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Sales Representative Dispatch

2nd place in the sector

Call Center Operator Dispatch

1st place in the sector

Nursing Care Sta� Dispatch

3rd place in the sector

Food/Manufacturing Sta� Dispatch

8th place in the sector

At a Glance

Consolidated revenue

1,397
billion

Operating pro�t

23
billion

Number of permanent
employees

1,982

Group companies

47

Customer portfolio

Market Share by Category

7 $"(3� ��PS�NPSF�
UI�QMBDF�JO�UIF�TFDUPS

0WFSTFBT�#VTJOFTT$POTUSVDUJPO�.BOBHFNFOU
&OHJOFFS�%JTQBUDI

� 4FDUPS�SBOLJOHT�BSF�CBTFE�PO�UIF�$PNQBOZ×T�SFTFBSDI�

S vhkk?f q nt o ?hms f q ̀ s d c ?q d o nq s ?Q O Q T



Integrated Report 2025 Value 
Creation Story Business Strategy Material IssuesHuman ResourcesStrategy ESG Introduction Data

Revenue Growth Rate
(FY2013‒FY2025)

6th place in the sector

Unit: Growth rate (%)

Growth Potential Within the Sector
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01 2000  Began HR services for factories

To achieve synergies between telemarketing and business outsourcing, SAINT MEDIA, INC. (currently WILLOF

WORK, Inc.) merged with Big Aid Co., Ltd. and launched a business for outsourcing to factories, with a primary

focus on dispatching workers to food factories.

02 2002  Began HR services for call centers and sales

SAINT MEDIA, INC. (currently WILLOF WORK, Inc.) relocated its headquarters to Tokyo and obtained approval for

offering services for dispatching general workers. This was the start of the call center outsourcing business

segment, or dispatching operators for call centers, as well as the sales outsourcing segment, or dispatching

sales representatives to consumer electronics retailers and mobile phone sales agents.

03 2006  
Formulated Mission, Vision, and Value
Established a holding company

Around 2003, key concepts such as bringing about positive change to individuals and organizations, We Do

Change, and agents of change were created, forming the foundation for our current Mission, Vision, and Value

(MVV) that was officially established in 2006. In the same year, we founded Will Holding, Inc. (currently WILL

GROUP, INC.) as a pure holding company, transitioning to a group management structure with the aim of

enhancing the expertise of our operating companies and optimizing our management resources.

History of the WILL GROUP

The origins of the WILL GROUP can be traced back to two companies: Big Aid Co., Ltd., primarily focused on short-term outsourcing for light work; and

SAINT MEDIA, INC. (currently WILLOF WORK, Inc.), specializing in telemarketing services. When we started in factory line outsourcing for customers, we

lacked the capital, enough equipment, or a noteworthy track record. However, what set us apart was our unwavering commitment to those customers

who entrusted us with their work and a passionate team who shared this dedication. As time passed, more like-minded individuals joined us, building

a strong foundation. New pillars emerged, and in no time, our HR business had grown significantly.
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04 2011  Began international HR services and established WILL Heart Association

With the aim of establishing a business presence in the ASEAN region within the HR services sector, we acquired

shares in Good Job Creation (Singapore) Pte. Ltd., based in Singapore. This marked the beginning of our

international HR services.

05 2014  
Began HR services in the nursing care sector
Established overseas intermediate holding company

SAINT MEDIA, INC. (currently WILLOF WORK, Inc.) launched nursing care support services, or sending out

caregivers to various types of care facilities. In addition, WILL GROUP Asia Pacific Pte. Ltd. was established with

the aim of overseeing overseas operations. Later, our M&A strategy focused on accelerating our overseas

expansion.

06 2018  Began HR services for construction management engineers

With the aim of enabling temporary staffing and permanent placement services in the construction industry, we

acquired shares in C4 Co., Ltd. (currently WILLOF CONSTRUCTION, Inc.). Our mission was to reshape the

standards for the construction industry, leading us to initiate HR services for construction management

engineers, with a focus on civil engineering construction managers and architectural construction managers.

07 2019  Unified branding for HR services in Japan

To improve both our market recognition and our services, we unified our HR services in Japan under the brand

name WILLOF. Simultaneously, within the WILLOF companies, we established “Chance-Making Company” as

our new brand vision.
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In this context, our way of competing is to understand customers

better than they understand themselves. We understand our clients’

organizations and operations thoroughly, manage them on their

behalf, and deliver results. This is our winning formula. Our hybrid

staffing model, in which employees are stationed on-site at client

locations to conduct sales and proposals right then and there,

exemplifies this. We tailor our work to them completely.

One memorable example is the time we competed for a major

contract with over ten rival companies, with only a few selected. The

requirements were quite challenging, to the point that it sparked

internal debate over whether we should even pursue the opportunity.

However, by wracking our brains to refine our proposal, we were able

to win. Entrusted with areas nationwide, we reached out to other

participating companies to create cooperative systems in regions with

staff shortages, transferred staff members as needed, and saw the

work through to completion. Having employees be able to take pride in saying that they can deliver better results than anyone else, even under

difficult circumstances, is a great asset.

Ultimately, the source of our strength lies in understanding customers better than they understand themselves. This stance has been embodied in

our “Power to take calls” at call centers, our “Power to sell” in sales, our “Power to manufacture” in factories, and our “Power to care” in nursing.

These have taken root as part of our organizational culture, creating a stable foundation resilient to economic fluctuations, along with an ability

to continue seizing new growth opportunities.

Our close customer engagement continues even after we secure a contract. We break bread in the same workplace while managing the staff to

create worksites together with our customers. It is precisely this culture that allows us to build trust with major clients and differentiate ourselves

from the competition.

Our overseas business has expanded through M&A spearheaded by

Chairman Ikeda. We have consistently employed the three criteria of

good current performance, an outstanding management team with

values that align with ours, and clear strengths that make sense when

considering acquisitions. Consequently, we were able to implement

PMI that maintains a high level of competency while retaining local

autonomy at the companies we have acquired. This was an excellent

strategy for our growth phase, which prioritized speed. However, by

the time I took over, market conditions had changed significantly.

Following the COVID-19 pandemic, demand fluctuated wildly and

competition intensified. Each company was resolving issues

independently, driven by a strong sense of accountability for

“handling things on our own.” While this is an admirable management

stance, it highlighted the fact that we were not generating synergy or

collaboration across companies.

This led me to believe that we needed to create opportunities for companies to connect. Rather than simply acquiring companies and relying

solely on their autonomy, we needed to broaden our management perspective and shift to a system where each company contributes value to

the others as members of the Group. The mechanism created for this was the CEO meetings that we began in Singapore and Australia. The

underlying issue was the fact that our CEOs did not know each other well. Even years after being acquired, they still had few opportunities to

meet face-to-face and remained at a distance, not knowing of any potential for synergy. This is why we started sharing our issues earnestly in

person. At first, they simply touted their own company’s strengths, but as they began working on projects together, the seeds of collaboration

emerged, and by the second meeting, attitudes had shifted to the point where people were saying, “Why didn’t we start doing this sooner?” The

CEO meetings are not just for exchanging information; they have begun functioning as a forum for sharing a sense of risk and fostering unity as a

Group.

What I constantly emphasize is not “creating unity” but “sharing a sense of risk and creating change.” Instead of striving to be a good team, let’s

first create small successes that increase revenue and gross profit, even if just by a single yen. These cumulative efforts build trust, which

ultimately results in unity. We have been working on this for roughly half a year, and I feel that the distance between companies has definitely

narrowed and that the overall perspective of the Group has broadened.

Meeting regularly in person with our overseas CEOs, putting issues on the table, and collaborating with one another is a process through which a

style of “creating value as a whole Group rather than individual companies fighting alone” has finally begun to take shape. While our overseas

business still faces many challenges, these challenges represent room for growth. I am confident that this will serve as a crucial foundation for

generating our next phase of growth. I believe that connecting two elements—the passion of leaders on the ground and a bird’s-eye view of the

entire Group by management—will be the key to pioneering the future of our overseas business.

Sharing a Sense of Crisis, and Building Unity in Our Overseas Business
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The period of our next Medium-Term Management Plan, starting in 2027, will be a preparatory phase for maximizing profits in the Working

domain while establishing new pillars in the domain of ILL (“Interesting,” “Learning,” and “Living”), which is the origin of our company name. The

Construction domain in particular continues to drive growth. However, current growth will not necessarily continue over the long term. Looking

ahead, it is essential to cultivate new pillars in parallel. This is why we need to strengthen the sustainability of profits while developing new

businesses so that we can enter a “harvest period” in the next three years.

Meanwhile, our ILL strategy for 2030 and beyond is still in its infancy. However, I believe it is vital to increase the number of ideas—even just “ideas

off the top of our heads”—and experiment with them through trial and error. I often chat about this with our management team, but we are

exploring the potential for new businesses able to make workers more positive. We are considering a range of ideas at the experimental stage,

such as systems to support learning and living, as well as environments where people can grow as they work. Many concepts have yet to take

shape, but we have identified our direction: Creating a society that promotes positivity through “Working,” “Interesting,” “Learning,” and “Living.”

Through this trial and error, we aim to solidify the foundation for revenue in Working as one pillar, and establish another pillar with ILL by 2030.

Building these two pillars is the future I envision. Furthermore, by 2035, I want ILL to account for significant scale. This is not merely a numerical

target, but a path toward achieving our Vision by comprehensively supporting people throughout their lives in the domains of “Working,”

“Interesting,” “Learning,” and “Living.” This requires that we increase our cash generation capacity over the next three years and build the

fortitude to withstand new investments. I believe that realistic efforts to build a solid foundation are essential for discussing the future.

While many aspects of ILL are still at the “Ideas off the top of our heads” stage, I believe the future begins with such ideas. We take those small

ideas—created through dialogue with employees, customers, and partners—and refine them and give them shape. I believe these will serve as

seeds for generating significant revenue and social value over the next decade.

I am often asked, “Do you focus on share price in managing the

company?” And the answer is, “Of course.” Share price is the means

by which we return value to our shareholders. Over the next several

years, we will raise our current market capitalization in the 20 billion

yen range to a scale befitting our next stage. Like a rocket using 80%

of its fuel to break through the atmosphere, we cannot reach the next

stage unless we overcome this barrier.

However, numbers are not our sole objective. “Working,” which is one

of our domains, is something most people cannot avoid. That is why I

want people to believe work is interesting, that there is potential that

only they possess, thereby making the idea of “Working” more

positive. Taking on new endeavors so that our employees, customers,

shareholders, and the people of future generations can all benefit—

that is the purpose of the WILL GROUP.

To conclude, I would like to convey a simple message to our

shareholders and investors.

“Believe in our potential.”

I take pride not in the past or present, but in “what we will have accomplished when we achieve what we are trying to do.” This is why I ask

everyone to keep supporting us and believe in our endeavors for the future. The WILL GROUP will continue to serve as a Positive Change Agent

that changes society for the better.

Building Two Pillars of Business for the Future

Believing in Our Endeavors for the Future
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Providing Opportunities to

Aspire to Achieve

To Help Those Who Have Been Waiting For

10 Years—

An Inexperienced Rookie Takes On Station

Redevelopment

Providing a Wide Range of

Options

Career Opportunities Abound, Even for

Foreign Workers—

Striving in Japan to Be a BIM Manager

Providing Opportunities for

Employment

On-Site Work Opportunities Leading to

Growth, Regardless of Gender or Level of

Experience

Value Creation Process

We will address job mismatches, bridging the gap in skills between our customersʼ requirements and our staffʼs abilities, all aligned with the policy

outlined in our Medium-Term Management Plan: Maximizing and Optimizing Career Paths to Transform Workers into Experts. For these reasons, we

will prioritize improving human capital, a commitment we have held since our founding. We will also respond to the social demand for combating

climate change as we establish a robust governance system. We anticipate that these initiatives will improve the well-being of our Groupʼs employees,

ultimately contributing to the growth of our corporate value.

