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Kataoka: Good morning. | am Kataoka from Concordia Financial Group. Thank you very much for coming to
Kawasaki today in the chilly and drizzly weather. Before we begin the IR Day, | would like to say a few words.

This April, Concordia Financial Group has started a new medium-term plan. As | mentioned at the briefing, we
are currently promoting three pillars of growth, change, and sustainability, and one of our themes is to deepen
our solutions business.

During this plan, the Group is aiming for a “solution company that is rooted in a community that chooses us
as a partner.” We believe that the starting point for the mid-term plan to achieve this goal is the shift to the
solutions business and the development of human resources. At today's IR Day, we would like to discuss these
two topics.

In particular, in terms of human resource development, we will enhance the ability to make proposals, solve
problems, and develop the skills of each of the people who will be responsible for the “solution company.”
We also mentioned that in the previous medium-term plan, we had consolidated and eliminated about 40
branches. As a result of structural reform, some of employees will lose the work they have done. We believe
that reskilling such people is also very important. In terms of investing in human capital, we believe it is
important not only to develop human resources, but also to reform the corporate culture and improve
engagement.

Today, the actual officers in charge will report on these matters. We hope to have a frank exchange of opinions
with you all.

Mr. Koshiba, who was just introduced by the moderator, is an Executive Officer of FG, but is positioned as the
Head of Sales at The Bank of Yokohama, where he is the General Manager of the Sales Division, and is now
promoting the Solutions Business. Mr. Katsuta is the Officer in charge of Human Resources at The Bank of
Yokohama and has overall responsibility for human resources. Ms. Uchida is an Executive Officer overseeing
Human Resources at Higashi-Nippon Bank.

They will be giving a thorough talk today about where we are headed, and | would be happy to hear any
guestions or comments you may have during the Q&A session later in the day. Thank you.



Deepening and expanding solutions business

Positioned as important among the six key strategies in the new Medium-Term
Management Plan to transform into a "solutions company"

Excerpts from the Medium-Term
Management Plan

2025 and onward

2022 2023 2024 Z>Z>Z>
2019 2020 2021 H
D reviouS o ium-term New medium-term management plan

management plan

Three years to accelerate "transformation" pursued

Restructuring
Three-year "transformation" to
change into a new financial
company

A Solution
Company Rooted
in Communities

under the previous Medium-Term Management Plan
and materialize results

and Selected as a
Partner to Walk
Together

Basic policies Basic themes and key strategies

[ ® Deepening and expansion of solution business ]

1. Deepening core businesses
® Making use of strategic investments and alliances

® Talent portfolio reforms and an increase in
Change engagement
® Digital Transformation (DX)

2. Productivity improvement
through structural reform

® Contribution to sustainable local communities
3. Strengthening the sustainabilit
management base ustainabiiity

® Sophistication of governance
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Koshiba: | will now explain about the deepening and expansion of the solutions business. Please see page four.

The Bank of Yokohama's long-term vision, as the President has just mentioned, is to be a solutions company
that is rooted in the community and is chosen by the community as an entity to walk alongside. In order to
achieve this, there are six key strategies in the mid-term management plan. Among these, the deepening and
expansion of the solutions business is positioned as particularly important. Today, | would like to explain our
solutions business for corporate customers, which is a particular growth driver.



Solution provision system (initiatives in the previous Medium-Term Management Plan)
Implement solutions sales by integrating sales branches and Head Office

and by leveraging group functions and external alliances
Utilizing group functions

Solutions provision system

Hamagin Finance
Hamagin TT Securities
Storm Harbor Securities
Sky Ocean Asset Management

Hamagin Research
Institute
Yokohama Capital

Head Office direct sales

Sales Provide solutions by
(Solutions Sales Department, etc.)

branches collaborating with Head

Office and by identifying

needs through building strong «—
relationships based on a tight
network of stores

a8 Providing advanced solutions

through professional human
resources, etc.

Collaboration with alliance banks
and outside businesses

Providing solutions through sales branches and
Head Office working as one

mﬁ-ﬁiiﬁl\“—k'ﬁ—ﬂwj’
CHIBA YOKOHAMA PARTHERSHIP

+ Fintech

companies

« M&A brokerage

Corporate 250,000 Individual 5 mi"ion ggs )
. unds

customers compunies(approx.) customers (approx.) Tokyo-Kanagawa Solution Connect . Securitim_as
N iERET (E5ELET - otes

Balance of loans for HNWIs

oy ilad] zoypeiac (2 banks combined, aversge

Business alliance effect amount

Corporate service Structured finance
revenue " balance

Number of strategic soluti lated
revenue "2 balance) (total effect amount with the bank _c::p:r:i‘:ssc(::;.g:::; ot ?‘:{
allied with) [ e
¥12.7bn ¥365.3bn ¥14.8 bn ¥30tn
¥11.7 bn ¥2.7tn 203 !
¥8.96n Chiba Bank ¥16.6 bn companies
(FY19-21 results)
¥72.4 bn 100 I
companies
Kiraboshi Bank ¥2.3 bn
Fris Fra s fra Fris Pzt Fris Frzl (FY21results)  FY18 results FYZL results
results results results results results results results results

“3 Business alliances and agreements with investment banks. securities firms.
PE funds, consulting firms, M&A broksrage firms, VC, tax accountancy
corporations. stc.

#1 Corporate service revenues such as syndicated loans. M&A. business matching. etc.
(sxcluding settlement services and other revenues)
*2 Individual services revenues from investment trusts. censulting-related services. etc.
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Please refer to page five. You see the solution provision system established in the previous medium-term
business plan and its main achievements.

At The Bank of Yokohama, sales branches have strong relationships with customers. These sales branches and
the direct sales force of the head office, which possesses professional human resources and other advanced
solution capabilities, work in unison to provide solutions to customers, while also utilizing the Group's group
companies and other external functions.

