Responsibilities to Employees

.

At Casio, the human resources mission is organized around two themes: contributing to the development of
the company through the growth of all employees based on their desire to always take on challenges and
make improvements; and achieving both corporate development and employee growth under optimal
conditions.

» Respect for Human Rights » Global Human Resources Strategy

Casio has established a basic policy on
respect for human rights. Casio works to
raise awareness of human rights while
thoroughly implementing the policy
group-wide. Casio is also creating a
framework for human rights due diligence.

Casio has started creating a global human
resources strategy as it looks to further
expand its business outside Japan.

» Building Workplaces for a Diverse Workforce » Creating Supportive Workplaces

Casio has launched a diversity project
focused on enabling all employees to
perform at their full potential and reach even
greater heights.

Casio develops various support systems and
is committed to creating a culture of mutual
acceptance of diverse styles of working.

» Effectively appointing and deploying employees » Promoting health and safety initiatives for employees

Casio works to maintain a healthy corporate
culture where fairness and impartiality are
valued in all promotion decisions. The
company uses a merit-driven system
combined with a performance-based
approach to evaluate employees and
determine compensation.

Casio seeks to build work environments
where all employees of the group can work
with peace of mind.
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Respect for Human Rights

Casio established the Casio Group Basic Policy on Respect for Human Rights on July 1, 2014. Casio strives to
raise awareness of human rights while thoroughly implementing the policy throughout the group. Casio is also
creating a framework for human rights due diligence.

Policy on Respect for Human Rights

Casio recognizes respect for human rights as an important CSR issue as it continues to expand its business globally. Accordingly, it is
stepping up its efforts in this area based on international norms relating to human rights.

Since December 2010, Casio has been a signatory to and participated in the UN Global Compact, which consists of 10 principles related to
human rights, labour, environment, and anti-corruption advocated by the United Nations. Moreover, Casio long ago spelled out its
commitment to the prohibition of discrimination, the prohibition of child and forced labor, and the prohibition of harassment in the Casio
Group Code of Conduct and put that commitment into practice. In June 2013, as part of an overall reconsideration of the content of the
code, Casio revised its Code of Conduct, explicitly stating a commitment to uphold and respect international norms relating to human rights,
such as the Universal Declaration of Human Rights, and to respect basic labor rights.

Recognizing the importance of ensuring effectively functioning global governance related to respect for human rights going forward, Casio
held dialogues with group employees outside Japan and experts*1 in the process of drafting the Casio Group Basic Policy on Respect for
Human Rights. The policy specifies, among other things, the group’s commitment to supporting and respecting international codes of
conduct for human rights, including the International Bill of Human Rights (Universal Declaration of Human Rights and International
Covenant on Economic, Social and Cultural Rights (ICESCR)), the International Covenant on Civil and Political Rights (ICCPR), and the
Declaration on Fundamental Principles and Rights at Work from the International Labour Organization (ILO). It also specifies the group’s
commitment to carrying out initiatives related to respect for human rights based on the UN’s Guiding Principles on Business and Human
Rights and to continuously performing human rights due diligence*2 after the framework for that purpose is established. From here on,
Casio will thoroughly communicate this policy throughout the group and carry out initiatives in accordance with it.

Casio also recognizes the importance of spreading the idea of respect for human rights outside its organization together with its entire
supply chain. All suppliers have been made aware of Casio’s Supplier Guidelines, which clearly mandate respect for human rights and
prohibit discrimination. In addition to requesting compliance, Casio strives to verify implementation using questionnaires and other means.

*1 See the feature story, “Casio’s Commitment to Human Rights” in the 2013 Sustainability Report for details.
*2 Human rights due diligence refers to the continuous process for recognizing, avoiding and mitigating any negative impacts Casio has
on society using preventative means.

Casio Group Code of Conduct

Casio Group Policy on Human Rights @
Responsibilities to Suppliers

Creating and using a tool for checking the status of human rights

Casio has been taking stock of human rights issues since 2012, using ISO 26000 as a guide. In order to strengthen its due diligence, Casio
sought the advice of experts and, in February 2014, created its own tool for checking the status of human rights, taking the Danish Institute
for Human Rights’ Human Rights Compliance Assessment Quick Check as a reference. Casio will use the new tool to make effective
assessments and conduct education relating to human rights.