Value Creation Story
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Human capital

* The number of permanent employees on assignment for non-

fixed term staffing service and the number of temporary workers

are figures for domestic major subsidiaries.

Intellectual capital

Social capital Financial capital

Financial value Non-financial value

Input (FY2025)

Number of permanent

employees (Japan): 1,476

Number of permanent

employees (overseas): 506

Number of workers on

assignment for permanent

employee staffing: 5,939

Number of temporary

workers: 14,287

Diverse job opportunities

Teambuilding expertise in the workplace

Mechanism for supporting autonomous

career development

Mechanism for supporting the acquisition of

qualifications

Number of business

partners: Approx.5,000

Number of Group companies: 47

Number of countries where we

operate: 11

Capital: 2,217 billion

Equity-to-asset ratio: 66.1%

ROIC: 5.7%

Output (FY2025)

Revenue: 139,705 billion

Operating profit: 2,338 billion

EBITDA: 4,896 billion

Total payout ratio: 87.9%

Increase in the number of workers on

assignment for permanent employee

staffing

Increase in the number of career

advancements from fixed-term to

permanent positions

Improving market value

Improving growth support score

PQ vhkk?f q nt o ?hms f q ̀ s d c ?q d o nq s ?Q O Q T



Integrated Report 2025 Value 
Creation Story Business Strategy Material IssuesHuman ResourcesStrategy ESG Introduction Data

I majored in liberal arts in university. I never had a particularly strong desire to work in the construction industry, and during my job search, I

looked at a wide range of companies primarily in retail and service industries. While I received offers from several companies, none felt quite right,

and I was unsure whether it was a good idea to start my career at any of them.

That is when I encountered the WILL GROUP. I initially applied without thinking too deeply, but as the interviews progressed, I found myself

drawn to the personalities and vibe of the employees. I will never forget the interaction I had with the sales manager I met during my final

interview. They listened closely to my past experiences with setbacks and offered words of encouragement, which made me feel I wanted to work

with these people.

I was a little giddy when I decided to join the company, but as April drew closer, my anxiety grew. Could I handle it physically? Would I be able to

succeed without specialized knowledge? There were some sleepless nights the days right before I joined.

Then April arrived. After finishing training, I was assigned to a work site in August. The site was for a redevelopment project at a major station in

the greater Tokyo area. It was a massive plan that involved constructing a new station, demolishing the old station building, constructing a new

station building, and even developing pedestrian bridges and overpasses. The construction period would span nearly a decade. As a first-year

rookie, it was far too big a challenge. My anxiety about whether I could handle it never went away, but this served as the start of a new challenge

for me.

When I first went to the work site, what struck me immediately was

the unique work style used in railway construction. Not only is there

daytime work, but there are processes that can only be done at night,

when tracks can be shut down, which is why shifts combine day and

night work. Getting my internal clock used to this rhythm took some

time, but this let me experience the intensity of nighttime

construction and the sense of solidarity at the work site unseen

during the day, which was a valuable learning experience.

One unforgettable experience from that time is when I was assigned

to pick materials to assemble a stage for temporary smoking areas

and restrooms, and I overlooked some of the necessary materials.

Work came to a halt, and a worker on site advised me, “Take a closer

look at the work site. There is a lot you can learn.” While I at first felt

frustrated, those words helped me develop a habit of observing things in meticulous detail. What I learned then now serves as the foundation for

improving the precision of my work.

Providing Opportunities to Aspire to Achieve

To Help Those Who Have Been Waiting for 10 Years—

An Inexperienced Rookie Takes On Station Redevelopment

An Opportunity to Aspire to Greatness, Seized Despite Worries

Confronting Failure and Turning New Challenges into Learning
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As someone with no experience from a liberal arts background, I am often asked, “Why did you choose this industry?” One time, a construction

site manager I respect asked me, “Are you really committed to continuing in this line of work?” Those words were like throwing down the

gauntlet, stirring up within me a desire to prove myself through results. I did not want people to think I had just joined on a whim or would quit

soon. That feeling served as a driving force, and step by step I built up trust by learning everything I could and mastering the work.

While taking on new challenges involves hardship, it results in true fulfillment. As I watched the temporary structures I had drawn up actually take

shape and witnessed the building framework gradually rising during the night shifts, I felt proud to be part of this enormous project.

One day, a local resident who lives along the rail line spoke to me. This person, a wheelchair user, told me, “This station only has stairs, so I

normally walk to the neighboring station to board the train. I’ve been waiting ten years for this. I’m really happy to have a new station building.

Keep up the good work.” In that moment, I felt my endeavors were tied to the hopes of the people in the community. I felt strongly that I was

doing work meaningful to society, which made me want to work even harder.

Work at a construction site is never easy. There are days with long hours that are physically demanding, but what makes this work distinctive is

that the learning and sense of accomplishment are just as great. Each time I faced hardship, I thought about how I could overcome it and kept

taking on new challenges. Those experiences have helped me grow, and I came to truly feel that if you approach things with resolve, it will always

lead to a sense of fulfillment.

My current goal is to obtain a Class 1 Construction Management Engineer certification. Having five years of practical experience will make me

eligible for the exam, so I definitely want to try. Earning that certification will bring me closer to a position where I can take command and be

entrusted with construction sites. While my experience is still limited, someday I would like to be a technician in charge of my own projects, able

to run sites based on my own judgement.

This project is still several years from completion, but I would like to see it through to the end. I want to turn all the anxiety I felt when I first joined

the company and my frustrating experiences at the construction site into fuel for growth to complete this single station over the course of a

decade. I am certain the sense of accomplishment gained from this will be a source of pride for the rest of my life.

To maintain work performance, staying in good shape both mentally and physically is vital. I reset on my days off by listening to my favorite music

and spending time with friends, which prepares me for my next endeavor. Making a habit of switching between work and personal time lets me

approach my everyday work feeling fresh.

There is something I wish to convey to those considering a career in the construction industry: “The work may not be easy, but if you dive in with

resolve, you’re bound to gain a sense of fulfillment.” I myself was inexperienced and wrestled with anxiety, but I now feel definite growth as I

aspire to achieve. The joy I experienced when the local resident told me that they’d been waiting for this station trumps all of the hardship.

Having opportunities to aspire to achieve things is what allows people to grow. Seizing the opportunities you are given allows you to transform

them into the power to generate social value. I hope to keep connecting today’s endeavors to tomorrow.

Connecting Today’s Endeavors to Tomorrow
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I majored in electrical engineering at a university in Vietnam and studied BIM (Building Information Modeling) for building facilities. BIM is a

system for managing everything from building design to construction and maintenance using 3D data, which differs from traditional 2D CAD

drawings. While CAD is a tool for drawing blueprints, BIM is an advanced method that manages building data three-dimensionally and

automatically reflects design changes throughout the entire project. During university, I was already using Revit (design software for BIM) to

create models while working remotely with Japanese companies. I have loved Japanese manga and music since I was a child, which naturally led

to an interest in the Japanese language.

After coming to Japan, I experienced a wide range of jobs, from an internship at a construction company and a position at a major general

contractor to a marketing position at a pharmacy beyond the construction industry. However, when I thought about my future, I decided to return

to BIM, where I have the most confidence and would be able to leverage my expertise.

I encountered WILLOF CONSTRUCTION during my job search. While this was during the year-end holiday season and other companies were slow

to respond, WILLOF CONSTRUCTION alone contacted me immediately, and the process from the interview to a job offer moved at a remarkable

speed of just two days. I felt they were genuinely thinking about my career, which became the deciding factor. This quick, considerate response is

particularly important for foreign workers. When there are differences in language and culture, having a company that treats you with integrity

provides tremendous support in taking on new challenges.

I was the first foreign employee assigned to the client company. At

first, I was anxious about the language barrier, but with support from

WILLOF CONSTRUCTION and guidance from senior workers at the

construction site, I was able to take on new technical areas such as 3D

modeling of building facilities and creating construction blueprints for

water piping and HVAC systems.

What was particularly groundbreaking for me was my experience

using BIM in actual work. Applying the knowledge of Revit I learned in

university to actual construction projects at Japanese work sites

allowed me to connect theory and practice. Construction blueprints

contain detailed dimensions and installation positions needed for

actual construction work based on the design blueprints, and using

3D BIM data lets you identify issues such as interference between

pipes that would have been difficult to discover through traditional

Providing a Wide Range of Options

Career Opportunities Abound, Even for Foreign Workers—

Striving in Japan to Be a BIM Manager

A Wide Range of Career Options in Japan

The Joy of Achieving What Was Previously Impossible
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methods in advance. At first, I struggled because I did not even understand what the blueprints meant, but when I was able to complete a

construction blueprint on my own, I felt I had finally caught up with my colleagues, which gave me tremendous confidence.

The client company recognized my workmanship and said, “We’d like to hire other foreign workers as well if they’re anything like him.” This went

beyond mere personal success to create organizational change that expanded the possibilities for foreign workers as a whole. Because of my

pioneering work, we now have workers from Myanmar, China, Indonesia, and other countries thriving at the company. I not only provide them

support but also handle practical work as a specialized technician, such as creating construction blueprints and BIM modeling, contributing to

the team’s technical capabilities, and fostering a sense of solidarity.

My workmanship was recognized, and I received the MVT Award (Most Valuable Technician Award) within WILLOF CONSTRUCTION. When I

received notice that I would win the award, I was honestly quite surprised. I had not expected to receive this recognition after just one year of

working here. This award honors technical employees across Japan who made the greatest contributions during the period, and I was the first

foreign worker to receive it. Having my abilities and contributions recognized regardless of my nationality made me truly happy and gave me a

sense of fulfillment.

The use of BIM in the Japanese construction industry lags behind other nations. However, the company I work at is a leader in BIM for building

facilities, and I work on the forefront of this technological innovation. I have even started representing the company at industry study sessions,

which allows me to go beyond my own individual growth to contribute to the industry as a whole.

Looking back, my career has been a series of choices. From construction to marketing, then back to my area of expertise— WILLOF

CONSTRUCTION valued rather than dismissed these diverse experiences. My experience in other industries has given me communication skills

and a multifaceted perspective that benefit my current BIM work.

Employing foreign workers is an important solution for the construction industry, which struggles with labor shortages. Having engineers like us

build a track record allows the industry as a whole to recognize the potential of foreign workers and create more proactive systems for accepting

them. This is not simply about securing labor but about developing the industry in a way that incorporates diverse perspectives and skills. For

foreign workers, building a career in Japan means constantly taking on new challenges. However, with proper support and evaluation systems in

place, those efforts will bear fruit. My experience shows that one person’s success can drive diversity throughout an organization and even

contribute to technological innovation and talent acquisition across the entire industry.

My current goal is to become a BIM manager. A BIM manager’s role goes beyond drawing blueprints to overseeing entire projects, leading teams,

and working to improve quality while answering questions from team members. Specifically, the role involves providing consultation and

guidance to junior staff and foreign colleagues and performing final checks on blueprint consistency and quality. It requires going beyond being a

mere technician to someone who holds up the entire team. It is a demanding position that requires management ability and communication

skills on top of technical expertise.

As a longer-term dream, I want to establish a school in my home country of Vietnam where people can learn both Japanese and construction

technology. Given the language and cultural barriers and differences in technical standards I faced when I first came to Japan, I would like to

create a learning environment that makes it easier for the next generation to work in Japan.