As a result of these efforts, as shown below, we have been steadily increasing our service revenues from both
corporate customers and individual customers. In particular, we have strengthened our high value-added
finance area, and have also been able to increase our structured finance balance.



Solutions Sales Department structure (initiatives in the previous Mid-Term Management Plan)
Since its establishment in 2019, we have increased the number of personnel with solution capabilities
and specialized expertise, and strengthened the direct sales structure of the Head Office.

Acceptanceif’
_— outside experts etc.
Solutions Sales ¥ In order to build a customer-driven solutions sales 183 - m;';,.m
Department structure that can respond flexibly and comprehensively .
(Bank of to ever-changing customer needs, the Head Office Direct 112 Staffrecruited 183 o
Sales Division was established in April 2019. inmid-career  —uy straight from

Yokohama)

% / university
Professional -~ 3%

personnel
3%

At launch (FY19) End FY21

Asset finance, project finance Sustainability support

v Providing debt and equity financing through strategic solutions ¥ Providing real estate non-recourse loans for logistics ¥ Providing sustainable finance and other solutions to support
involving financial and capital strategies warehouses and project financing for renewable energy " advanced inability management
Proposing strategic solutions facilities
Financial
strategy N .- Banl of Yokohama Suih
i W i Investment ustainable
Capital ity financing Finance Solutions
Bank of Yokohama _ SUSteE
Management Customers Bank of Yokohama Customer (sponsor) Customers
strategy Partner companies
I Business matching Wealth management
¥ Providing FA capabilities to meet a wide range of needs, ¥ Providing non-financial solutions to resolve the business issues ¥ Providing solutions for business succession, tax financing,
including business selection and concentration and future of business partners through collaboration between the Bank's inheritance planning, etc., through support of sales branches
corporate growth Group and external partners and direct sales
Business succession
Needs Needs Needs Needs consulting
Bank of Yokehama Bank of Yokohama Finance
(tax payment funds)
Bank of Yokehama Inheritance Customers
Seller M&A formation Buyer consulting
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Please look at page six. | would like to explain the structure of the solution sales department, which is in charge
of direct sales at the headquarters.

In April 2019, we established the solution sales department in order to respond flexibly and comprehensively
to increasingly diverse and sophisticated customer needs and to build a customer-driven solution sales
structure.

This solution sales department naturally consists of the largest number of employees that have spent their
entire career with the Bank, but also includes professional human resources and mid-career hires, and also
accepts outside experts on secondment. We have increased the number of such diverse human resources
with strong solution capabilities, and have properly built a system over the three years of the previous
medium-term management plan.

We have strengthened our efforts in investment banking, asset finance, and project finance to meet the
increasingly diverse and sophisticated needs of our clients. In addition, we are expanding the sharing of know-
how by rotating personnel with such advanced solution capabilities between sales branches and headquarters
through personnel transfers, thereby strengthening our structure as a banking organization.

This structure has enabled us to strengthen our ability to provide strategic solutions that are deeply involved
in management issues. As a result, we have become the number one partner of choice for our customers,
which has led to an increase in loan balances and revenues.



Strengthen provision of strategic solutions

Strengthening the provision of strategic solutions that meet increasingly diverse and sophisticated
customer needs in line with changes in the business environment

Environmental awareness
Spread of Transition to a

infectious Progress of ¢arhon neutral
disease digitalization society

al & O %)

Customers' needs

realignment

Customer needs are becoming more diverse
and sophisticated.

Business restructuringadbusiness reorganization needs

Capital enhancement needs in the coronavirus
pandemic

Digitalization needs
Needs for transition to carbon neutral society

Our sustainable growth

- Asset enhancement in
Focusing on [
soneinans > the high value-added

finance sector
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Public support
external
organizations

Settlement

Strengthen provision of strategic solutions that are
deeply involved in customers' management

strategies etc. and become the first partner for 1,313

customers

Number of partners (cumulative)!

Approx.
The profitability
s of our partners is
approximately 6
times that of non-

cempanies .o

FY2lresults Fradplan  PAMNers:
Business Strategic solutions Foreign Average balance of corporate loans
A (two banks combined)
matching exchange Yot
Management LBO

consulting loans

¥86.1tn
¥5.5 tn l

. Insurance
- Capital strategy - FY18 results FY21 results FY24 plan
support Business  Financial equity financing Structured finance balance
strategy strategy Approx.
Diversified and ¥590.0 bn
. sophisticated needs ¥365.3 bn
SE:::::?OSH Sustainability strat Sustainable ¥72.4 bn
consultin ustainability strateey  finance _Fund FY18results FY21 results FY24 plan
g Revitalization management
and succession Corporate service revenue amount "2
strategies
¥127bn  About
M&A Structured n
Senior advising finance Employee ¥8.9bn
loans transactions

FY18 results FY21 results FY24 plan
#1 Number of clients provided with strategic solutions
#2 Corporate service revenues such as syndicated loans. M&A, business
matching, ete. (excluding settlement services and ather revenues)
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| will explain the background and objectives of the strategic solutions | just mentioned on page seven.

With the restructuring of the TSE implemented in April of this year, the spread of the new coronavirus, and
the carbon zero initiative, companies are planning to restructure their operations, increase capital, and work
toward decarbonization. As a result, the need for strategic solutions is becoming more diverse and

sophisticated than ever before.

In addition, in order for the Bank to achieve sustainable growth and to meet the increasingly diverse and
sophisticated needs of our customers, we have recognized the need to enhance our assets in the field of high
value-added finance, and have decided to strengthen our efforts in strategic solutions.

We call our strategic solution customers our partners. By increasing the number of these partners as shown
in the upper right corner, and by involving value-added structured finance and other services tailored to the
needs of our clients, we will further increase our revenues and stock of corporate services.



