our Group, all officers and employees adopt “what is right as human
beings” as the standard for judgment in the execution of their duties.
We recognize that our mission of management is to enhance corporate
value over the long term and on a continuous basis, and to build the
trust of our stakeholders.

Corporate Governance Structure

From the perspective of corporate social responsibility and enhancing corporate
value over the medium to long term, we disclose information to all stakeholders,
including shareholders and investors, in a timely, accurate, and fair manner. In
addition, we comply with the Companies Act, the Financial Instruments and
Exchange Act, other applicable laws and regulations, as well as the rules established
by stock exchanges, and promptly disclose information subject to the “Securities
Listing Regulations.” We also actively disclose information about our Group that is
considered socially useful.

Corporate Governance Structure Chart

General Meeting of Shareholders

Appointment Appointment Appointment
. and and and
Dismissal Dismissal Dismissal
Board of Directors
. Cooperation Auditand  Audit Directors
A%Sg{ggpg Supervisory (those who are not Audit and Supervisory
Committee Committee Members)
> Submissior% Consultation
= o
2o S 5 S 2 25« = &  Opinions ol 2
go5| ¢ e 2.9 £v3, 3| |E4o? gl 2
355 @ 9] 005 9SESA SEGS Nomination Q1 9
§m3< s & @ g g°s © g.g“’&’ and Remuneration S g
2 8 S a x 3 o 20 7 Committee (voluntary) x| «
Reporting Consultation Sustainabilit
; : —> ustainabili
Internal Audit Office Representative < e Committee”
Instructions | Director, President| ~ecommendations )
ﬂ) Cooperation
Consultation . e s
Executive % Rlscl:( Verlf_lt%atlon —
Internal Board Recommendations ommtted :
Audit of Directors q) Cooperation
s Risk Management
Reporting Q#é:htmg' Committee
Instructions Reporting Instructions

All Departments and Group Companies
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Regarding Management Committees

The Number
Composition Contents of Meetings
FY2024
10 People Focused on decision-making regarding
Board Internal Directors 6 People important matters related to basic 18 Meetings
of Directors | Outside Directors 4 People | management policies, and supervision 9
Chairman:President & CEO | of the execution of business operations.
Responsible for auditing and
Auelit ane 3 People _ supe_rvising the execution of duties
Supervisory Internal Directors 1 People by Directors, ther_eby enhancing the 13 Meetings
Qormiiias Qutside Directors 2 People | supervisory function of the Board of
Chairman:Internal Directors| Directors and strengthening corporate
governance.
As a voluntary advisory body to the
Board of Directors, deliberates on and
Nomination 4 People reviews standards, processes, and
and Internal Directors 2 People basic policies for evaluation, with the 2 Meetings
Remuneration| Outside Directors 2 People | aim of enhancing the objectivity and 9
Committee Chairman:Internal Directors| transparency of procedures related to
the nomination and dismissal of officers
and their remuneration.
As an advisory body to the President &
CEQO, promotes sustainability initiatives,
20 People including _chmat_e changf_e measures, in
: collaboration with the Risk Verification
Sustainability l(gfjetgr\]c?é DDlirreeCctt%rrSSZAllT:’ee%%Iee Committee and the Risk Management
Committee. It consolidates risks and 4 Meetings

Committee

Committee members
14 People
Chairman:Internal Directors

opportunities related to climate change
from each business division and Group
company, considers countermeasures,
and regularly reports to the Board

of Directors.

2.

For further details on Corporate Governance, please refer here.
https://www.sunfrt.co.jp/sustainability/en/governance/corporate_governance/

Internal Control

| Basic Concept of the Internal Control System

Based on the Companies Act and the Ordinance for Enforcement of the
Companies Act, the Board of Directors has resolved the “Basic Policy on the
Development of the Internal Control System,” and we have established and

operate such a system accordingly.

2.

For further details on the Internal Control System, please refer here.

https://www.sunfrt.co.jp/sustainability/en/governance/internal_control/
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Corporate Governance  Board of Directors

Composition of the Board of Directors

As of the filing date of the Securities Report (June 23, 2025), the Company’s Board
of Directors consists of 10 Directors (including 4 Outside Directors). The Board

of Directors makes decisions on matters prescribed by laws and the Articles of
Incorporation, and deliberates and decides on important management matters

as stipulated by the Rules of the Board of Directors. The Board of Directors also
supervises the execution of duties by Directors and Executive Officers by holding
monthly meetings, convening extraordinary meetings as necessary, and regularly
receiving reports on the status of duty execution.