This vision is about expanding the diverse career possibilities I experienced in Japan across borders for the next generation. I want to contribute

the knowledge and experience I gained in Japan to Vietnam and create a path for more people to serve as bridges between Japan and their home

countries.

A Broad Career to Forge the Future

PU vhkk?f q nt o ?hms f q ̀ s d c ?q d o nq s ?Q O Q T



Integrated Report 2025 Value 
Creation Story Business Strategy Material IssuesHuman ResourcesStrategy ESG Introduction Data

I have always been a “people person.” In university, I was part of a volunteer group that provided support for children, where we made crafts and

plays together and, during summer break, ran a summer school program where we would watch the children for several days. As the health

squad leader, I was responsible for keeping the children safe and healthy, and as the publicity officer, I documented and shared our activities. My

sense of responsibility for safety and meticulous preparation to earn trust were cultivated during this period.

At my part-time job at a restaurant, I sometimes handled everything by myself, from waiting on customers to cooking to taking telephone calls.

The joy I felt when customers thanked me directly taught me about the fulfillment of work. Working part-time at a bank as an operator meant I

was responsible for performing the final check on my colleagues’ work, which had the added tension of handling money. This experience taught

me the importance of living up to trust.

During my job search, I looked at school nurse positions, the beauty industry, and hotels, but what aligned with my personal principle of believing

in the potential of people was WILL GROUP’s value “Believe in Your Possibility.” The employees I met during the hiring process were all positive

and warm, convincing me that I would be able to grow here as well. That is why I made my decision to dive into the unfamiliar world of

construction.

The construction industry faces serious labor shortages and lags

behind other industries in terms of women’s advancement. It was

within this context that I was assigned to a major public works site on

the Tokyo waterfront despite the fact that I was a liberal arts graduate

with no industry experience. The projects would support the local

community, such as the reconstruction of a waste incineration plant

and the construction of underground water storage facilities for the

sewage system.

At first, I worried whether I would be able to handle it, but I was in fact

given all kinds of work opportunities. WILLOF CONSTRUCTION has a

culture of actively providing opportunities and training to each and

every worker, regardless of gender or level of experience.

My first tasks were surveying and marking. While I struggled with

handling the equipment, I would constantly ask my senior colleagues

Providing Opportunities for Employment

On-Site Work Opportunities Leading to Growth, Regardless of Gender or Level of Experience

The Path I Chose as a People Person

Taking on Challenges in the Construction Industry—From Inexperienced Rookie to Team
Member
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questions and take notes, gradually improving my accuracy. One day, when just my colleague and I were assigned to subsidence monitoring, I

realized how much the company trusted me then. If my measurements were incorrect, it would affect the entire construction project. While I was

nervous about this major responsibility, that trust motivated me.

Safety management was also a critical part of my role. During midsummer, I would measure WBGT (Wet Bulb Globe Temperature) to maintain a

safe working environment for workers at the site. While running around in a full harness and helmet under the scorching sun was tough, I felt

proud knowing my checks would help keep my colleagues safe.

The construction industry has traditionally emphasized experience and skills, but at my site, I was never held back for being a liberal arts

graduate or for being a woman, and was instead given work with increasing responsibility.

WILLOF CONSTRUCTION has a comprehensive support system in

place to foster employee growth while providing practical on-the-job

experience.

The career manager system stands out in particular. In this system,

each employee is assigned a dedicated career manager who helps

with career development and on-site challenges. My career manager

listens with genuine care to my concerns about work and my anxieties

about the future. Once I resolved not to leave anything I didn’t

understand as is, I started asking questions and learning something

new every day. When I could identify at least one thing I learned each

day, I felt myself growing despite my lack of experience. Staying

connected with peers who joined at the same time has also been an

important source of support. Regular exchanges with those peers

assigned to different sites remind me that I’m not alone in facing

challenges and that everyone is working hard, which maintains my

motivation. Since I’m often sent to sites alone, the reassurance these peer connections provide is invaluable.

Senior colleagues at the site also foster an environment that makes it easy to ask questions. They encourage me to ask about anything I don’t

understand, and when instructions are unclear they patiently explain things so I never have to worry about what to do.

Moreover, my work at the site extends beyond technical tasks to community engagement, such as visiting civic centers to address residents and

hosting site tours for government officials and students, which has taught me the importance of behind-the-scenes support. As my opportunities

expand, I have come to believe I am experiencing true growth here.

My current goal is to become a fully qualified construction manager. I want to develop a balanced mastery of the five major management areas—

safety, quality, scheduling, cost, and environment—to be someone who can be trusted to manage entire sites. People grow when they are given

responsibility. Having experienced this firsthand has made me want to take on even greater responsibility.

In the future, I would also like to try the role of career manager. I want to leverage my on-site experience to help draw out the potential of junior

colleagues and peers. Just as my career managers have supported me, I want to be someone who supports the growth of individual workers. My

desire to believe in people’s potential remains unchanged, and I want to pass that on to the next generation.

I also want to make construction a profession people aspire to. The fact that I, as a liberal arts graduate and a woman, can work at construction

sites in itself is bound to send a message. I would be delighted if people see what I have accomplished and are inspired to try. I believe that these

efforts over time will raise the value of the entire industry.

I value my personal time as much as I value my work. On days off, I enjoy traveling and hobbies, and switching between work and personal time

helps me focus at work. Each time I visit a new place, my perspective broadens, which also improves my adaptability at work sites. Hobbies and

leisure are not just ways to refresh, but are essential elements that let me work in a way that is true to who I am.

Even as a liberal arts graduate or as a woman, you can succeed at construction sites. The path I have walked is proof of that. I hope that, by

showing how I have grown by working in my own way, I inspire others who are uncertain as I once was. Going forward, I will take pride in being an

engineer and hope to support society alongside my colleagues.

A Comprehensive Support System That Fosters Growth

Envisioning the Future and Working in a Way That Is True to Myself
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The HR industry is constantly evolving and being influenced by political, economic, social, and technological factors. Among these, we believe that the

external environment surrounding ÙworkÚ has the most significant impact on the WILL GROUP×s business model.

The WILL GROUP is comprised of the parent company and �� subsidiaries (�� domestic, 
� overseas) engaged in the HR business with a focus on

temporary staffing, outsourcing, and permanent placement. In order to ensure that we continue to be chosen by our customers amidst intensifying

competition, we aim to specialize in specific business segments and bolster service quality in those categories. Domestically, our business segments

include sales floors at consumer electronics stores, call centers, food production and other factories, nursing care, and construction. Internationally,

we provide services to relatively stable sectors, such as government.

Business Model

Changes in the external environment

Business Model
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Permanent employee staffing service (non-fixed term)

This business model involves temporarily placing our permanent

employees at other companies. We receive staffing fees from these

companies based on temporary staffing contracts and pay our personnel

salaries under permanent, non-fixed-term contracts. What distinguishes

this business is that the employment relationship is separate from the

chain of command at the host company, and we sign permanent, non-

fixed-term employment contracts with our employees.

Foreign talent management services

This business model provides employment support for companies

taking in non-Japanese workers and provides daily life support for non-

Japanese workers. We receive outsourcing fees based on business

outsourcing agreements (service agreements) signed with companies.

What is distinctive about this business is the complex nature of

management and operations from hiring through follow-up.

* For more information, see the WILLOF WORK, Inc. corporate site,

“Recruiting Non-Japanese Workers”

Fixed-term staffing service

This business model dispatches temporary workers to companies. We

receive staffing fees from companies based on temporary staffing

contracts and pay the temporary workers salaries based on employment

contracts. What is distinctive about the business is that the employment

relationship is separate from the chain of command at the host

company.

Outsourcing (commissioned work)

This business model involves taking on outsourced contracts for entire

projects from companies (who order these projects) based on

commissioned work agreements signed with companies. The contractor

company performs the work operations for the ordering company,

under the chain-of-command of the contractor and with the contractor

being accountable for the work. What is distinctive about this model is

that the ordering company is not involved in the chain-of-command and

does not issue work instructions.
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Permanent placement

This business model matches job seekers with companies for

employment as a “Paid Employment Placement Services” as per the

Employment Security Act. Companies request that we find personnel for

an opening, and we introduce them to job seekers who fit their opening.

We then receive placement fees from companies based on permanent

placement contracts signed with companies.

Previously, our core businesses focused on fixed-term staffing services and outsourcing (commissioned work). Moving forward, we will prioritize

expanding our permanent employee staffing services and foreign talent management services. Our aim in expanding these businesses is to achieve

higher profit margins, improved retention rates, faster market growth, and better alignment with existing assets.

Rather than relying on a workforce of fixed-term employees with high turnover due to ongoing labor shortages, we will leverage the skills developed

through fixed-term staffing to grow our permanent employee staffing services and foreign talent management services, which offer higher profit

margins and better staff retention. This shift will drive greater profitability across the entire company.

Portfolio Changes
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The Domestic Working Business is a core segment that accounts for approximately 60% of consolidated revenue and spans essential domains that

must remain active to support daily life and society, including sales, call centers, manufacturing, nursing care, and construction. In FY2025, domestic

revenue totaled 83.09 billion yen, accounting for roughly 60% of the consolidated total of 139.7 billion yen. While the call center outsourcing domain

continued to perform sluggishly, other domains remained steady. Under the Medium-Term Management Plan, we have positioned “renewed growth of

the Domestic Working Business” as a basic policy and are working to improve profitability and achieve sustainable growth by expanding permanent

employee staffing and foreign talent management services.

Enabling Personal and Organizational Transformation as a
Chance-Making Company

As the core of our domestic working business, WILLOF has developed a brand vision

centered around being a “Chance-Making Company.” More than being just a staffing

agency, WILLOF creates new value by unlocking the potential of individuals,

organizations, and society as a whole. With a deep belief in the potential of all people,

we are committed to expanding work opportunities and the diverse ways in which

work is carried out, all while supporting the growth of individuals worldwide. Driven

by this strong commitment, we tackle our daily tasks with determination.

When WILLOF carries out services such as temporary staffing, permanent placement,

outsourcing, and foreign talent management, people are always at the heart of our

activities. Regardless of the era, pessimism is a result of one’s mood, and optimism

reflects one’s will. Through the power of positive determination, all people have the

potential for remarkable transformation. Having witnessed such incredible moments

time and time again, we hold a deep belief in human potential and are committed to

harnessing that power.

Tackling the Challenges of the Japanese Labor Market Through a Combination of Human Labor and Technology

The Japanese labor market is facing many challenges at the current time. These include a declining labor force caused by a low birthrate and aging

population, skills mismatch in the age of digitization, the problems of long working hours and poor work-life balance, and rising demand for diverse

working styles. These factors will bear a tremendous impact on Japan’s economic growth and social sustainability. Our strengths are our unique know-

how cultivated through many years in the human resources business, our extensive database, our preeminent recruitment capabilities, our network of

offices throughout Japan, our robust partnerships backed by numerous successful collaborations, and most of all, our employees who embody our

role as a Chance-Making Company. By leveraging these strengths to their fullest, we will turn the challenges faced by the Japanese labor market into

new opportunities.

We will also strive to create new business and enhance existing business through a combination of human labor and technology. There is certainly

value in human involvement, so we have no intention of depending wholly on AI or other technology. By integrating the value provided by both, we

believe we can achieve greater efficiency and deliver higher levels of added value. For example, the basic flow of the human resources business

involves registration, interviewing, work explanations, and matching, with human labor undertaking responsibility for the entire cycle. If we utilize

technology such as AI and data analysis here, the efficiency of admin work and basic matching tasks can be enhanced. By allocating the resulting time

saved toward conversations and career counseling, we can discover job seekers’ hidden potential and the aptitude they have not even realized

themselves, and then propose new career paths and create added value by connecting them with work that leads to self-realization.