Strategic solution offerings and target customers
Providing solutions deeply involved in management strategies for the top level of corporate
management, with a focus on listed and core companies

—_

[ Strategic solutions ({ Target clients
N —
Providing strategic solutions to those companies who can be approached by major
Paositioning "solutions that are deeply invalved in management strategy for investment banks and securities firms by leveraging our strength as a regional bank
the top level of corporate management” as strategic solutions and in the Tokyo metropolitan area, where there is a high concentration of listed
providing products that fit the strategy companies

Listed and core Breakdown of listed company clients

Management

@
strategy Needs Solution examples g = com Sanies (by market capitalization)
_ o 2 Sales or total T
q y . Capital loans a3 assets ¥5.0 bn or ¥100.0 bn
Capital strategy Capital policy, Preference stock @ E M f ";me
including fund Equity finance (fund utilization) EE )
procurement and i .
~ financial 2 %": Upper-middle ~
Financial hgggﬁ;ﬂ;ﬁnﬁ;n Syndicated loan arrangement F2 Sales or total
strategy Covenant financing - assets ¥1.0 bn or
m
@

more

Less than ¥100.0 bn

LBO loans 68%
q : M&A advising (buying)
Business Growth and business ~
Consulting (Hamagin Research Middle Segment Characteristics & needs
strategy expansion Institute)

DX support Sales or total assets Client groups with multiple businesses,

¥0.3 bn or more complex and diverse needs, and intense
Revitalization Business recovery competition
and succession support asset

strategies succession

M&A advising (selling)
Business succession consulting

Needs include advanced growth support such
Upper-middle as M&A, equity and other capital policies, and
Small business succession planning

Externally assessed sustainable Sales or total assets Middle * Although clients are from a wide range of

finance less than ¥0.3 bn industries, many of them are single business
Sustainable business matching Small enterprises and their needs are mainly related
to financing through senior loans

Sustainability Sustainability
strategy initiatives
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On the page eight, we show our specific products and target customers for the strategic solution . As |
mentioned earlier, the Bank positions strategic solutions as solutions that are deeply involved in top-level
corporate management strategies, such as capital strategy, financial strategy, and business strategy.

Our main targets for providing strategic solutions are listed companies and upper-middle market partners
with sales or total assets of JPY1 billion or more. This segment is also highly competitive, and is a zone that
requires a response to complex and diverse needs such as M&A and other sophisticated growth support and
capital policies.

For our main target group, which has a variety of needs, we have developed a solution delivery system that
allows us to offer a wide range of products such as capital loans, LBO loans, and sustainable finance on a
regular basis. In addition, we believe that our strength as a regional bank based in the Tokyo metropolitan
area is that we have a large customer base of listed companies with diverse needs.

One of the unique features of our business is that we do business with a large number of clients whose market
capitalization is less than JPY100 billion, which is not so large among listed companies, and this is not the case
with other regional banks. Since this segment is not fully covered by the major investment banks and securities
firms, the Bank has established relationships with these listed companies where it can speak with their
management teams as a core bank. This is our strength and enables us to propose sophisticated solutions
such as capital policies.

We have also conducted business feasibility assessments and assessments of the actual status of companies
in the middle and lower business sectors. As a result, we have been able to expand our transactions more
broadly, for example by building up our lending assets, but there is still plenty of room to grow there.



Advanced strategic solutions

Increased market presence due to advanced solution proposals and risk-taking capabilities

Investment banking Asset finance, project finance
Solution Sales Department External + Market Expansion of finance areas
) financial arke R bl Real estate
Investment Banking S institutions i':';esrzl\:'zz'lent cncwable tcncrgy (Logistics warehouses, offices, Objects
Business Team enhancement  (PE funds, P FI‘DI:E.C: s residences, etc.)
Sharing high-level specialized brokerage e ﬂ m EREE
e firms, etc. N 5.
know-how , etc.) + Expansion of s
Corporate Advisory deals arranged Ea—
g enhancement
Group Business by the Bank
T:S:t;d paﬂrllers i Establishment of Cooperation with
Collaboration Head Office br:::l?es v Improvement West Japan Sales rcg_wne_:l f"_’mr“:lﬁl
andsales  (mainly listed of antennae at Dept. institutions
Sales branches branches companies) sales outlets y 7 .@‘
LBO loan balance Subordinated loan balance Renewable energy PF balance Balance of real estate non-recourse loans
v Increa_sing loan balance by . Approx. ¥" Increasing our balance of v Increasing loan balance a ¥ Increasing balance for loans Approx
capturing M&A needs associated ¥190.0 bn loans, especially to listed through cooperation with pprox. that capture the demand for 150 ot;
with business succession, and companies, by strengthening solar. biomass. and other ¥170.0bn - 2 b
; , s ' ! construction of advanced
needs for going pnval_e triggered our provision of capital power genfera_t\on_facwlltles Jogistics facilities in the home
by the TSE restructuring, etc. strategy solutions v Regienal distribution to 29 market
¥112.6 bn ¥113.2bn prefectures nationwide ¥98.4 bn ¥114.8 bn
¥79.6 b
¥72.5 bn " ¥60.6 bn ¥75.9 bn
¥48.2bn
¥44.8 bn e bxaq‘s bn ¥29.4 b ¥41.8bn
¥13.8bn 3on l ¥14.7bn
FY18  Frig P20 Fr21 FY24 FrI8  FY19 Fr20 Fr21 FY24 FY1E  FY1g FY2o Fr21 Fr2e Frig FYlg FY2o Fra1 Fraa
Copyright © 2022 Concordia Financial Group. Ltd. All Rights Reserved Concordia Financial Group IR Day @

On page nine, | will explain our efforts in investment banking, asset finance, and project finance, which are
highly strategic solutions that have been particularly successful in the recent period since the previous
medium-term management plan.

In the investment banking business, the head office and sales branches work in unison to develop sales
activities centered on the investment banking team, which was headhunted from a foreign securities firm to
provide sophisticated solutions to our clients. The Bank's presence in the market has been enhanced by
strengthening sourcing service not only for customers but also for funds and other external institutions, and
the Bank has significantly increased the balance of its loans, especially LBO loans.