Qualifications Required of Directors

When selecting Directors, in addition to fulfilling the statutory and Articles of
Incorporation requirements, not being subject to disqualification under the Rules
of Officers, and having no past or present connections with antisocial forces,
candidates must also meet the following conditions
1. Empathy with our Group’s Philosophy and a willingness to contribute to the
progress and development of society through business management.
2. Outstanding character, knowledge, and insight, and possessing a high level of
compliance awareness and ethical standards.
3. Possessing objective judgment, insight, and foresight.

For Qutside Directors, the following additional requirements are sought

1. Advanced expertise, extensive practical experience, or experience in a
leadership role in fields such as corporate management, internal control,
compliance, finance, accounting, law, administration, crisis management,
or education

2. Ability to oversee and understand the Group as a whole, grasp essential
issues and risks, and contribute to frank, active, and constructive discussions
at the Board of Directors.

3. Independence, with no direct conflicts of interest with the Representative
Director or other Directors, and no risk of conflict with the interests
of general shareholders.

Furthermore, depending on each position and role, the following qualifications are
additionally required

1. Ability to provide objective supervision and judgment, and to advise and
support sustainable growth of the Company, based on extensive practical
experience in corporate management or areas of expertise.

2. Full-time Directors must be familiar with industry trends, related regulations,
and our Group’s business model, and must have extensive practical
experience in their respective fields, as well as organizational management
ability from a company-wide perspective.

3. Outside Directors serving as Audit and Supervisory Committee Members
must be able to express objective audit opinions from a neutral standpoint,
thereby enhancing independence and neutrality of the audit system.
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4. Full-time Directors serving as Audit and Supervisory Committee Members
must be familiar with our Group’s organization, businesses, and processes,
capable of appropriately collecting internal information and conducting
highly effective audits.

Policy on Training for Directors

Our corporate philosophy includes “contributing to the evolution and development
of human society and realizing a sustainable society with a spirit of co-creation.” To
ensure officers and employees acquire the knowledge necessary to fulfill their roles
and responsibilities, we provide abundant training opportunities, with the Company
bearing the associated costs.

In addition, upon request of each officer, we also hold in-house seminars or
support participation in external seminars at the Company’s expense as needed.

Evaluation of the Effectiveness of the Board of Directors

| Evaluation Method

To improve the functioning of the Board of Directors, we conduct analysis and
evaluation of the Board’s effectiveness regularly (once a year). A survey is
conducted among Directors and Audit and Supervisory Committee Members

on matters including the composition and operation of the Board, status of
discussions, and performance of Directors and Committee Members. Based on the
analysis of the survey results, the Board of Directors carries out its evaluation. To
elicit candid opinions, the survey is conducted anonymously, and the collection,
aggregation, and analysis of results are outsourced to an external organization.

| Evaluation Results

The results of the FY2024 survey indicated that the effectiveness of the Board of
Directors has been generally secured. While issues such as the “succession planning
for the CEO and other key executives” and the “supervisory framework for DX
promotion, including organizational development, human resource development
and retention, budget allocation, project management, and personnel evaluation”
were still not fully addressed, improvements have been observed since the previous
fiscal year.

On the other hand, new issues raised in the current year included “discussion of
human resource matters to ensure alignment of the Company’s HR strategy with its
management strategy” and “cybersecurity risks and their countermeasures.” These
highlighted the need for further strengthening of responses to risks that companies
face and the importance of tackling issues from a medium- to long-term perspective.

Going forward, by addressing the issues identified in this evaluation, we will
strive to further improve corporate governance and promote management aimed
at sustainable enhancement of corporate value.
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Corporate Governance  Director Remuneration

Policy on Determining Individual Director Remuneration

1. Decision Method
At the Board of Directors meeting held on May 10, 2024, the policy on determining
the content of individual remuneration for Directors (excluding Audit and Supervisory
Committee Members) was resolved. The outline is as follows

2. Fixed remuneration (monetary): Determined at an appropriate level, taking into
account the duties of Directors, the Company’s situation, and comparisons with other
companies in the real estate industry.