Looking ahead, we will leverage WILLOF’s unique strengths and technology to provide effective solutions to the challenges facing the Japanese labor

market.

Domestic Working Business

Performance Summary

Business Manager’s Message

Hideo Murakami

Executive Officer, Domestic Strategy Division,

WILL GROUP, INC.
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Working to Realize a Sustainable Society

While firmly looking ahead to 2030, and even beyond to 2040, our aim is to be recognized by all as a Chance-Making Company. Even if we provide

services in different ways to different types of customers, we will still offer the same essential value while striving to become a company that brings joy

to many people throughout the world. In places of work and learning, across all kinds of situations in which people live and play, we will continue to

create opportunities for discovering, nurturing, and demonstrating the capabilities that they have not even realized about themselves. We will provide

people, corporations, and the world itself with the opportunity to transform. That is our mission.

By earnestly addressing the challenges faced by the Japanese labor market, and by continuously providing effective solutions, we will contribute to

the sustainable development of all of society. Through this undertaking, we will also achieve our company’s growth and evolve into an organization

capable of creating even more opportunities, thereby realizing both societal value and economic value at the same time.

By believing in and maximizing the potential of each person, we will continue to bring new value to society. This, more than anything, is the true

definition of a Chance-Making Company. Let’s build a better future, together. From here forward, WILLOF will also trust in the possibilities possessed

by people and society, and continue to generate one new chance after another. We will strive with all our might to create a society where all people can

truly shine in their own unique ways.

Domestic Working Business Management Team

Hideo

Murakami
President and

Representative Director,

WILLOF WORK, Inc.

Hiroshi Tanaka
President and

Representative Director,

WILLOF CONSTRUCTION,

Inc.

Kenji

Matsuyama
President and

Representative Director,

WILLOF CHALLENGE, Inc.

Tatsuya

Okumura
President and

Representative Director,

CreativeBank Inc.
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The Overseas Working Business is operated across nine brands—mainly in Australia and ASEAN—and is a core segment that accounts for approximately

40% of consolidated revenue. In FY2025, overseas revenue totaled 56.45 billion yen, accounting for roughly 40% of the consolidated total of 139.7

billion yen. Despite facing headwinds such as hiring freezes among major customers and foreign exchange volatility, we focused on cost control and

operational efficiency to maintain resilient profitability. Under the Medium-Term Management Plan, we have positioned this segment as a pillar

supporting stable growth, aiming to return to a recovery trajectory through increasing the ratio of temporary staffing, strengthening governance, and

reforming the profit structure.

Overseas Working Business as a pillar of stable growth

WILL GROUP’s Overseas Working Business provides HR services through nine brands

in a variety of regions, including Australia, Singapore, Malaysia, Hong Kong, Europe,

and the United States. At the core of this business are our deep, country- and region-

specific roots, which deliver services aligned with local industry characteristics and

customer needs.

In our current Medium-Term Management Plan, WILL-being 2026, the Overseas

Working Business is positioned as a “pillar supporting stable growth.” While the

Domestic Working Business pursues renewed growth with a more assertive approach,

the overseas business leverages its diverse portfolio for steady expansion even amid

market fluctuations. As a stable driver of profitability for the Group as a whole, its

significance continues to increase.

Current status and outlook by sector

The Overseas Working Business consists of three sectors: Australia; ASEAN, centered on Singapore and Malaysia; and Executive Search.

In Australia, which accounts for the largest share of overseas revenue and serves as the backbone for overall business stability, we operate four brands

across key cities such as Sydney, Melbourne, and Brisbane, with a broad customer base that includes public institutions. With many contracts involving

federal and state governments, Australia serves as a stable revenue source that is resistant to economic fluctuations. Although profitability has

temporarily declined due to subdued demand in permanent placement, steady demand continues in temporary staffing and outsourcing, and

medium-term recovery is expected.

In ASEAN, centered on Singapore and Malaysia, three brands provide services across a wide range of industries, including public institutions, IT,

telecommunications, finance, manufacturing, and aviation. While permanent placement remains sluggish, the staffing market is showing signs of

recovery, and we are rebuilding the revenue base by flexibly responding to regulatory and labor market changes. Backed by regional economic

expansion, the market holds further medium- to long-term growth potential.

The Executive Search business, operated by two brands, provides permanent placement services for CxO-, director-, and manager-level candidates

with bases in Singapore, Hong Kong, Europe, and the United States. Although highly sensitive to market conditions and subject to declines during

economic slowdowns, the segment generates strong profitability during recovery phases, functioning as an engine driving profit growth for the Group.

Currently, we are focusing on cost efficiency and maintaining customer and candidate networks in preparation for the next growth phase.

By combining these three sectors, the Overseas Working Business as a whole possesses a high degree of stability, making it resilient to market

fluctuations.

Strengthening competitiveness through business foundations and leadership

In addition to the stability afforded by our diverse business portfolio, the competitive strength of the Overseas Working Business is supported by two

key factors. First, we have business foundations rooted in each country’s markets and customers, enabling us to respond swiftly to regulatory and

environmental changes. Second, we have strong leadership teams with vast experience. Each brand’s management team has deep expertise in its

domain and executes strategies flexibly, grounded in a strong understanding of market and customer needs. In recent years, we have also increased

opportunities for cross-company discussions on synergy creation and cost efficiency, further enhancing the quality and speed of management.

As the Executive Officer overseeing the Overseas Working Business, my mission is to ensure short-term efficiency and profit recovery while

strengthening competitiveness in the medium term as a “pillar of stable growth.” By flexibly adapting to market changes, we aim to support the

Group’s sustainable growth and ability to deliver shareholder returns. Leveraging the strengths of each region, we will continue working with diverse

workers worldwide to build a better future. We appreciate your continued expectations for the future development of the Overseas Working Business.

Overseas Working Business

Performance Summary

Business Manager’s Message

Satoshi Kitagawa

Executive Officer, Overseas Strategy Division,

WILL GROUP, INC.
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Overseas Working Business Management Team

Kimiya

Shibazaki
Good Job Creations

(Singapore) Pte Ltd.

Oriental Aviation

International Pte. Ltd.

Cecilia Sim

Scientec Consulting Pte.

Ltd.

Ben Davies

The Chapman Consulting

Group Pte. Ltd.

Richard

Bradshaw
Ethos BeathChapman Asia

Claire Teden
Ethos BeathChapman

Australia Pty Ltd

Quay Appointments Pty Ltd

Craig Sneesby
u&u Holdings Pty Ltd

Kate Coath
DFP Recruitment Holdings

Pty Ltd

Damien Lim
Asia Recruit Holdings Sdn.

Bhd.
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Until now, the management indicators emphasized by our Group were revenue, operating profit, and operating profit margin. However, as stated in

the “Notice Concerning Revisions to the Medium-Term Management Plan (WILL-being 2026)” published on May 13, 2024, we have withdrawn the

revenue, operating profit, and operating profit margin targets for FY2026 that were originally set in this medium-term plan. The KPIs are: annual

number of permanent employee staffing hires (construction management engineer domain), permanent employee staffing retention rate

(construction management engineer domain), number of workers on assignment for permanent employee staffing (Domestic Working Business

(excluding the construction management engineer domain)), and number of foreign worker management contracts (Domestic Working Business).

FY2023

Results

FY2024

Results

FY2025

Results

FY2026

Targets

Targets

Revenue (Billions of yen) 143.9 138.2 139.7 -

Operating profit (Billions of yen) 5.31 4.52 2.33 -

Operating margin 3.7% 3.3% 1.7% -

KPI

Number of permanent employee

staffing hires for non-fixed term

staffing service/year

(Construction management engineer

domain)

1,022 1,424 1,704 1,500

Retention rate

(Construction management engineer

domain)

71.3% 71.2% 68.4% 71.5%

Number of workers on assignment for

permanent employee staffing

(Domestic W [excluding the

construction management engineer

domain])*

2,791 3,254 3,450 3,500

Number of foreigners supported

through the Foreign Talent

Management Services (Domestic W)

1,750 2,341 3,142 3,500

Permanent placement revenue

composition (Overseas W)
13.5% 11.6% 11.7% -

* Number of workers on assignment for permanent employee staffing (Domestic Working Business [excluding the construction management engineer domain]) includes the

sales outsourcing domain, factory outsourcing domain, IT engineer domain, call center outsourcing domain, and nursing care domain.

The share of gross profit for the target scope of the key strategies (permanent employee staffing and outsourcing, and Foreign Talent

Management Services) is steadily increasing from 29.8% in the final fiscal year of the previous Medium-Term Management Plan (FY2023) to 43.6%

in FY2025.

As a result, gross profit margin improved by 1.7 pt (18.5% to 20.2%).

Medium-Term Management Plan WILL-being 2026

Management Indicators Targeted

Medium-Term Management Plan (WILL-being 2026): Change in share of gross profit by service
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Revenue/KPI Progress

Revenue is steadily increasing due to the rise in the contract unit price, resulting in a new record for consecutive quarterly revenue growth.

Headcount hired reached 1,704 employees in FY2025, significantly exceeding the full year target of 1,200 employees, supported by accumulated

hiring know-how and partnerships with external agents. (Q1 includes a headcount of 453 new graduates (previous fiscal year: 260 headcount))

Average contract unit price for new graduates and inexperienced staff rose approximately 6% compared to Q4 FY2024 as a result of negotiations

with customers.

The retention rate fell 3.3 pt compared to Q3 FY2025, due to an increase in early resignations among inexperienced staff. We will work to increase

the retention rate by determining the most suitable companies for staff before assignment, conducting follow-up interviews, offering

qualification incentive payments, and reviewing the salary evaluation system, among other measures.

Strategy Progress

Strategy I (Domestic W): Realize further growth and monetization in the construction management engineer
business
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Progress of Permanent Employee Staffing

The full-year plan was achieved for the number of workers on assignment for permanent employee staffing. Although growth in the sales

outsourcing area remained sluggish, other areas such as the factory outsourcing area performed well.

Although the number of permanent employee staffing hires decreased compared to the Q4 FY2024, the cumulative total for the full year

increased 116% YoY, indicating a steady increase in the number of new hires.

Progress of Foreign Talent Management Services

The number of foreigners supported through the Foreign Talent Management Services has achieved the full year target as a result of efforts to

improve the retention rate.

The number of new foreigners supported through the foreign talent management services showed limited growth. It will be important to secure

new orders in order to achieve further growth going forward, and thus the sales personnel structure is being strengthened to develop new

industrial product manufacturing customers, where demand for human resources is strong and the market size is large, in the factory

outsourcing domain as well as to acquire new customers in the nursing care business support domain.

Strategy II: Renewed growth in Domestic W (excluding the construction management engineer domain)
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The FY2026 dividend forecast is based on our shareholder return policy and set at the same as the previous fiscal year (44 yen per share).

As a result, a forecast total payout ratio is 65.1%.

Shareholder Return (FY2026 Dividend Forecast)
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Rather than being confined to previous experience and skills, we are bolstering our

hiring of people without experience with a focus instead on individual potential and

desire for growth. Drawing on our strengths in category-specific specializations, we

hire and train people without experience in a wide variety of sectors including

construction management engineers, IT engineers, nursing care, and sales. In the

construction management engineers sector, a strategic focus of the current medium-

term plan, one of the largest incoming groups in the construction industry in Japan

(source: internal research), joined the Company. We aim to have an environment in

place such that people without experience can start their careers with peace of mind,

building systems that support their growth and aiming to achieve sustained growth

for both people and companies.