Using the tool, Casio took stock of the status of initiatives addressing human rights issues at Casio Computer Co., Ltd. and at group
companies in and outside Japan in fiscal 2015. The secretariat performed issue analysis based on the gathered data, and the results were
provided as feedback to the group companies. Going forward, it will analyze the issues at its head office and use the PDCA cycle to make
improvements at each site based on the results in an effort to enhance human rights due diligence throughout the group.
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http://world.casio.com/corporate/principle/code/
http://world.casio.com/file/csr/pdf/20140703_casio.pdf
http://world.casio.com/csr/exchange/

Education and awareness raising

Casio provides internal education for Casio Computer Co., Ltd., and group companies in and outside Japan, in order to instill awareness of
respect for human rights. A CSR learning program conducted in August 2014 focused on respect for human rights as an important topic.
Participants studied documents such as the Casio Group Basic Policy on Respect for Human Rights established in July 2014, and the UN
Guiding Principles on Business and Human Rights. The program also evaluated the employee comprehension of the material. Meanwhile,
Casio invited Keiichi Ushijima, CCaSS Leader at Ernst & Young Japan, to the CSR Committee meeting in May 2015. He gave a lecture
entitled, "Business and Human Rights," and discussed the background and global trends concerning the growing importance of human
rights in business, as well as how Japanese companies should approach human rights issues in a global era. His lecture included human
rights issues he had encountered in the past, and his experience dealing with them. The talk enabled the committee to further deepen its
understanding of human rights for business. In addition, education on human rights is conducted during training sessions at Casio
Computer Co., Ltd., for new hires as well as before and after promotions or appointment as a manager.

Preventing sexual harassment and power harassment

Casio has stipulated in the Casio Group Code of Conduct that it will not engage in any acts that ignore individuality, and will not
countenance sexual harassment and power harassment. The company has issued Guidelines to Prevent Sexual Harassment and
established a hotline. A full-time hotline officer is available to respond to issues raised by telephone, fax, e-mail and postal mail,
demonstrating Casio’s determination to prevent harassment and quickly address any issues which arise. Moreover, in its employment
regulations, Casio has specified that persons who commit sexual harassment or power harassment will be subject to discipline. Awareness
of preventing harassment is especially stressed in training sessions for managers.

Establishment of employee hotline

Casio has established a special hotline on the company’s intranet for employee concerns and inquiries on corporate culture, human
relations, pay and working conditions.
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Global Human Resources Strategy

Casio is reinforcing its global expansion in all business fields, including existing and new businesses. In light
of its continuing business expansion outside Japan, Casio has started creating a global human resources
strategy. This project includes the enhancement of human resources functions at group companies outside
Japan and the establishment of a system for developing human resources who are prepared to meet global
standards.

Vision of global talent
Casio’s employees around the world must always think from the headquarters’ perspective in order to demonstrate leadership. The human

resources department uses various opportunities and tools to convey and share with employees messages on the importance of thinking of
Japan as just one area in the world and of changing one’s mindset to work with a global outlook.

Example: Company intranet C’s ¥ CAFE “Vision of Global Talent”

" past

@ Casio Japan (Domestic) Mindset @Casio HQ (Global) Mindset

= Imposing the Japanese way of doing things = Basic policies are established as the
ends up not being applicable locally, resulting Casio Way and take local perspectives
in operations based on locally created into account from the beginning.
standards, which hinders consolidated They are optimized locally, including in
management. Japan.

ASEAN
Midde East
Africa
Ofther
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gl o ! 3 OCan plan optimal systems for engineering,
companies, including other companies, and develop
subsequent production plans

sales, production, and other staff to perform their
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Increasing the percentage of
human resources able to win in
the global arena will create
business resources for the future
ering g
Past Future

Global Talent

1. Skill in winning trust

Wins trust from 2ero by being logical and reasonatie
{vs. Japanese sense of dufy and obligation)

Requirements of human resources

whao can win in Japan

2. Global management skills

Can manage (decision-making) and coach local operations

Human 1. Ability to think {vs. Casio Japan imposing fis way of Going Things)
resources like a manager s
like a manager 3. Language abilities
whocan 2. Ability to develop strateqy
win — . ) -
R 3. Ability to promaote business 1. Identity

{vs. ust being a member of an organization)

2. Flexibility/stability
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in a foreign environment.._.
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CASIO SUSTAINABILITY REPORT 2015

®



Example: Message from the officer responsible for human resources in the company newsletter

uiunmrnu-m.m]

Establishment of standards for the roles of persons sent on assignment outside Japan

It is important to increase the number of human resources with the aptitude for assignment outside Japan. At the same time, however, Casio
is endeavoring to develop local employees and create more opportunities for their promotion. It does this by sending people on assignments
outside Japan only to perform roles that cannot be done by local employees and by clarifying their division of roles with local employees.