3. Performance-linked remuneration (monetary): Determined based on the achievement
of consolidated business performance (ordinary profit) for the fiscal year, reflecting
the results of business improvement.

4. Restricted stock remuneration: Granted to Directors (excluding Outside Directors)
by resolution of the Board of Directors, with the aim of incentivizing sustainable
enhancement of corporate value and further aligning interests with shareholders.

5. Composition of remuneration: For Directors other than Outside Directors, if performance
targets are achieved 100%, the approximate ratio is set as fixed remuneration 60%,
performance-linked remuneration 30%, and restricted stock remuneration 10%. For Outside
Directors, remuneration consists of fixed remuneration only.

6. Timing of Payments

a.Fixed remuneration
b.Performance-linked remuneration

Paid monthly.
Paid once a year after the conclusion of the
Annual General Meeting of Shareholders for the
relevant fiscal year.
Granted once a year by resolution of the Board
of Directors following the conclusion of the
Annual General Meeting of Shareholders, with
transfer restrictions lifted upon resignation or
retirement of each Director.
7. Delegation of Authority for Determination of Remuneration
The determination of amounts or calculation methods of individual fixed and
performance-linked remuneration is resolved by the Board of Directors and delegated
to the Representative Director, President. To enhance objectivity and transparency, a
voluntary Nomination and Remuneration Committee, composed of the Representative
Director, Chairman, the Representative Director, President, and at least two Outside
Directors, deliberates on the amounts, calculation methods, composition ratios, and
performance indicators. The Representative Director, President, makes decisions
respecting the deliberations of the Committee to the fullest extent.
8. Status for the Fiscal Year
For the fiscal year, the performance target for consolidated ordinary profit, which
serves as the indicator for performance-linked remuneration, was set at 20.0 billion
yven, and the actual result was 20.446 billion yen. While the determination of individual
fixed and performance-linked remuneration amounts or methods was delegated
to the Representative Director, President, with the involvement of the Nomination
and Remuneration Committee, the Board of Directors received a report from the
Committee and confirmed that the remuneration decisions made by President Seiichi
Saito, including the process and content, were consistent with the above policy.

c.Restricted stock remuneration
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Resolutions of the General Meeting of Shareholders on Director Remuneration

1. The maximum total monetary remuneration (fixed and performance-linked) for
Directors (excluding Audit and Supervisory Committee Members) was resolved at
the 23rd Annual General Meeting of Shareholders held on June 21, 2022, to be within
360 million yen per year (including up to 36 million yen for Outside Directors; salaries
as employees for Directors concurrently serving as employees are not included). At
that time, the number of applicable Directors was 8 (including 2 Outside Directors).
Separately, at the same Annual General Meeting, restricted stock remuneration for
Directors (excluding Outside Directors) was resolved to be within 36 million yen per
year. At that time, the number of applicable Directors was 6.

2. The maximum total monetary remuneration (fixed only) for Directors who are Audit
and Supervisory Committee Members (including Outside Directors) was resolved at
the same Annual General Meeting to be within 36 million yen per year. At that time,
the number of applicable Audit and Supervisory Committee Members was 3 (including
2 Outside Directors).

Director Remuneration Ratio

To enhance motivation and morale by linking the Group’s performance with Directors’
remuneration, bonuses are granted to Directors. In addition, as part of a review of

the remuneration system, a restricted stock remuneration system was introduced for
Directors (excluding Outside Directors who are Audit and Supervisory Committee
Members), so that they share both the benefits and risks of stock price fluctuations with
shareholders, and to further strengthen their incentives to contribute to stock price
increases and corporate value enhancement.

Il Fixed Remuneration E Performance-Linked Remuneration Bl Stock-Based Remuneration
Unit: %

30.0

10.0

Total Remuneration for Directors and Audit & Supervisory Committee Members
(FY2024)

Total Breakdown by Type (Million Yen) Number
Qo _ Perf | Restricted | of Eligible
Category Remuneration Fixed errormance estricte Diiaeioe
(Million Yen) |Remuneration|r,, binked Stock (people)
Remuneration|Remuneration| (P€OP
Directo'rs excluding' Audit & 2823 180.8 70.0 315 9
Supervisory Committee Members
of which, Outside Directors (14.9) (14.9) - - &)
Directors Audit & Supervisory _ _
Committee Members 255 255 5
of which, Outside Directors (13.5) (13.5) ) ) ()
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Risk Management & Compliance

Basic Approach to Risk Management

To address all risks that may threaten the enhancement of corporate value

and sustainable growth, we are working to establish an organizational crisis
management system. This includes the development of risk management manuals
and, in the event of an unforeseen incident, the establishment of a countermeasures
headquarters headed by the President and Representative Director.