Drawing fully on the WILL GROUP’s assets and resources, we provide unique support

for career paths as only our Group can. WILL GROUP career consultants are nationally

certified and offer one-on-one service to provide staff opportunities to deepen self-

understanding. By offering a wide variety of career choices ranging from telephone

operator to IT engineer, and sales to construction management engineer, we aim to

maximize and optimize the positive choices for workers.

Initiatives for On-Site Employees

The WILL GROUP’s primary business is the HR services business, which is a service focused on people. HR strategy is often focused on office work staff,

but our temporary staffing and “permanent employee staffing” service also focuses on people working on the front lines. Their growth is our growth.

We continuously discover and cultivate potential that people did not even realize they had and create opportunities for them to demonstrate that

potential as we develop unique HR strategy and policies pertaining to “increasing career paths,” “autonomous career development,” and “supporting

long-term service and growth.” We believe in everyone’s potential and aim to produce as many positive outcomes as possible for society.

1. Initiatives Focused on Increasing Career Paths

Bolstering recruitment of those without experience

Staff Career Support Project
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In order to upgrade from standard temporary staffing to outsourcing (commissioned

work) that has higher profit margins, WILL GROUP full-time employees (Field

Supporters) and temporary staff come together as a team to work together at client

sites. We are strategically implementing this unique hybrid service in order to meet

client needs quickly and precisely. By placing Field Supporters at work sites, we

improve job satisfaction among temporary staff while also facilitating smoother

communication between clients and staff, reducing time-consuming work such as

workplace environment improvements.

We support personnel in acquiring a wide range of specialized professional

certifications including construction management engineers in the construction

industry, certified care workers in the nursing industry, and CCNA (Cisco Certified

Network Associate) in the IT industry. With our experienced instructors and up-to-

date educational content reflecting the latest industry trends, we provide individuals

with opportunities for growth suited to their career plans. Our flexible class schedules

and online Q&A are easy to balance with work at client sites. We have the

environment in place so people can study while they work, for continuous support of

working people’s growth.

We provide support for employees pursuing the career consultant national

certification with the aim of boosting career counseling skills among Group

employees. Specifically, we help cover the costs involved in attaining the certification,

perform roleplay sessions run by certification holders, and set up special courses for

study, in addition to providing certification allowance for certification holders. Career

consultants are career formation support professionals who provide advice and

various other forms of support to enable working people to thrive and succeed in

their own way. They will listen to you, discover goals together with you, and then

follow alongside until you achieve your target.

WILLOF WORKʼs vision of a “Chance-Making Company” encompasses a belief in the

potential of all people and the aspiration to be a company that provides

opportunities to as many working people as possible. The WILL GROUP provides

streamlined, integrated services including career counseling, reskilling courses, and

job change support in order to provide more than just ordinary support—so that we

can provide people with the opportunity to succeed in a new career through

reskilling.

2. Supporting Long-Term Service and Growth

Implementing hybrid staff placements

Supporting the acquisition of qualifications

3. Autonomous Career Development Initiatives

Support for acquiring career consultant certifications

Career advancement support through reskilling
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Our mission is to develop individuals and organizations in alignment with the Group’s management goals. The key concept here is “Well-being.”

We recognize people as capital, and design and implement how we invest in them, connecting that investment to results.

However, we do not view Well-being as merely welfare programs or improved satisfaction levels. We address all three aspects, physical, mental,

and social, and have focused particularly on “close interpersonal relationships” and “meaning in work.” Through dialogue sessions that have

continued over the past five to six years, coaching, team-building, and purpose exploration workshops, we have worked to improve Well-being.

As we continued these efforts, departments began to request dialogue sessions voluntarily, and a pattern emerged in which participants

recommended the sessions to colleagues. As a result of emphasizing balancing individual success and strong teams, managers’ mindsets have

advanced significantly over the past year. From August, we began full-scale implementation of Purpose one-on-one sessions, establishing a

framework in which managers proactively contribute to creating purpose in work.

On-site, a “pretty good” workplace atmosphere has been steadily taking hold. Challenges inherently involve failure, but we believe that aiming to

build an organization where people can try again, supporting diverse success based on belief in employees’ potential, reflects our identity.

Human capital management is the cycle of “investing in people → people’s growth → organizational growth → corporate outcomes.” While WILL

GROUP has long had a strong commitment to valuing people, we lacked a robust design linking investment to outcomes. To address this, we

developed our own indicators and continue to conduct sustained measurement and analysis.

A five-year longitudinal survey revealed that the “Job Satisfaction Score” and the “Workplace Happiness Score” are key factors in improving Well-

being. The Job Satisfaction Score measures the degree to which employees feel personal growth and find meaning or conviction in their work.

The Workplace Happiness Score visualizes trust relationships, psychological safety, and the degree of support within the workplace. Additionally,

it became clear that “sense of actual growth” and “meaning/conviction in work” are essential factors for raising the Job Satisfaction Score, while

“mutual understanding among employees” and “a workplace atmosphere that encourages taking on challenges” are important factors for the

Workplace Happiness Score.

The distinguishing feature of our data utilization is that we do not simply collect and manage numbers; we translate analysis results into specific

actions. For example, in departments where a low sense of growth was identified, we focused on implementing skill training and career

interviews. As a result, the following year’s scores improved and turnover rates declined. Numbers are being used as starting points for action.

Another important point is that survey results are shared in management meetings and reflected in business strategies and investment decisions.

By positioning human capital not as “an HR issue” but as “a management issue,” we can explain, based on data, how investment leads to financial

outcomes and sustainable growth, which is a major strength.

Initiatives for Domestic Employees

As a Change Agent Group that brings positive change to individuals and organizations, the WILL GROUP continues to advance forward-thinking

initiatives in human capital management. With the core belief of “believing in people’s potential and supporting their challenges,” this section

introduces the HR Division’s initiatives, which advance data-driven strategies and culture transformation originating on-site in tandem.

HR Strategy that Supports Challenges

—Practicing Well-being and Human Capital Management

Advancement of HR Strategies Starting from Well-Being

Data-Driven Strategic Human Capital Management
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Our next area of focus is building mechanisms that move people not only for the tasks at hand but also for the medium- to long-term and

company-wide perspectives. The goal is advanced individual support and enabling everyone to contribute, while the indicators are the

coexistence of Well-being and productivity. Concretely, we will realize optimal job placements and draw out people’s potential, including through

assignments for senior employees and cross-department moves. We will also foster a sense of ownership and optimize transfers, development,

and succession. Career autonomy is also important; a culture in which each individual independently shapes their own career leads to a stronger

organization. While the current primary target is domestic general employees, we are beginning to expand to overseas employees and specialized

employees, starting by visualizing and understanding the overall picture.

Within WILL GROUP, initiatives that draw out employee autonomy are spreading. A representative example of this is the Dantotsu WILL Project.

This project was launched by employees who wanted to “make the company better,” and it advances improvement activities based on ideas

originating on-site. Employees from across departments and roles set their own challenges and implement solutions, fostering cross-functional

collaboration. More than 300 employees have participated so far, generating diverse initiatives, including obtaining qualifications, community

activities, and family-focused projects.

Another key initiative that fosters self-driven behavior is the Dream Support Program. Designed to encourage challenge and engagement, it

applies to both general and specialized employees. Employees declare dreams they want to pursue, whether personal or professional, and

colleagues and the company work together to support them. Many applications come from overseas as well, and some overseas employees have

passed the selection process, demonstrating its function as a system that supports challenges across national borders.

Dream: Join Samurai Japan’s national Baseball5
team and be No. 1 in the world

Meiko Karaki

Engineering Department, Engineering HQ, WILLOF CONSTRUCTION, Inc.

Dream: Compete in a global Boccia tournament

Tan Wei Qiang Jovin

The Chapman Consulting Group Pte. Ltd. (SINGAPORE)

An On-Site-Driven Culture of Challenge Transforms the Organization

Dream Support Program Winners
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Dream: Become the first Japanese woman to
compete on the world stage in kiteboarding

Ayaka Okuda

Strategy Promotion Department, Factory Outsourcing Business Division,

WILLOF WORK, Inc.

Dream: Compete in an international mountain bike
cross-country race

Yuki Kakiuchi

Engineering Department, Engineering HQ, WILLOF CONSTRUCTION, Inc.

Dream: Compete in the IRONMAN World
Championship in Kona, Hawai’i

Resat Vargin Yeke

The Chapman Consulting Group Pte. Ltd. (SINGAPORE)

Dream: Win an overseas pickleball tournament

Koji Okamura

Care Work Sales, Lifecare Department, WILLOF WORK, Inc.

A defining characteristic of WILL GROUP is the culture that improving the company is not only the responsibility of management or HR but of all

employees. Numerous initiatives arise in which participants and project members gather through an open call and take autonomous action.

Through these systems, a “culture of supporting challenge” has taken root, elevating the quality of relationships and employee engagement. The

increase in positive movements that naturally emerge on-site is a major achievement of our cultural transformation.

To our investors, we want to convey that WILL GROUP’s human capital management is not merely a set of systems or mechanisms but a source of

sustainable corporate value creation. Over the past five years, we have accumulated data and clarified the causal relationship between

investment and outcomes. By further advancing talent management and enabling every employee to contribute, we will build competitive

advantage.

To our employees, we want to express that the company genuinely believes in the potential of each and every one of you. While the systems to

support challenge are steadily being established, you are ultimately the main character in them. Embrace career autonomy and find a way of

working that is true to yourself.

And to our future colleagues, we promise that, as a Change Agent Group that brings positive change to individuals and organizations, the WILL

GROUP will fully support you in your challenges. Here, you can continue growing while making society better through your work.

The true value of our HR strategy lies in creating an environment where every employee feels that they are bringing positive change to others

through their work. We are convinced that this is the essence of the WILL GROUP’s human capital management and the greatest driving force

behind sustainable growth.

The Value of HR Strategies That Support Sustainable Growth
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In order to maintain competitiveness in the global HR market and achieve sustainable growth, it

is essential that we hire and develop exceptional employees. WILL GROUP Asia Pacific (“WAP”)

established WILL Academy to support the learning, growth, and career development of each

employee. A major feature of this initiative is that it did not originate from a top-down approach

but began by listening to employee voices. WAP regularly conducts the company-wide

employee survey, “Voice of Workforce,” and one of the most frequently mentioned requests was

“to further enhance learning opportunities.” Taking this feedback to heart, we launched WILL

Academy—a shared platform for learning and growth. This initiative aims to enhance

engagement and performance while promoting the sharing of best practices across our brands.

WILL Academy offers a wide range of sessions designed for employees to participate based on their needs and career stages. One representative

example is the “Voices of WILL Sessions,” held quarterly. These sessions are conducted online for all employees, attracting 200‒250 employees

tuning in each time. Featuring external specialists and in-house experts, the program offers sessions on a wide range of topics, including industry

trends, the latest skill development, and leadership. The sessions are recorded and uploaded to the intranet, enabling employees to review the

content at their own pace, supporting continuous learning. Voices of WILL serves not only as a training opportunity but also as a platform for

cross-brand, cross-department, and even cross-border interaction, fostering a culture of mutual learning and inspiration among employees.

We also offer Voice of WILL Leadership sessions focused on developing the next generation of leaders. Approximately 100 leaders and leadership

candidates participate in this program, which focuses on enhancing leadership skills and fostering strategic thinking. Developing talent that will

lead WAP in the future is extremely important to the organization, and participants not only strengthen their leadership skills but also develop the

ability to approach business from a broader, more strategic perspective. Through this session, individuals with both practical problem-solving

skills and medium- to long-term management perspectives are steadily emerging.