Casio will establish a table of standards and develop a check system to enable its employees around the world to shine by placing the right

people in the right jobs.

Example: Image of the use of the table of standards for the roles of persons sent on assignment outside Japan

Group being developed for
assignment outside Japan

Development:

1-3 years developme
) el 2

3 months

Reinforcement
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A. Prepare D. Unofficial
. Development annuuncement
plan to candidate

Determination af country
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B.OJT
(2] Local neads
Pravent mismatches
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c.ﬂﬁ =JT according fo roles
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Clarification of roles to prevent misunderstanding
by HQ/local office/individual

ATE

Etrming home
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@@
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mmm of t:cml:rr
of reassignment and robes
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Establishment of a structure for developing employees in Japan who can play an active role on the world

stage

Casio is committed to accelerating the globalization of employees in Japan in terms of recruitment, placement, and development.
In 2013, Casio established the stage-based human resources development system described below.
At present, Casio is enhancing the educational content at each stage and deepening coordination between stages in an effort to create

systematic human resources development.

Positioning of stage-based education

Positioning of stage-hased education

Stage

Persons going on assignment
outside Japan
(just prior to leaving)

Candidates for assignments
outside Japan
(at time of registration)

Workers in Japan (all workers)

Asgignment outside Japan
iprovided local ly)

Special ized education
Final adjustment

____________

Global business skills

{development of skills that
transcend national and
ocoupat ona egories)

Casio implements measures such as the following at each stage in order to achieve this kind of human resources development.

Provision of local information to persons going on assignment outside Japan and development of multicultural management

skills

Casio systematically provides grade-based training to persons going on assignment outside Japan according to their mission at the location

of assignment.

In fiscal 2014, it added Training for Presidents outside Japan for top management, Site Management Skills Training for senior management,
and Multicultural Management Skills Training and Assignment Location Situation for all persons going on assignment outside Japan.
Additionally, in 2014 Casio stepped up safety measures, the provision of educational information for accompanying children, and other

efforts to strengthen on-location living support.
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Training system before assignment outside Japan

Senior management
Presidents outside Japan

ineach company
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| Preparedness for assignment (awarenass building)
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{Local directors
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1 assignment outside
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and senior
- Assignment Lo-cation Situatinn {Information pmvisinn only) ;
I._... SR R —— T '..________.........’
Living &famlhrsupport aTher

{e.g., children’' s education, living, safety and health)
L} L}

Language training

This training enhances employee adaptability for thelr postings outside Japan by providing them with
the information and skills they need to make a smooth transition to living and working in a different
country, [t also prevides them with necessary support tor performing their duties efficiently while there,

ey
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"1 Learning multicultural communication skills and practical points for managing highly diverse teams

L e T T T T

Skills improvement for employees communicating with Raising the global
sites putside Japan awareness of all
employees
Global o Global o Multicultural simulated
assessment training mindset training experience seminar
(elective skills training)

Examining the assessment to
understand what skills are needed to
wark en a global level, then further
improving strengths and
overceming weaknesses,
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In the Multicultural Management Skills Training, members of completely different ages and assignment locations engaged in heated debate,
revealing their enthusiasm for going on assignment outside Japan. The educational content was made more practical by engaging
participants in discussions of issues that seem likely to actually occur and by learning the specific stories of the instructors’ experiences.

Training for Presidents outside Japan provided education to candidates for positions as future presidents of companies outside Japan. The
training was held twice in 2014 for six persons. Nearly all the participants were extremely satisfied with the training, which included
systematic lectures covering not only management but also the roles of presidents outside Japan and the thinking of business managers as
well as case studies based on real-life examples. Casio will continue to enhance the education it provides to persons who will be appointed
as presidents to raise their awareness as business managers and convey the importance of management.

Improvement of global business skills in candidates for assignments outside Japan (registered candidates)

Casio is registering candidates for assignments outside Japan more systematically than ever before and will put into effect systematic
education, including global aptitude checks and acquisition of necessary skills, with a view to sending candidates on assignments a few
years later.

Encouraging all employees working in Japan to adopt a global mindset

Casio holds seminars to help employees working in Japan to become more comfortable communicating in English with non-Japanese
people. The goal is for all employees, whether in Japan or outside Japan, to conduct business with global standards in mind.