Specifically, we have been involved in specific M&A transactions involving business succession and
restructuring, as well as private transactions of listed companies triggered by the market reorganization by
the Tokyo Stock Exchange. In addition, the number of cases arranged by the Bank has been increasing.
Subordinated loan balances have also increased significantly as the Bank has strengthened its capital strategy
solution offerings to listed companies, leveraging its strength of having strong business with listed companies.

This unique sourcing capability of the Bank is largely due to the daily relationships with customers at the sales
frontlines. We believe that one of the Bank's future strengths is the ability to share this know-how and develop
human resources by further promoting integrated efforts between the head office and branches, and to
evolve our efforts to serve a wider range of customers.

We have also accumulated assets in financing areas that go beyond conventional frameworks, such as
renewable energy project finance for solar and biomass power generation, and real estate non-recourse loans.
In addition to the finance area, we have also expanded our sourcing area by establishing a Western Japan
Sales department in Osaka to cover the entire western Japan. The increase in the number of projects is also
due to the deepening of cooperation with financial institutions in various regions, mainly in western Japan.

In renewable energy project finance, we are increasing our lending balance while diversifying our geographic
coverage to 29 prefectures throughout Japan. In the area of non-recourse real estate loans, we have been
able to increase our loan balance by aggressively tapping into financing needs to meet demand for the
construction of logistics facilities in Kanagawa and Tokyo against the backdrop of the expanding e-commerce



market. We intend to share our advanced financing know-how with our sales branches to further strengthen
the Bank's overall sourcing capabilities.



Sustainability strategy solutions

Providing solutions optimized for customers' challenges and supporting them to achieve their sustainability goals

Solutions to support customers' sustainability strategies

o [T

. ® Providing
Integrating solutions to
sustainability achieve
into sustainability
management goals
. ® Visualizing
I_de_ntlfylng customers' GHG
priority issues .o
TOSSUE - Soig
sustainability sustainability
goals

Commencement | inking business
of activities to

sustainability sustainability
initiatives

® Sustainability-linked loans
® Positive Impact Finance
® SDG green loans

® GHG emission reduction
assistance

#® Loans linked to global warming
countermeasures in collaboration with
regional public authorities

® GHG emissions calculation support

® CO, simplified emissions calculation
(Hamagin Research Institute)

® SDG Friends Loan Next

® Business feasibility assessments
for SDGs

® SDG Friends Leases (Hamagin
Finance)

® SDG Friends Loans
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Cumulative amount of sustainable finance executed
(two banks combined)*

20,000
(¥100 million)
15,901
10,765 ®—— Sustainable finance 00
Progress 79%
4,569
22 »— of which, green finance
Progress 45%
FY20 FY21 FY30

*Our definitien

Finance Case Studies

Putting together Sustainability Linked
Loan syndicated loan
(Feed One Co., Ltd.)

LBO loan cooperation through sustainability

linked loan (acquisition of shares in
Chocolate Design Co., Ltd.)

Financial assistance through Positive
Impact Finance (Fujiya Hotel Co., Ltd.)

Putting together SDG Green Loan
syndicated loan (Sagamihara Biogas
Power Co., Ltd.)

Development of
sustainable animal feed =

Promoting fair trade
chocolate

Maintenance of
registered tangible
cultural properties

Construction of power
generation plant fueled by
methane gas fermented
from food waste
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Next, on page 10, | will discuss our sustainability strategy solution to address the recent rapid increase in

sustainability issues.

The Bank offers a menu of sustainability solutions tailored to the challenges and phases of our clients'
initiatives. We offer a wide range of solutions, from financing that helps clients achieve their sustainability
goals, such as Sustainability Linked Loans and Positive Impact Financing, to SDG Friends Loans for companies
that are in the beginning phases of their initiatives. Progress in the cumulative amount of sustainable finance
execution, which is set as a long-term KPI, is 79%. In addition, progress in green finance, which is used
exclusively in the environmental field, is 45%. The steady progress has been made so far.

In April of this year, we established the sustainability promotion office within the solution sales department.
This office will take a lead in promoting our sustainability solutions.



MEJAR sustainability solutions collaboration
Strengthening support for customers' sustainability management by upgrading products and services

through collaboration with MEJAR participating banks

Raising level of solutions through collaboration with MEJAR participating banks

£t 8R 1T
a jt@ﬁﬁ’?ﬁ | MEJAR sustainability solutions ‘aZnZ t+'\t§E1?

collaboration

\
N ERET mEA®ET Mo

<Major Themes>
v Case study and information sharing, ¥'Employee training and education content | | Sharing information on solutions to support

product introduction collaboration sharing visualization and reduction of GHG

(Sustainable Linked Loans, Positive Impact Finance, ¥ Co-hosting seminars for external emissions

etc.) audiences v'Sharing information on specialized vendors
¥loint use of evaluation agencies etc. ¥ Joint use of outside consulting etc. for decarbonization etc.

Contributing to regional economic development by supporting customers' sustainability management

Copyright © 2022 Cancordia Financial Group, Lid. All Rights Reserved. Cencordia Financial Group IR Day 11

On page 11, | will explain how we collaborate with other banks to strengthen our support for our clients'
sustainability management.

Regional financial institutions are increasingly required to provide sustainability solutions. Recognizing this,
we concluded the MEJAR Sustainability Solution Collaboration, in which regional financial institutions
collaborate in various areas. We will contribute to the development of the local economy by sharing
information on examples of initiatives and upgrading our products and services to support our customers'
sustainability management.

We believe that sharing finance expertise has the potential to develop into co-financing. We also believe that
there are advantages in terms of efficiency, such as sharing educational content for bank employees and
jointly holding seminars for customers.



[ Building a management issue estimating model
A management issue estimating model is being constructed using Al to increase solution revenues

originating from sales branches.

Management Issue Estimating Model
k(‘Eo be introduced in FY2023)
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In addition to relationships with the |mp|ementation plan
people in charge, we leverage the results
of Al analysis to increase the number of
companies to which we provide solutions.