For new employees, we also conduct onboarding sessions. Given that WAP is a group of diverse brands, it can be challenging for new employees

to fully grasp the overall picture. Therefore, we provide opportunities to systematically learn about our company’s history and culture, as well as

the characteristics and strategies of each brand. Every month, 10 to 15 new employees participate in these sessions, helping them form a sense of

identity early on as members of WAP. Employees who complete onboarding can approach their tasks with confidence and deliver results more

quickly.

Initiatives for Overseas Employees

To enhance competitiveness in the global talent market, WILL GROUP Asia Pacific has developed WILL Academy, a program that supports employee

learning and growth. Originating from employee survey feedback calling for enhanced learning opportunities, it was established to improve

engagement and promote knowledge sharing across brands. The program provides diverse learning opportunities tailored to different career stages,

including “Voices of WILL Sessions” open to all employees, next-generation leadership development programs, onboarding for new employees, and

mentoring programs. Here, we introduce these initiatives that began with employee voices and aim to unlock each and every person’s potential.

We unlock the full potential of our hero brands and team members
Andrea McDonald

WILL GROUP Asia Pacific Pte. Ltd.

Creating Opportunities for Learning and Growth, Supporting Career Development

Growth Support Through Diverse Sessions
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Alongside these sessions, one of WILL Academy’s major pillars is the Mentoring Program. This is

a long-term nine-month program in which employees from different brands pair up and learn

from each other through monthly dialogues. Mentors strengthen their listening ability and

coaching skills, while their mentees clarify their career direction and progress. In addition,

quarterly skill-up sessions enhance the program’s learning impact and facilitate network-

building among participants.

Participants have shared feedback such as “It greatly contributed to my personal growth” and “I was able to interact deeply with colleagues from

brands I normally would not get to be around.” The program not only enhances satisfaction with career development opportunities but also

significantly promotes mutual understanding and strengthens collaboration among brands. Through WILL Academy’s diverse initiatives, an

environment has been created where each employee can proactively learn and grow. Survey results show steady improvement in engagement,

with more employees reporting that they see additional opportunities for career development. Ensuring the availability of learning opportunities

not only deepens understanding of and belonging to WAP but also serves as a foundation for long-term career development for employees.

At WAP, we believe that effective internal communication is essential for organizational unity and greater employee engagement. To embody this

belief, we have declared our purpose as “We unlock the full potential of our hero brands and team members.” This purpose is not merely a slogan.

It was derived through a process in which the CEOs and marketing leaders of each brand analyzed their unique purposes and identified shared

values and direction across all brands. Through this process, we reaffirmed WAP’s overall direction and provided each employee with guidance

they can rely on in their daily work.

To embed this message across the organization, we utilize multiple channels, including internal newsletters, the intranet, and town hall meetings.

By sharing actual case studies and success stories, we make abstract concepts concrete and actionable. As a result, a common language has

emerged across brands and divisions, and cooperative relationships have strengthened. Employees have begun to connect their individual roles

to WAP’s overall purpose, strengthening unity across the organization.

Another mechanism for deepening unity is the Employee Award Program. The Circle of

Excellence, which honors individuals and teams who have achieved outstanding results

throughout the year, is the highest recognition and is evaluated across multiple

perspectives, including performance, innovation, and leadership. Award recipients are

celebrated across the entire organization as WAP’s top performers and serve as role

models. Meanwhile, the WOW program recognizes everyday successes and outstanding

actions monthly. Our leadership team selects conduct that makes one think “Wow!” and

presents the recipients with digital award certificates and gift cards. Together, the long-

term recognition of the Circle of Excellence and the daily visibility provided by WOW foster a

culture that appropriately acknowledges each employee’s efforts, thereby improving

engagement.

Strengthening internal communication and establishing the recognition program have

increased employee motivation and enhanced the overall sense of unity across WAP. Going

forward, we will continue listening to employee voices, evolving our organizational culture,

and striving to unlock the full potential of our hero brands and team members.

Mutual Learning Through the Mentoring Program

Unity Arising from Internal Communication
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Improvements in Well-Being

Ensure the well-being of everyone who works for the WILL GROUP

Indicators FY2023 FY2024 FY2025 Targets

Well-being score*1 66.5 pt 66.4 pt 66.0 pt
No specific targets are set, as

well-being is seen as the

cumulative outcome of all

activities and is expected to

increase as a result of various

means.

Workplace well-being score*2

Work experience 50.9% 53.0% 50.2%

Work evaluation 61.1% 61.0% 59.6%

Self-determination at work 57.6% 57.4% 59.2%

*1: Figures of permanent employees at WILL GROUP, INC. and its domestic major subsidiaries

*2: Workplace well-being is happiness and satisfaction felt by individual through working.

Material Issues of the WILL GROUP

We will address job mismatches, bridging the gap in skills between our customersʼ requirements and our staffʼs abilities, all aligned with the policy

outlined in our Medium-Term Management Plan: Maximizing and Optimizing Career Paths to Transform Workers into Experts. For these reasons, we

will prioritize improving human capital, a commitment we have held since our founding. We will also respond to the social demand for combating

climate change as we establish a robust governance system. We anticipate that these initiatives will improve the well-being of our Groupʼs employees,

ultimately contributing to the growth of our corporate value.

Material issues accumulated across all activities

Ideal State
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Resolving job mismatches

Be able to provide tailored growth programs for each employee and support their acquisition of specialized skills

Maximize and optimize employeesʼ career paths to achieve the highest possible lifetime value (LTV)

Indicators FY2023 FY2024 FY2025 Targets

Number of permanent

employees on assignment for

non-fixed term staffing service

3,866 4,946 5,939 More than double that of FY2023

Number of career

advancements from fixed-

term to permanent positions

98 190 399 500 per year

Growth support score

Permanent employees on

assignment for non-fixed

term staffing service

45.9% 52.4% 63.3% Increase every year

Temporary workers 34.9% 53.4% 51.0% Increase every year

Average duration of

employment
739.8 days 856 days 946 days Increase every year

Strengthening disaster resilience

Establish an operational system for developing and continually reviewing ways to minimize damage from climate change to enable fast

business recovery

Indicators FY2023 FY2024 FY2025 Targets

Formulation of BCP - -
Formulation and implementation

of BCP

GHG emissions 1,565.2 t-CO2 1,482.2 t-CO2 1,467.2 t-CO2
Reduce by 20% compared to

FY2020

Workplace safety

preparedness score
61.3% 86.7% 91.1% 90.0% or more

Material issues in business

Ideal State

Material issues in business fundamentals

Ideal State
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Improved human capital

Provide an environment where diverse talents are respected regardless of gender, nationality, disability, or age and offer equal

opportunities, enabling every person to reach their full potential

Embody our core values by passing down and transforming corporate culture (DNA)

Ensure that every employee has a strong sense of ownership of the company, their team, and their work, leading to high levels of employee

engagement

Indicators FY2023 FY2024 FY2025 Targets

Job satisfaction score 52.9% 57.0% 58.3% 60.0% or more

Growth satisfaction score 57.8% 63.8% 64.1% 60.0% or more

Percentage of female

managers
30.4% 30.5% 30.7%

Approximately equal to the

percentage of permanent female

employees

(42.1% in FY2023)

Percentage of mid-career

managers
77.1% 69.0% 65.3%

Approximately equal to the

percentage of permanent mid-

career employees

(73.3% in FY2023)

Percentage of non-Japanese

managers
39.5% 40.2% 37.6%

Approximately equal to the

percentage of permanent non-

Japanese employees

(24.2% in FY2023)

Employment rate of people

with disabilities
2.3% 2.6% 2.6%

Equal to or above the statutory

employment rate

Percentage of female

employees seeking

promotions

(Manager and above)

24.6% 24.7% 22.7% 36.0%

Wage gap between male and

female employees
78.3% 78.3% 76.5% 76.6%

Happiness in the workplace

A culture of safety and

peace of mind
71.7% 71.1% 70.9%

More than the same month last

year

A workplace atmosphere

built on mutual trust
72.3% 72.2% 71.6%

An atmosphere that

encourages challenges
72.1% 73.4% 72.5%

Workplace recommendation

rate
60.6% 61.6% 61.4%

Ideal State
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Building a strong governance structure

Ensure effective oversight and supervision for swift decision-making and business execution, promoting transparency and integrity in

management

Indicators FY2023 FY2024 FY2025 Targets

Improvement in the

effectiveness of the Board of

Directors

- - -
Regularly implement

effectiveness evaluations

Percentage of Outside

Directors
60.0% 60.0% 60.0% 30.0% or more

Percentage of female Directors 20.0% 20.0% 20.0% 30.0% or more

Separation of management

and oversight
- - -

Strengthen the supervisory

capabilities of the Board of

Directors

Number of serious

information leaks
0 0 1 0

Number of harassment cases

leading to disciplinary

dismissal

0 0 0 0

Number of cases of

misconduct

(bribery, corruption, fraud,

accounting fraud

0 0 0 0

Number of serious workplace

accidents
0 1 1 0

The Group identified material issues by interviewing stakeholders, mapping the value chain, and examining social values and the ideal state of the

Company, according to international guidelines such as the Global Reporting Initiative (GRI) Standards, the United Nations Global Compact, and SDGs.

Then, we reviewed the material issues based on deliberations at the Sustainability Committee and advice from external experts. We will continue our

discussions to meet the challenges and expectations of society as the external environment changes.

Ideal State

Process for identifying and reviewing material issues
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To put it plainly, well-being means being in a good state, both objectively and subjectively. It is not enough to be merely healthy, nor merely

economically prosperous. In work, study, life, and play, are you able to make choices true to who you are and live your life on your own terms?

This in its entirety is well-being.

Why has this term been in the limelight as of late? I believe it has emerged because society had lost sight of the essence of abundance. Right after

the war, we used the term “welfare.” But over time, its meaning narrowed, and more people came to see it as irrelevant to them. As words are

created and proliferate, they acquire biased connotations and lose their original meaning. The same is true for satisfaction and engagement.

While they were important concepts, they got confined to organizational convenience and lost their essence.

Well-being has emerged as a reaction to this. Humanity has repeatedly created new words in an attempt to return to the essence. I believe well-

being is part of this process.

Changes in capital markets are also deeply tied to this context. As the Japanese stock market ended its investment phase and entered a harvest

phase, shareholder returns have been prioritized. While dividends and share buybacks have increased, investment in employees and society has

been put on the back burner. In this context, reconsidering “whose happiness should we value” and “how should we distribute value” has

become an unavoidable issue. The spread of the term “well-being” is emblematic of this.

There are several reasons I hold the WILL GROUP in high regard.

The first is their long history and the data they have accumulated. While many companies have recently started to embrace well-being, the WILL

GROUP has been working on it since before others took notice. This continuity is a strength other companies cannot replicate. Their history has

enabled them to accumulate a wealth of data, which brings depth to both management and work sites.

Well-Being Feature

As Representative Director of the Well-being for Planet Earth Foundation, Yoshiki Ishikawa has spearheaded efforts to promote and practice well-being

alongside researchers and practitioners around the world.

One of Japan’s leading researchers, he bridges academia and society, collaborating with international organizations and companies to continuously

explore what it means for people to live well.

In this interview, we revisited the fundamental question of “What is well-being?” and discussed his evaluations of the WILL GROUP’s initiatives and his

vision for the future of well-being in management and society.