In order to promote more systematic development of human resources prepared to work outside Japan, Casio will continue to implement
screening and personnel development measures. This includes checking employees for global adaptability, as well as helping them to
improve strengths and overcome weaknesses through training and to learn the necessary skills.

Global career path

In order to continuously develop global human resources, it is not enough to use a direct approach from the human resources department to
employees; people who can develop global human resources must be developed and promoted as managers so that employees can grow
through their work in the field. Accordingly, Casio has developed its conventional career path into a global career path. So that employees in
addition to those involved in sales outside Japan will have even a broader perspective, the company has enhanced personnel placement to
give employees wide-ranging experience before they become section chiefs, department managers, and division managers. This approach
will be used in future human resources development and placement planning.

Example: Company intranet C’s ¥ CAFE Global career path (sales)

¥ iy Rt utide OB AN ]
Sales department manager, oifice

Area lku-duﬂ Iul Dulrlulbn]
Experience in al kast two 1

ﬂm 3 Marketing manager | Marketing maneger

Management ISEI oulside Japan in Japan

Exparience in at kast one position

EXpITHnCE P S3S CULOR JADAN peRdHTR, SINCH [N Drovides e Chance [or
BISA0H SHRETANL 3L G OF BOh IBCHlINS N A0S50n 15 Sl i Janan

Exparience in sales culside Japan doe 3 8o § years recommended as early as possithe
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CASIO SUSTAINABILITY REPORT 2015

®



Strengthening human resources functions at group companies outside Japan

The strengthening of human resources functions is becoming an increasingly important issue at group companies outside Japan, which are
increasing in number and growing in size rapidly around the world with the continued expansion of Casio’s business outside Japan. In this
environment, Casio is working at enhancing human resources functions throughout the group, ensuring that they reflect the shared Casio
corporate creed, by sharing its global human resources philosophy and know-how. This effort includes restructuring human resources
systems to make them suitable to each company, taking into consideration each country’s values, laws, and other characteristics.

Global human resources governance system

Casio actively engages in exchanges of opinions on what the Casio Group perspective should be about local problems and circumstances.
The headquarters human resource division also directly dialogues with and provides advice on system design to members of human
resources departments at local companies.

Human resources govemance

@Establishment of consolidated
human resources policy
®Consolidated factors

management
®Development of global
core personnel .
@Support for system design KA |
and operation BT a7 £ 7
+Factors management
=Human resources development
-Organizational personnel affairs Casio Europe Casio Shenz
-System operation Separate Separate
+Labor management operations operations
*Labor-management relations
*Management of employees on
assignment Caslo Casio America.  Caslo Europe Casio e,
-System design/culture reform  Computer Inc. GmbH Electronics

c (Shenzhen)

O.-Lld  HRfunctions KR functions Co., Ltd.
HR functions HR functions

Global human resources meeting

In fiscal 2015, Casio held a global human resources meeting to foster discussion with HR managers from group companies outside Japan.
The aim was to share Casio’s global HR approach, ensure further penetration of the Casio philosophy, and ascertain HR issues at sites
outside Japan. The participants were very satisfied with the meeting and provided feedback such as, “I'd like to put into practice all the
things | have learned here,” and “We were able to strengthen communication among HR managers, and a sense of group-wide unity has
been created.” This initial meeting was held for managers from group sales companies outside Japan, and the next meeting in fiscal 2016
will be for managers from group production companies overseas.
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Building Workplaces for a Diverse Workforce

Some progress has been attained through various activities led by the Working Group for Female Employee
Advancement as the first step in promoting diversity. Casio has now launched a Diversity Project that, starting
in fiscal 2014, is focusing on enabling all employees—including seniors, persons with disabilities, and
non-Japanese employees, not just women—to perform at their full potential and reach even greater heights.

Launch of the Diversity Project

Casio has launched a Diversity Project in which employees participate. The goal of the project is to create conditions where all employees
can work enthusiastically and enjoy job satisfaction, regardless of gender, nationality, age, or level of ability. Working groups on women,
seniors, persons with disabilities, and non-Japanese employees are promoting positive actions.

Supporting advancement of female employees

Casio actively and continuously carries out a variety of measures with the aim of supporting all female employees so that they can fully
demonstrate their abilities. Casio actively promotes ambitious and talented employees, and the number of women in senior staff positions
increased from four in fiscal 2011 to 20 in fiscal 2014. In fiscal 2015, a career forum for female employees was held as part of the Diversity
Project’s focus on women. About 40 women attended the event.