Now

Management issue Q
estimating model

Bank of Yokohama External

data environment data

On-site verification in
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Non- 2022

l:ustmers
D P— Model revision and
eposit customers completion

o " approx. 200,000
companies Verification in all
65 O (e} =un regions

Al learns and analyzes internal and external data to 30 le} 3 Introduction to the
estimate various management issues for customers. !
sales process

<Corporate Information>-

¥ Financial Infermation

¥ Attribute information

¥ Transaction
information

¥ Contracts signed

<External Information=

¥ Industry information

¥ Economic indicators
etc

Developing human resources to
strengthen solutions sales capabilities

Utilization of management issue
estimating model

_
Uost—introduction sales process

Step 3 Interview and

Step 1 Target company sele] Step 4 Contract signin

proposal
—— e N
fSelection of target companies ¢ \ Discussions with Execution of strategic
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I l_E I?.I] Ao ' ‘ revenues
] . P¥ ¥ 1 L
I ﬂ TNl | 1 7 originating from
| ! ﬁ i I I | Consulting sales | | ’ sales branches
‘\‘_7",' — v .
| v Increasing visits to v Based on information from the management issue estimating I/ Improved quality of proposal I Reduced Iea‘_j "me /II
customers with high closing model and financial information, sales stories can be content and information l to contract signing |
\ expectations developed before interviews /J provided during interviews
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Finally, on page 12, | would like to introduce one of our future initiatives.

As | have mentioned, during the previous medium-term management plan, we have strengthened
cooperation between the sales frontlines and direct sales at headquarters, and have accumulated solution
revenues. In the current medium-term plan, we intend to further share the advanced know-how we have
accumulated to date with our sales branches, and by expanding the number of people in charge, in other
words, the people who actually do the work, we intend to further increase solution revenues originating from
our sales branches.

In this context, we are now working to improve the quality of consulting sales by building and introducing an
Al-based business problem estimation model in order to enhance the sales process for sales representatives.

Specifically, the Bank will utilize its big data and external expertise to estimate the business challenges of its
clients, score their needs, and visualize their business challenges. By doing so, we can more efficiently
approach customers with high closing expectations and provide high-quality consulting services.

Naturally, human resource development is of utmost importance in providing quality consulting services.
Officers Katsuta and Uchida will explain their efforts on the next page and thereafter.

The Bank's business area is centered on the suburbs of the Tokyo metropolitan area, and it has a wide range
of clients in this region. In addition, we are able to leverage our daily relationships with our sales staff and
customers to provide a variety of non-financial support that goes beyond just loans, including business
matching. There is still a lot of potential for growth for us. We still have a mission to continue to serve the
community. There is still plenty of room to do so. That’s all for my explanation. Thank you very much.

Katsuta: | am Katsuta from the Human Resources department. | would like to explain about the human
resource portfolio reforms set forth in our mid-term management plan, with a focus on strengthening solution
sales capabilities and reskilling.



I Talent portfolio reforms (Bank of Yokohama)
Management Plan

Positioned as important among the six key strategies in the new Medium-Term
Management Plan to transform into a "solutions company"

2025 and onward

2022 2023 2024
2019 2020 2021 H DDD
N — New medium-term management plan

management plan

Restructuring Three years to accelerate "transformation" pursued

A Solution

Three-year "transformation” to under the previous Medium-Term Management Plan A Rooted
change into a new financial and materialize results -ompany Roote
company in Communities

and Selected as a

Basic policies Basic themes and key strategies Partner to Walk

Together

® Deepening and expansion of solution business
1. Deepening core businesses
® Making use of strategic investments and alliances

[oTaIent portfolio reforms ]and an increase in

Change engagement
® Digital Transformation (DX)

2. Productivity improvement
through structural reform

® Contribution to sustainable local communities
3. Strengthening the
management base

Sustainability
@ Sophistication of governance
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Please see page 14. One of our key strategies for transforming ourselves into a solutions company, which is
our long-term goal, is to increase the number and improve the quality of our solutions business personnel.



I Talent portfolio reforms (Bank of Yokohama)

Excerpts from the Medium-Term Management Plan

Strengthening of human resource development toward a shift to a “solution company” and a reform
into a corporate culture where employees have high motivation to take on challenges and grow

Initiatives aimed at strengthening of human resource development and corporate culture reforms

Strengthening of human resource development toward

a shift to a “solution company”

Human resource development

Development of human resources
with high solution capabilities and
specialization

Productivity

Shifting personnel from clerical
work to sales to improve
productivity

A reform into a corporate culture where employees
have high motivation to take on challenges and grow

Career ownership

Cultivate a culture where each and
every employee designs their own

Workplace worth to work for,
realized through promotion of D&I

Cultivate a culture where employees
respect diversity and individuality of

career and act autonomously each other and take on challenges

@ Autonomous career @ . autonomously and creatively

/ \ design ‘\;\rl ® Flexible work D m

® Self-development styles
X and reskilling |!ﬂ e
® Making use of systems

® Diverse human %
Second job, concurrent resources playing | &
( i [ -
Time invested in talent development] Revenue from solutions per
-
per person person*1

positions, etc.) an active role

Percentage of mid-
Number of posts open [ Percentage of women § o " managerial
for internal application managers positions

1.6 times = > 30%
160 posts 22, @
/ / open for internal 17% o ’ 14% or more
application (FY2021 results 14%),
annually-2 FY2021 FY2024 FY2030
FY2021 results FY2024 plan FY2021 results FY2024 plan results plan plan

1 A total of revenue from yen-denominated loans (loans for corporations and HNWIs) + service revenues (a total of those from
corporations and individuals) + revenue from foreign-currency-denominated loans and revenue from corporate derivatives

*2 Annual average for the period covered by the Medium-term Management Plan
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On page 15, we present an overall view of the human capital strategy in our medium-term management plan.