Revisiting the Essence of Well-Being

Choice and Self-Determination to Unlock

the Future of the WILL GROUP

Representative Director,Well-being for Planet Earth Foundation

Yoshiki Ishikawa

Unpacking the Essence of Well-Being

The Uniqueness of the WILL GROUP, Rooted in History and Its Presence at Work Sites
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The second is their stance of continuing to explore without settling on

a right answer. If they were to define well-being as one thing,

initiatives would quickly become formulaic and hollow. The WILL

GROUP has avoided this, continually questioning and flexibly

incorporating new data and methods. It is this flexibility in continually

adjusting to changes in society and people that upholds

sustainability.

The third is their emphasis on relationships at work sites. Temporary

staff and employees support each other, and these bonds create a

ripple effect. This is a uniqueness that other companies cannot easily

replicate. Systems such as hybrid staffing and the Field Supporters

system serve not merely as human resource services but also function

as a social safety net. Being able to generate social value from work

sites is something only the WILL GROUP can do.

The last is their level of commitment. In 2018, Chairman Ikeda

founded the Well-being for Planet Earth Foundation together with like-minded business leaders to contribute to the well-being of people, society,

and the planet through an approach that went beyond the WILL GROUP’s business activities, and this foundation has had an impact both in

Japan and abroad. This was not merely a slogan but a genuine effort to spread well-being throughout society. We have inherited this DNA to this

day.

I view the WILL GROUP as a rare entity that achieves both economic and social value. At its foundation lies the mission of “becoming a change

agent group that brings positive change to individuals and organizations.” I believe practicing well-being is itself an embodiment of this mission.

So, how should companies incorporate well-being into management?

I emphasize the perspective of “allocating added value.” A company’s

profit and loss statement shows how resources are allocated, from

gross profit to personnel expenses, R&D, SG&A, taxes, and final

profits. This shows clearly whose well-being the company prioritizes.

Research has also proven a causal relationship in which companies

with high employee well-being have higher profits and stock prices.

The S&P Global ESG survey, in which over 2,000 listed companies in

Japan participate, has incorporated “employee well-being” into

corporate ratings since 2023. In other words, well-being is no longer

just a trend but a “required subject” when enhancing corporate value.

However, well-being cannot be measured by numbers alone.

Something that has become especially important in recent years is

“subjectivity,” or how workers feel. Indicators such as satisfaction and

engagement are useful, but insufficient on their own. People do not live by work alone; well-being must be understood holistically, encompassing

learning, daily life, and leisure.

What is especially important from a well-being perspective is “choice and self-determination.” The biggest portion of life is spent working. Having

options that suit you in this realm and being able to make choices for yourself on your own terms is at the core of well-being. This is something

that the WILL GROUP has been practicing all along.

Finally, there is something I would like to convey to readers. I hope the WILL GROUP continues to create opportunities for young people to take on

new challenges. The driving force of growth in every era has always been “taking on new challenges.” Creating an environment where young

people can take on challenges with confidence will lead to well-being in the next era.

The Perspective of Well-Being, Now Essential to Corporate Management

A Company That Supports Endeavors for the Future
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This is simultaneously important for investors and society as well. Companies that continue to provide opportunities to take on challenges are

always resilient in the long run. Even when facing difficulties, they garner the support of society. This is because companies that have

accumulated social value are seen as indispensable.

Expanding choices and supporting self-determination in work, the largest domain of life—this is the greatest value a company can provide and the

mission they should undertake.

I want investors to understand that well-being is directly linked to corporate value. I hope employees and future colleagues will believe in their

potential and take on challenges. I sincerely hope the WILL GROUP continues to serve as a stage for this.

Well-being is not a passing fad but an inevitable concept created as society questions what truly matters. The WILL GROUP possesses a

uniqueness in its practices that other companies do not as it continues its journey toward the future as a “change agent group that brings positive

change to individuals and organizations.”

S R vhkk?f q nt o ?hms f q ̀ s d c ?q d o nq s ?Q O Q T



Integrated Report 2025 Value 
Creation Story Business Strategy Material IssuesHuman ResourcesStrategy ESG Introduction Data

Head of the Sales Assistance Department,

WILLOF WORK, Inc.

Akemi Motohashi

Profile

Akemi Motohashi oversees the HR Department in

the Sales domain. She built a broad career

spanning everything from sales to HR and, after

returning from maternity and childcare leave,

continues to lead the HR Department. Through

her deep involvement in HR systems and

recruitment, she helps employees take on

challenges.

Representative Director,

WILLOF PARTNER, Inc.

Takumi Shimizu

Profile

Takumi Shimizu is the Representative Director of

a subsidiary specializing in recruitment and

outsourcing services. He originally joined the

WILL GROUP through an M&A following an initial

connection through CVC. He leverages his outside

perspective and management experience to

boost synergy across the Group.

Manager of the Business Design Division,

WILL GROUP, INC.

Kanako Tokuda

Profile

Kanako Tokuda is in charge of planning and

running Raise, a program in which the company

provides support for new business ideas

proposed by employees. She participated in the

inaugural year of the program as a supporter for

proposers and has won the grand prize. She

currently drives new business creation while

encouraging employees to take on challenges.

Manager of the Recruitment Division

WILLOF CONSTRUCTION, Inc.

Atsushi Homoto

Profile

Atsushi Homoto handles recruitment in the

Construction domain. He requested a transfer

from HR at the headquarters and now works on

mid-career hiring and talent development for

inexperienced workers. Through creating

opportunities to take on challenges at work sites,

he is exploring an approach to recruitment that

allows people to encounter a new version of

themselves.

Employee Roundtable Discussion

The WILL GROUP’s strength lies not only in establishing systems and mechanisms but in our culture of believing in employees and helping them aspire

to achieve.

In this roundtable discussion, four employees working on the front lines gathered to discuss what the WILL GROUP is all about, the changes and

challenges they see, and their hopes for the future.

Their anecdotes paint a vivid picture of our culture of believing in people’s potential and turning their endeavors into a chain reaction.

A Culture That Supports Aspiration

—What the WILL GROUP Is All About, According to Employees
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Takumi Shimizu

Shimizu Even prior to the merger, I strongly felt that the WILL GROUP was an extremely

powerful leader in the human resource industry. Upon actually joining the

company, I found warmth within that strength and many people who valued

the individual. There was not only drive but genuine care for employees and a

culture that resonated with me.

Motohashi I was astonished when I heard “Believe in Your Possibility” at the company

information session. I had never thought about my own potential before. It

was not just a catchphrase, but something each employee seemed to

genuinely embody, which made me curious about the company. After joining,

I felt the Mission, Vision, and Values of the company pulsing throughout the

organization. However, with our growing number of employees, the

percentage of people who embody these right now may be lower than before.

Tokuda I was promoted from temporary worker to permanent employee. My previous job was at a scrappy venture company, and I felt

WILL GROUP had a similar venture company vibe. Initially, each business division was highly independent, internal competition

was fierce, and I was honestly bewildered. However, unifying the group company brands under WILLOF has created a stronger

sense of unity and deeper bonds as colleagues, representing significant change.

Homoto I first encountered WILL GROUP at an information session at Bellesalle Nishi-Shinjuku. Nearly 20 employees greeted me with an

enthusiastic, “Good morning,” and instinctively I felt this would be a good company. Though I had just transferred from HR to the

construction domain, the vibe here is such that you feel you can try new things despite being in a new environment. This is a

company that genuinely engages with people—it is rare to find a company that has higher hopes for you than you do for yourself.

The sense of security in being accepted allows you to naturally take that step forward.

Kanako Tokuda

Tokuda For me, it was when I was entrusted as manager for the Field Supporters, who

provide support on-site for the temporary workers. Honestly, there were some

sleepless nights spent worrying whether I could handle it. However, a

colleague told me, “Just give it a try; I’ll support you,” and even my supervisor

encouraged me to try, saying, “It’s OK if you fail.” While it was tremendously

difficult, I was genuinely happy I gave it a try when ultimately people told me I

did a good job. I think having an environment where both colleagues and

supervisors support you is what the WILL GROUP is all about.

Motohashi I also had a similar experience. When I was offered the manager position, I

thought it was too soon and tried to decline multiple times. However, my

supervisor encouraged me, saying, “You can do it. This company has many

people who engage with the ’WILL’ of the individual.” Even when I failed at my

attempts, people supported me, saying, “Try this way next time,” and so I

came to view taking on challenges not as something terrifying but as a path to

the next step. WILL GROUP has truly instilled a culture of believing in your

possibilities.

Shimizu I think Raise truly embodies what the WILL GROUP is all about. Normally, companies would stop us with questions like “What are

the risks?” or “What’s the ROI?” but the WILL GROUP’s stance is “If they want to do it, let them try.” When I proposed an idea, my

colleagues came together, saying “That sounds interesting, let’s do it together.” While the results were not a huge success, what

we learned from that endeavor served as the foundation for our current project. Being able to turn failures into value is

something only a culture like this can do.

Moreover, through systems such as Open Recruitment, which offers opportunities across departments, and the FA system, which

provides support for transferring to a different division, the WILL GROUP offers support for employees who want to aim higher or

try something new. There is a culture of promoting junior employees as well and giving them real responsibilities. Providing full

support for people who take initiative is at the heart of what the WILL GROUP is all about.

What was your first impression of the WILL GROUP?

—Tell us your impressions of the WILL GROUP.

01

What anecdotes exemplify the WILL GROUP?

—Tell us of an experience you feel exemplifies the WILL GROUP.

02
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Homoto I strongly feel this culture in recruitment for the construction industry as well. When I proposed a new hiring approach right after

my transfer, my supervisor told me, “That’s interesting, let’s try it.” My limited knowledge resulted in some failures, but I was

given positive feedback, such as, “This experience will lead you to success in your next endeavor.” Because there is a culture that

values the very act of taking on challenges, doing so has become the norm.

The construction industry faces a serious shortage of experienced workers, making training inexperienced workers essential. Our

role is to build solid training processes so that inexperienced workers can succeed at work sites. We must meet client needs while

training people willing to take on challenges into valuable assets. I believe achieving both is the key to transforming the future of

the construction industry.

Shimizu Witnessing scenes like this has made me feel that this is a company that fully supports people who take initiative. It’s not only

about rationality, but about valuing each employee’s individual WILL. This has built up over time to shape what the WILL GROUP

is all about.

Akemi Motohashi

Motohashi Working conditions have definitely improved. There are well-developed

systems for remote work, reduced hours, and more. We also launched a

project to improve the rate of retention among specialized staff, and now

everyone has taken a sense of ownership in working to improve the turnover

rate. However, I sometimes feel that the sense of fulfillment and growth from

work has faded. Job satisfaction among general-track employees in particular

has declined, with fewer regular employees aiming for management

positions. I was struck when a junior employee told me they struggled to

envision how they would grow at this company.

Now that systems are in place, we need to create an environment where

people feel they can grow here. I also feel that developing executive

candidates is a challenge.

Shimizu Speaking from my perspective as someone who joined from the outside, I feel the comprehensiveness of our systems is at a much

higher level than other companies. However, now that systems are in place, what matters is a sense of purpose, such as “Why am

I working here?” and “What do I want to achieve?” Systems alone will not motivate people. What matters is the tangible

experience of growth through challenges.

Based on my experience managing a company at my previous job, anxiety spreads through an organization when business

growth stagnates. It is true that growth has a way of healing or resolving many issues. I think what the organization needs most

right now is for junior employees to be able to articulate how they will be able to grow.

Homoto I am in charge of recruitment for the construction domain, where we proactively hire and train inexperienced workers due to

serious labor shortages. For this reason, I believe how we design people’s first challenge is key. In the recruitment department as

well, thinking has shifted to quality over quantity. I feel we need to focus on the kind of workers who actually succeed at work

sites.

Our goal should not be creating systems to prevent turnover but to make people feel they can become a new version of

themselves here. Standing on the front lines, I keenly feel the biggest issue is how to create opportunities to take on challenges.