In addition, we have established a Risk Management Committee chaired by the
President and Representative Director, with risk management officers assigned to
each department. When potential business or operational risks are identified, they
are reported to the Risk Management Committee, which analyzes risk information,
considers countermeasures, and puts in place systems to prevent damage to the
Company and its group companies or to minimize the impact if such damage occurs.

| Risk Management System

The risk management system operates through both departmental risk management
and cross-functional oversight by directors, division general managers, and
department heads of important management matters. Reports and deliberations
are conducted at the weekly managers’ meetings. In emergencies, an extraordinary
meeting of the Board of Directors is promptly convened to take action.
Furthermore, in order to strengthen risk management, we strive to enhance
internal audits and educational training programs on relevant laws and regulations
for officers and employees, while conducting awareness-raising activities to ensure
thorough dissemination.

| Risk Verification Committee

As an advisory body to the President and CEO, we have established the Risk
Verification Committee, chaired by the General Manager of the Administration
Division and composed mainly of the General Manager of the General Affairs
Department, the General Manager of the Legal Department, and the Head of the
Internal Audit Office. The Risk Verification Committee convenes regularly once a
quarter and, as necessary, on an ad hoc basis. The Committee verifies risks reported
to the monthly Risk Management Committee and comprehensively manages
policies, measures, and annual plans related to risk management of the Company.

| Risk Management Committee

As an advisory body to the President and Representative Director, we have
established the Risk Management Committee, chaired by the President and
Representative Director and composed mainly of heads of business divisions and
department general managers of the Administration Division. The Committee
convenes once a month. It deliberates on the comprehensive management and
response to risks in each department, as well as on matters concerning the
prevention of potential risks and the promotion of awareness regarding such risks.
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Basic Approach to Compliance

We recognize that it is the Company’s social responsibility for all directors and
employees to execute their duties fairly, with a high sense of ethics, and in constant
embodiment of the spirit of compliance. Accordingly, we are working to strengthen
our internal control system, raise compliance awareness, and establish a management
framework that will continuously earn the trust of society into the future.

We have established an Internal Audit Office directly reporting to the President
and CEO, which regularly conducts internal audits across all departments and
group companies. Internal audits cover the status of operations and systems,
ensuring that all business activities are conducted appropriately in compliance
with laws, the Articles of Incorporation, and internal rules. They also impartially
review and verify whether the Company’s systems, organization, and rules are
appropriate and valid. Audit results are reported periodically to the President and
Representative Director as well as to the Audit and Supervisory Committee, and to
the Board of Directors as necessary.

| Whistleblowing System

To prevent and promptly detect scandals caused by legal violations or misconduct,
enhance the agility of the self-purification process, control reputational risks, and
ensure social trust, we have established the “Corporate Ethics Hotline,” providing
multiple reporting channels and a whistleblower protection framework.

Officers and employees of the Company and group companies may report to
the Company’s internal contact point stipulated in the “Corporate Ethics Hotline
Regulations,” and may also voluntarily report to members of the Audit and
Supervisory Committee.

The “Corporate Ethics Hotline Regulations” explicitly stipulate that officers
and employees of the Company and group companies will not be subjected to
disadvantageous treatment in personnel evaluations, disciplinary actions, or any
other unfavorable measures as a result of making a report through the internal
hotline. Furthermore, it is thoroughly communicated that individuals will not be
subject to adverse treatment for reporting to the Audit and Supervisory Committee.

| Anti-Bribery Guidelines

The Sun Frontier Group emphasizes transparency and fairness in corporate
activities and has established clear guidelines for the prevention of bribery. All
officers and employees strictly comply with laws and social norms, and do not
engage in improper provision of benefits or entertainment. Moreover, we promote
the practice of corporate ethics by building sound and sincere relationships with
business partners and stakeholders. Through these initiatives, we aim to remain a
company that continues to earn the trust of society.

For further details on the Anti-Bribery Guidelines, please click here.
https:/www.sunfrt.co.jp/sustainability/en/governance/anti-bribery_and_corruption_guidelines/