Shown on the left side of the slide is the enhancement of human resource development for the development
of a solution company. Described on the right side of the slide is to reform the organizational culture to one

that is highly motivated to take on challenges and grow. In this way, we intend to reform our human capital
portfolio and improve engagement.

Through these efforts, we aim to increase the time invested in human resource development per employee

by 1.6 times the current level and the amount of solution revenue per employee by 4% during the current
mid-term management plan.



B Talent por‘tfolio reforms (Bank of Yokohama) Excerpts from the Medium-Term Management Plan

Promoting human resource development with such aims as the streamlining of the personnel system,
sharply modulated personnel assignment, and strengthening of solution sales capabilities

N
Streamlining of the personnel system and assignment of Strengthening development of human resources with high solution
personnel to areas of strengthened efforts capabilities and specialization
. . . e C ing human re aimed at str ing of solution sales capabilities as well as

¢ g;:i"f":?f'e':g;ﬁ 2;5;:':,'32',;"‘5 by reducing the number of clerical personnel as development of human resources with high specialization such as IT/digital departments in a planned manner,
@ Shifting personnel from clerical departments to sales departments with the aim of by strer ing ir in talent

increasing productivity = = . .
@ Strategic assignment of personnel to head office direct sales and other areas of Human resource development aimed at strengthening of Number of holders of major consulting

qualifications™
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strengthened efforts such as IT/digital departments solution sales capabilities

FY21 results FY24 plan
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persons 1 Promoting =
’ human El Secondment “

3,600 persons-1 resources a .

° - N
> Visualization
development to é) . . of abilities FY2021 results FY2024 plan
el e stren_gthen z skill-specific Self- Number of human resources specialized
solutions sales 7] training . development in [T/digital
Sales force capabilities and Open u 130 employees
eploying them 7/ application 64 |
- - . 0 departments employees
Head Office Direct to be
Sales and 60 persons Head Office Direct strengthened Human resource development for IT/digital departments
Corporate Liaison ~_plus Sales and FY2021 results FY2024 plan
e CorE2Eislla=on Increasing personnel in
Head Office and Tl i
others Head Office and __ Strensthened divisions by :;:?gz::g';?ezft Number of holders of IT Passport
IT and Digital T \strengthenmg recruitment office 1,900 employees
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*1 Excluding employees on secondment or leave of absence
*2 Number of small and medium-sized enterprise consultants and FP
paplaingliady Level 1-certified employees
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Page 16.

As part of our efforts to reform our human capital portfolio, we have streamlined our total headcount from
3,785 to 3,600 through structural reforms, including reforms in the branch channel. In this context, we will
strategically assign human resources to areas to be strengthened, such as direct sales at headquarters and
the IT and digital divisions, and encourage the reallocation of human resources from clerical work to the sales
and marketing divisions, etc. | will explain later on the various measures we are taking to strengthen our
solution sales capabilities.



) Developing human resources to strengthen solutions sales capabilities - visualization of our talent portfolio skill by skill

Visualizing the skills of the personnel needed and implementing measures
to achieve the desired portfolio

Image of human resources with high solutions sales Talent portfolio by skill
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= Visualization of skills etc. L officers |
Utilize visualized data to expand systematic
development and recruitment of human resources
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Please see page 17.

First of all, we briefly indicate what kind of human resources are those with high solution sales skills in our
bank. As shown on the left, the figures are given for each item, using real people as an example.

The amount of solution revenue including fund revenue and yen services is approximately JPY300 million per
year. The number of solutions provided is five and the field experience is three branches. He or she can be
considered a middle-class person. His/her qualifications include a small and medium enterprise management
consultant. These individuals are the ones with the best solution sales skills.

We plan to increase solution revenues by approximately JPY9 billion over the three years of the 2021-2024
mid-term plan. We are thinking in the direction of having these human resources, who earn JPY300 million
per year, play a central role in earning about two-thirds of the JPY9 billion increase.

In addition, for the purpose of visualizing their skills, the skills, knowledge, and training records of bank
employees are stored in a talent management system and centrally managed for data analysis. At this point,
only the staff in charge at the sales branches are visible, but we are working to make this information visible
to all employees, including those at the headquarters, as soon as possible.

As you can see on the right side of the slide, we will formulate skill-based human capital portfolios based on
the visualized data. Over the next three years, we will increase the number of advanced solution providers by
increasing the number of direct HQ sales and highly skilled personnel. To this end, we will work to establish
an effective training system, support self-development, and recruit highly specialized human resources.



I Developing human resources to strengthen solutions sales capabilities - Building an effective training system

Effective skill development through skill-level-specific training and post-training follow-up

Strengthening training related to solutions sales Establishment of training follow-up system
v Establishment of skill-specific training system
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On the next page, | will explain how to establish an effective training system.

First of all, although we have been putting effort into training in the past, the focus has been on training by
level, such as section manager or deputy section manager. However, with training by rank, there was naturally
a slight difference in the region to which the personnel belonged and skills, and there was a mismatch
between the content of the training and their skills.

In the past, training was focused on strengthening solution sales capabilities at the branch manager level and
raising the skills of younger employees, but such training was lacking at some levels. In light of this, this year
we have changed to a skill-based training system in order to steadily improve the skills of all personnel in
charge, including those in positions of responsibility. We believe that this will certainly enhance the
effectiveness of the training.

In addition, the number of training hours per person will be increased 1.5 times from the previous 17 hours
to 26 hours per year during this mid-term plan period. As noted here, we will spend more time than the
average of large firms to make sure we do a good job of training.

In addition, we will provide follow-up services to ensure the effectiveness of the training. Although most of
the participants return to their sales branches after the management training, we make sure that they are
assigned to work in operations where they can apply the skills they learned in the training to their sales
branches. Of course, the field takes the lead in teaching, but we do not leave it up to the field; the head office
always coordinates information and provides training support until the employee becomes independent.
These initiatives are being undertaken this year.