Junior employees value personal growth and tend to view repetitive work negatively.

Tokuda The fact that Raise applications have expanded to the manager and department head class is a positive change. After its kickoff,

applications from upper management increased significantly. When the upper tiers are seen taking on challenges, it serves as a

model for junior workers to try things as well. It has become a major source of motivation.

However, many employees still feel that “aspiring to achieve” is not relevant to them. Job satisfaction will not take root unless

systems move beyond the select few to involve everyone.

Shimizu Exactly. Now that good working conditions are in place, the real challenge is how to revitalize the joy of aspiring to achieve and

the tangible sense of growth. We need to keep both systems and the culture working in tandem.

Motohashi Some have said that, as the organization has grown, it has somewhat lost its venture company vibe. I feel that insufficient middle

management training and a generational gap have affected how we have gone about maintaining a culture where aspiring to

achieve is the norm. I think we need more relationship-building based in mutual understanding, where supervisors prioritize

subordinate growth and subordinates get to know their supervisors as well.

Tokuda The culture remains, but fewer people are embodying it. We need efforts to revitalize initiative and job satisfaction.

What changes or challenges have you noticed on the front lines in recent years?

—How do you feel about changes in recent years as well as current challenges?

03
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Atsushi Homoto

Homoto I want to expand the possibilities for a diverse workforce through construction

industry recruitment. My mission right now is to change construction industry

standards. I want to explore recruitment approaches in which we believe in

and draw out the latent potential of each worker. Changing how we recruit

has the potential to shift the values of the entire industry.

To do this, I value the initial experience of taking on a challenge. I believe the

WILL GROUP can provide a place where people encounter a new version of

themselves.

Motohashi I want to broaden opportunities to take on challenges. While we currently wait

for people to take initiative, I think we also need mechanisms by which the

company offers opportunities, asking employees, “Would you like to try this?”

This would enable more people to take on challenges.

By setting goals that are relevant to all, such as the specialized staff retention

improvement project, we can achieve both job satisfaction and good working

conditions. I want to spread the culture of engaging with individual WILL to

more employees.

Tokuda What I want to tell junior employees is that taking on challenges is fun. I am where I am today because my senior colleagues have

supported me. I hope to create an even more powerful cycle of taking on challenges by paying that experience forward to the

next generation.

In Raise, I played the role of supporter for those aspiring to achieve, an experience that led to my next endeavor. I think what

makes the WILL GROUP outstanding is that both those who aspire and those who provide support are able to grow.

Shimizu Ultimately, what matters most is believing in people’s potential. That is at the core of what the WILL GROUP is all about. I value a

culture that encourages people to strive for further growth through systems such as Open Recruitment, the FA system, and

transfer support.

I want to pass this WILL to the next generation and create an even stronger cycle of taking on challenges to grow. Business growth

resolves organizational anxieties, creating more opportunities to take on challenges. Creating this positive spiral is, I believe, our

mission. I am convinced this holds the power to open up the future.

—The endeavors of each and every employee create the future. This aspect of what it means to be the WILL GROUP came through

powerfully in this roundtable discussion. We hope our readers will also support this cycle of taking on new challenges. Thank you.

What are your hopes or messages for the future?

—Finally, tell us what you expect from the WILL GROUP going forward and what you personally

value most.
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To sustainably and safely protect the global environment, through reductions in energy use, the Group will proactively take the initiative for

addressing climate change, the reuse of resources, and conserving biodiversity.

The Group has established a target to reduce total CO2 emissions by 20% by FY2031, compared with FY2020.

This applies to not only the CO2 emitted from offices, but also the CO2 from employees× business activities and throughout the entire lifecycle of

services. Our wide-ranging initiatives will help prevent global warming, while we are working with clients, business partners, and employees.

Based on the Green Value Chain Platform from the Ministry of the Environment and the Ministry of Economy, Trade and Industry, we calculate CO2

emissions at WILL GROUP, INC. and wholly owned subsidiaries in Japan.

Starting with the disclosure for FY2023, we have reviewed the companies corresponding to Scopes 1 and 2 and items to be included in the calculation,

and we added Scope 3. The emission sources applicable to each scope are as follows.

Scope 1: CO2 emissions from direct use of gas and gasoline

Scope 2: CO2 emissions through the use of electricity

Scope 3: CO2 emissions of Category 6 (Business Travel) and Category 7 (Employee Commuting)

Environment

Environmental policies

Targets

Trends in CO� emissions
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The WILL GROUP has expressed support for the TCFD recommendations and joined the TCFD Consortium in January 2023.

In accordance with the four core disclosure items recommended by TCFD, governance, strategy, risk management, and metrics and targets, we

disclose our approach to climate change.

For details, please refer to the Initiatives for the Environment section of our website.

We will promote biodiversity conservation initiatives through our business activities and procurement practices.

In addition to reducing greenhouse gas emissions contributing to climate change, we will actively promote initiatives to reduce environmental impact

by complying with environmental laws and regulations and by engaging in energy conservation, waste reduction, efficient water use, and pollution

prevention.

Initiatives in response to the Task Force on Climate-related Financial Disclosures (TCFD)
recommendations

Initiatives for the conservation of biodiversity

Other environmental initiatives
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The WILL GROUP has set improvement in well-being as a material issue for us to address. We believe that for everyone associated with the Group to

experience well-being—physically, mentally, and socially—respecting human rights is paramount.

This commitment means we uphold the rights of all people, regardless of attributes such as gender, nationality, age, and disability, as we help to

create a sustainable society.

1. Commitment to Human Rights

As a company directly involved in people’s working lives, the WILL GROUP respects human rights in all aspects of our business activities. We support

and respect international norms such as the International Bill of Human Rights (the Universal Declaration of Human Rights, the International Covenant

on Civil and Political Rights, and the International Covenant on Economic, Social and Cultural Rights), as well as the ILO Declaration on Fundamental

Principles and Rights at Work (International Labour Organization). Our efforts are guided by the UN Guiding Principles on Business and Human Rights.

Where negative impacts on human rights are identified, we will take appropriate remedial action and work to prevent recurrence. We comply with the

laws and regulations of the countries and regions where we operate. In cases where there is a conflict between national laws and internationally

recognized human rights, we will seek to adhere to the higher standard.

2. Scope of Application

This policy applies to all officers and employees of the WILL GROUP. We also expect all stakeholders involved in our business activities — including job

seekers, temporary staff, and business partners — to understand and act in accordance with this policy. We strive to identify and remedy human rights

risks throughout our supply chain.

3. Prohibition of Discrimination and Harassment

We strictly prohibit all forms of discrimination based on gender, age, disability, nationality, race, gender identity, religion, or any other status. We also

prohibit all forms of harassment, including sexual harassment, power harassment, and harassment related to life events such as pregnancy, childbirth,

childcare, and caregiving. We are committed to creating a safe and inclusive workplace free from discrimination or harassment, and we actively

promote Diversity, Equity, and Inclusion (DE&I). Preventive measures include employee training, consultation services, and accessible reporting

channels.

4. Prohibition of Forced Labor, Child Labor, and Human Trafficking

The WILL GROUP does not tolerate any form of modern slavery, including forced labor, child labor, and human trafficking. We also appropriately

evaluate and select our business partners to prevent human rights violations across the supply chain, and conduct regular monitoring and take

corrective action when necessary. In cases of suspected violations, we will report to the appropriate authorities and provide prompt remediation.

5. Freedom of Association and Collective Bargaining

We comply with local laws and respect employees’ rights to form and join labor unions, or to refrain from doing so, as well as their rights to engage in

collective bargaining.

6. Respect for Workers’ Rights

The Group guarantees compensation that exceeds the minimum wage as mandated by national and local laws and regulations, and does not violate

labor hour regulations. We prioritize employee safety and health and maintain a work environment where employees can work safely, both physically

and mentally. We also comply with occupational health and safety laws and strive to prevent workplace accidents by implementing proper health and

safety management.

7. Protection of Personal Information and Privacy

We respect individual privacy and protect personal data through appropriate collection, use, and management practices. We also maintain

transparency and uphold the rights of data subjects.

8. Coexistence with Local Communities

We respect the rights of Indigenous peoples in the regions where we operate, including land rights and access to water. We recognize the human rights

impact of climate change and are committed to mitigation and adaptation efforts.

9. Anti-Corruption and Fair Business Practices

We prevent all forms of corruption and bribery, and conduct business in a fair and transparent manner. We also require our suppliers to adhere to the

same high ethical standards. Suspicions of corruption must be promptly reported, and appropriate investigations and corrective actions will follow.

10. Access to Remedy

We provide secure and confidential channels for reporting human rights concerns or grievances, and we ensure the protection of whistleblowers. We

regularly assess and improve the effectiveness of our grievance mechanisms.

Society

Human rights policy
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11. Information Disclosure and Stakeholder Engagement

We disclose information regarding our human rights initiatives through our corporate website and integrated reports. We also actively engage with

stakeholders to deepen mutual understanding and enhance our human rights practices.

12. Governance and Promotion Framework

The WILL GROUP promotes human rights initiatives in collaboration with the Compliance Committee and the Sustainability Committee. We also work

to increase employee awareness and prevention of human rights risks across our operations.

Date of Establishment: October 20, 2020

Date of Revision: June 1, 2025

Yuichi Sumi

President and Representative Director, WILL GROUP, INC.

To ensure the effectiveness of this Human Rights Policy, the Group conducts regular reviews and updates, continuously strengthening its efforts to

respect human rights. The Human Rights Policy and its revisions are approved by the Board of Directors of WILL GROUP, INC.

The Group has raised “Improvement in human capital” as one of the material issues in which we will engage. Underpinned by our belief that all of our

people serve as the source of our value creation, we accordingly deem that the growth of each and every individual leads to growth of the Group.

We support our employees in obtaining qualifications and providing opportunities for self-education so that they can not only improve their skills, but

can also develop their capacity to address their own career options and the strength to transform themselves, thereby promoting their growth and

enabling them to achieve their self-directed career formation.

The Group has set a mission to be a “change agent group” that brings positive change to individuals and organizations. We call each employee who is

responsible for achieving this mission a “change agent” and define the qualities required of them.

Various training programs are provided repeatedly by “WILL University (in-house university),” which was established with the aim of effectively

developing change agents, including level-based mandatory training, training for specific teams, departmental custom-made training, and voluntary

training.

These training courses are conducted online, minimizing risks and costs and ensuring high learning effectiveness. The Group has constructed an

efficient, multi-layered educational system by using an e-learning “Learner” system developed in-house at an early stage as a learning aid for some

training programs.

We also focus on staffing and training support using people analytics data. We have organized a team specializing in people analytics to create a

“formula for success” by combining various types of data (personnel information, surveys, financial data, etc.) to improve the success and well-being

of each employee.

Human resource development

Human Resource Development Policies

Education system
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The Group is committed to enhancing employees’ workplace comfort and job satisfaction, creating an environment and culture where everyone can

thrive, maximize their potential, and balance work with life events such as childcare.

We provide career development training primarily for employees turning 25 and 30. Employees learn how to develop a career in which they can thrive

by understanding and enhancing their strengths and qualities. Launched in 2020, these programs have offered opportunities to think deeply about

one’s “future career” and to reflect on how to work in a way that is authentic to oneself.

Considering recent circumstances, we shifted from the previously mainstream in-person training to primarily online delivery, ensuring safety and high

learning effectiveness with flexibility. In many programs, we utilize “Learner,” our in-house e-learning system, which was developed early as a learning

support function, enabling a multilayered, effective learning structure.

Participation of diverse human resources

Training programs: career design for the 20s stage and career strengthening for the 30s stage
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