So what kind of training does The Bank of Yokohama provide? An example of a training session is shown in
the lower right corner of the slide.

Top Gun Management Training is a training program for branch managers. This training is designed to teach
advanced solution delivery in a hands-on, role-playing format.



Corporate Prime Training is for senior skilled personnel who are the main players in strategic solutions. This
level of training is designed to meet the needs of high-quality clients, including advanced finance theory and
corporate management theory.



) Human resource development to strengthen solutions sales capabilities - support tor selt-development and
recruitment and training of highly specialized human resources -

Support self-motivated challenges and growth, and strengthen recruitment and training of highly
specialized human resources
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The next page will explain our support for self-development and the hiring and training of highly specialized
personnel.

As for initiatives to support self-development, as you can see on the slide, we have started the Platinum Talent
Recognition System this fiscal year.

Specifically, individuals who have acquired relatively difficult external qualifications, such as FP Level 1, small
and medium enterprise diagnostician, and securities analyst, are recognized as having advanced skills. In order
to realize such various career support, we are also strengthening our qualification support.

For example, among those who have acquired FP Level 1 certification, we select 10 applicants and have them
study intensively at an outside professional institution under the direct supervision of the Human Resources
department, completely separating them from the business of the sales branches. Apart from that, about 100
people applied for the short, intensive nine-day holiday course. We provide assistance in obtaining this holiday
course.

At the same time, we have established a professional human resources certification system to recruit highly
specialized human resources. We believe that when professional human resources, i.e., those with a high level
of expertise, utilize their strengths, it has a positive impact on the career paths of bank employees that have
spent their entire career at the Bank. In addition to this training, we are attempting to strengthen the
secondment of young employees to investment banks, securities firms, government-affiliated financial
institutions, and corporate planning departments of private companies in order to hone our solutions business.



I Human resource development to strengthen solutions sales capabilities - strategic human resource deployment -

Utilizing a talent management system to optimize the deployment of human resources according to
the characteristics of the sales area
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How are we doing those things? On page 20, | will report the use of talent management systems.

As | mentioned earlier, a talent management system is an advanced HR system, or an evolution of the HR
system. The objective is to visualize using a variety of data. After visualizing the abilities and aptitudes of each
employee, we will analyze and share this information with everyone and make use of it in human resource
development. The fact that each individual can be visualized means that the skill capacity of the Bank as a
whole, in its aggregate, can also be quantified. This will be used for staffing.

In addition, as you can see on the right side of the slide, we will assign personnel based on the characteristics
of the area. For example, in high-growth markets such as Tokyo, Kawasaki, and central Yokohama, where
competition is intense, we are pursuing profit-earning opportunities by focusing our resources on these
markets.

At the same time, the intense competition naturally means that a wide range of skills can be acquired there,
so that highly skilled people can grow even more. These people will gain experience, become managers, and
train younger staff in the local prefectural market. We are in the process of strengthening our efforts to
circulate human resources in this way.

We are currently working on a system that will enable us to verify the necessary manpower for each business
area based on market analysis, and to appropriately assign human resources in light of the abilities of the
employees belonging to that area.



I Reskilling - Realization of structural reform effects -
Following the reduction of workload thanks to structural reforms, promoting reskilling of
administrative personnel and supporting career changes

Structural reform results (previous Mid-Term Management Plan) Career changes for administrative personnel
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| would now like to continue with an explanation of the reskilling of administrative personnel as a result of
the structural reforms.

As you can see on the left side of the slide, the previous medium-term plan included some branch reforms
and the introduction of quick counters where customers can do the work themselves instead of bank staff,
resulting in a 30% decrease in the workload .

A 30% decrease in the number of employees means, of course, that administrative personnel will need to be
reassigned. For this reason, we are placing special emphasis on reskilling from this fiscal year.

We have been providing support for administrative staff to change their duties under the name of "career
change" in a way that also takes into account their engagement at the Bank. We currently have 1,200 reskilling
targets, of which we hope to realize 240 reskilling during this mid-term period.

Meanwhile, for the remaining 960 positions, we are working on initiatives and training, for example, by
enhancing training in the IT department, in order to further widen the scope of open recruitment and also to
create an opportunity to take up the challenge of reskilling.



I Reskilling - Initiatives to encourage reskilling -
Encouraging the expansion of career design options that are not limited by previous careers or values

Reskilling guidance JOB FORUM 2022
Reskilling guidance is provided to eliminate concerns about the future and to encourage To help staff to consider a career design, "JOB FORUM 2022" was held to introduce the
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Please move on to page 22. | would like to explain the status of support for specific reskilling.

Bank employees engaged in clerical work are commonly referred to as general employees, and of course they
did not enter the Bank to engage in sales or planning. It is very difficult to change such awareness.

However, without this change in awareness, we cannot move forward. Naturally, there are concerns about
the future and many other worries that come with a career change. So, as you can see on the left side of the
slide, we are doing something called reskilling guidance. 15 sessions were held between October and
December last year, with a total of 1,085 participants. Of the 1,200 targeted individuals, we carefully explain
to more than 90% of them the need for career ownership, the background behind the need for reskilling, the
treatment, and the respective career paths.

In addition, since many general employees are not familiar with the bank's overall operations, we held 10 JOB
FORUMs from June to September this year.

For JOB FORUM, we enlisted the help of all 12 divisions of the headquarters to explain each division. We held
a total of 10 events, each lasting 15 to 30 minutes, depending on the department, and taking a full day to
explain the 12 departments of the headquarters. The number of participants was 700.

Regarding the difference between the number of participants in the reskilling guidance and the JOB FORUM,
the reskilling guidance is an initiative at the start, so it is for almost everyone. On the other hand, this JOB
FORUM is for 700 people because it targets bank employees who do not aim for career-track positions but
want to work hard in OTC clerical work and OTC services, even among those who are eligible for reskilling. In
any case, 64% of the 700 participants were positive about changing careers, and about 90% of those in their
20s indicated that they were willing to do so.



I Reskilling - Reskilling training -
Supporting the activities of subjects of reskilling subjects through training programs in which the
Human Resources Department and the department in charge work together

Reskilling Training Flow
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On page 23, | will describe the reskilling training process and results.

Please refer to the left side of the slide. We have established various positions for reskilling posts, for example,
the mortgage loan center, the ICT promotion department, and the sales of investment-based products. This
is an open call for applications, and those eligible for reskilling raise their hands voluntarily. After raising your
hand and being selected, you will have a trainee period of about six months.

The training does not continue for the entire six months; depending on the job, the training may be two
months or one month. However, since they are only trainees for six months, after the training is over, they
will be trained through on-the-job training at their new workplaces. During this period, the assigned site, the
individual, and our Human Resources department will meet every month for follow-up.

Naturally, each person has different abilities and progress levels, but we are in the process of implementing
follow-up in a way that is tailored to each individual. In addition, how many of them are really reskilling?
Currently, approximately 80% of the total number have been assigned to their desired workplaces.

For example, an employee who has some knowledge of the digital field and is slightly interested in it can
become able to define system requirements in six months, or can reach the level where he can work as a
department member even if he cannot do something that advanced, and 80% of them are assigned to the
desired position.

So what about those who went to the field? The activities of past SA career challenge employees are shown
on the right side of the slide. Prior to our full commitment to reskilling this year, we have supported career
changes from 2019 to 2021.

The following table shows the results of bank employees who converted from clerical positions to SA positions.
The SA position is a service advisor, which means that it is responsible for offering investment-type products
at retail outlets. We give out semiannual awards for outstanding sales performance, and approximately 30%
of those who have changed careers to SA positions have received awards in the past three years.



What kind of level is this 30% level? It is about the same as the percentage of people who enter the Bank in
the regular career track who receive awards. Although they started out in a clerical position, they applied for
the positions on their own and have been able to make proper career changes.

You are now seeing page 14 again. | have now explained The Bank of Yokohama's specific approach to human
resource development.

| explained how to achieve human resource portfolio reform by training advanced skilled personnel,
strategically allocating personnel by visualizing their skills, strengthening support for self-development to
become expert human resources, and enhancing sales capabilities and productivity through reskilling. By
bringing together these measures, we hope to realize our transformation into a solutions company.

As a result of the deepening and expansion of the solutions business as explained at the beginning of this
report and the reform of the human resource portfolio that supports the realization of the solutions business,
we would like to increase solutions revenue by approximately JPY9 billion from JPY98.7 billion in 2021 to
JPY107.5 billion in 2024, which is three years away, to achieve the numerical targets of the medium-term
management plan.

This is all about the human capital portfolio reform efforts at The Bank of Yokohama. From here, Ms. Uchida,
Executive Officer, will explain about the human resource development initiatives at Higashi-Nippon Bank.
Thank you for your attention.



Uchida: Next, I, Uchida, would like to explain about Higashi-Nippon Bank's human resource development
initiatives. Thank you.

I®» Human resource development initiatives (Higashi-Nippon Bank)
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First, | would like to explain our efforts toward our goal. Please refer to page 25.

In its new medium-term management plan, Higashi-Nippon Bank has set its sights on becoming a total partner
for small and medium-sized enterprises. We aim to establish a client base specializing in SMEs in the Tokyo
metropolitan area and to provide optimal solutions tailored to the lifecycle of SMEs. In addition, we will
accelerate structural reforms to establish a workforce of 800 by the final year of the medium-term
management plan. Among them, we will increase our share of sales personnel from the current slightly less
than 40% to more than 50%.

In order to realize our vision, we need to improve our solution sales capabilities, and as an initiative to this
end, we have established a financial business school in August 2022. In addition, we are building a system for
systematic human resource development based on skill levels. We are also promoting the exchange of human
resources within the Group in order to improve management skills at the executive level, which is the core of
human resource development, and to develop human resources for headquarters planning, etc.

Please look at the right side of the slide. As for the human resource development system, skill levels for
solution sales are set within the Bank, and branch managers evaluate the skills of each sales representative
and provide feedback to each representative to visualize the skill level of each individual. After clearly stating
the goal for each skill level and recognizing gaps from the current situation, headquarters and the field will
organically link on-the-job training, training, and self-development to nurture them. The cornerstone of our
systematic human resource development system for this purpose is the newly established financial business
school. This axis will promote independent career development.



I®» Human resource development initiatives (Higashi-Nippon Bank)
Training based on skill level, human resource development and engagement improvement

through intra-group human resource exchange
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Please look at the next page. So how do we provide training based on skill level? Training is divided between
management and personnel. For the personnel level, the training curriculum will be set according to skill level,
and the training to be taken will be determined by skill level, not by length of service or position.

By assigning a full-time instructor to the financial business school, we will also follow up on the practical
application of what has been learned in the training, which has been somewhat lacking in the past. We will
also expand external training programs, including joint training with The Bank of Yokohama, to improve the
skill level in terms of both quality and quantity of training.

We plan to increase the number of training hours from about 10 hours in actual FY2022 to about 16 hours in
FY2024, or more than 1.5 times. In addition to training programs, we are also working to develop management
skills through human resource exchanges with The Bank of Yokohama.

The exchange of human resources from The Bank of Yokohama to our bank, including executive-level
employees, has totaled about 60 people over the past three years, 55 at headquarters and five at sales
branches, who are now active in various fields at our headquarters and branches. On the other hand, there
are about 25 personnel exchanged from our bank to The Bank of Yokohama, mainly in the area of head office
planning personnel, and they are also working to improve management skills in the field as deputy branch
managers of The Bank of Yokohama's sales branches.

Through these efforts, in addition to fostering human resources to achieve our vision, we hope to further
harmonize our organizational culture through the development of mutual understanding and improve the
engagement of the Group as a whole. That's all from me. Thank you very much.