The forum was planned as an opportunity for female employees to meet women in management at Casio and other companies in the same
industry. Since there are fewer women who can serve as manager role models within each workplace than men, the aim was to introduce
female role models as a reference for possible future work styles and career development. An external instructor was invited to give the
keynote speech and spoke on the topic of career design. The panel discussion that followed featured three female manager panelists
including one from another company. They spoke candidly about their careers and work methods, as well as their struggles to balance work
and family responsibilities, and then enthusiastically answered questions from the audience. Finally, everyone broke into smaller group
discussions headed by the lecturer or a panelist. It was a valuable opportunity for some women at Casio who have few female associates in
their workplace to share their questions and concerns.

Additionally, Casio also adopted a mentor program with the aim of easing anxiety and supporting career development by offering advice for
balancing work and family life and for career advancement. The company has heard back from female employees that these initiatives have

eased the anxiety that they had few role models and that it is difficult to sketch a career plan.

Female employees in senior staff positions (Casio Computer Co., Ltd.)

(FY) FY2011 FY2012 FY2013 FY2014 FY2015
Number of female employees in senior staff
positions (number of managers) 43 1309 16(8) 20(10) 20(9)
Percentage of female employees in senior 0.4%(0.9%) 1.3%(1.5%) 1.7%(2.1%) 2.0%(2.0%) | 2.1%(1.9%)

staff positions (percentage of managers)

* Casio regards senior staff as professional staff and classifies them as: managers, or professionals who control an organization; and
specialists, or professionals that belong to an organization.
* A manager means a person at the department manager level or higher.
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Hiring and encouraging non-Japanese employees to play active roles

Aiming to stimulate and internationalize the company, Casio is actively hiring foreign students studying in Japan who wish to work at Casio.

During the selection process, Casio makes careful efforts to prevent disadvantages at the time of selection resulting from insufficient
understanding of information due to differences in language, culture, and customs. (The company has hired foreign students studying in
Japan every year since 2012.)

In fiscal 2014, Casio established a Diversity Project working group including non-Japanese employees who are already playing active roles
and sought to improve the company’s systems from their point of view. Casio is working hard to build an environment in which
non-Japanese employees can feel secure about continuing to work for a long time after joining the company. At present, Casio’s
non-Japanese employees are playing active roles while displaying their individuality in many kinds of workplaces.

Improved menu signage in the cafeteria

Even for non-Japanese employees who are proficient in Japanese, it can be difficult to understand the names of food ingredients and
cooking methods. Accordingly, Casio now displays cafeteria menus in both Japanese and English. This has also enabled employees of
group companies and suppliers outside Japan who are visiting Japan on business, as well, to use the cafeteria more freely. Additionally, for
the benefit of people with dietary restrictions due to religious precepts, menu displays now also include illustrations making it clear what kind
of meat is used in each dish.

-' J-'ﬂi F'ANESE

Pork mark English menu descriptions (bottom); chicken
and fish marks (upper right)

New system of leave for returning to one’s home country

Casio grants special leave to non-Japanese employees in Japan so that they can participate from time to time in important events in their
home countries and to create opportunities for them to see their family and relatives in their home countries once every several years. Until
now it was possible for non-Japanese employee to use paid vacation to return home, but establishing a system has made it easier for them
to take leave by clarifying the purpose.

Establishment of a prayer room
Casio has prepared a room with space for Muslim employees to put down a prayer rug and pray.

H Prayer's Room ~#fYEE~ H

Description of applications to update one’s status of residence in Japan

Non-Japanese employees must apply to update their status of residence in Japan every five years. Employees had to collect all the
necessary documents and make a request to the company, and sometimes the procedures were difficult to understand. Accordingly, Casio
has put up a description of the procedures on its company intranet.
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Working together with persons with disabilities

Casio hires people who display creativity and have the desire to work and take on challenges, regardless of any disabilities they may have.
The company is creating workplace environments that allow every individual to display their full abilities and aptitudes.

Upon request, it provides hands-on training in the workplace before hiring in an effort to dispel anxiety about actually working there and to
eliminate gaps between expectations and reality.

Casio has also adopted and uses a follow-up system for persons with disabilities throughout the group. This system is intended to
constantly aim for the most suitable environment in light of the opinions of both the workplace and persons with disabilities by conducting
periodic interviews after a person with disabilities joins the company so they are not left alone to face any anxieties or problems. The
interviews help to quickly resolve any problems, check aptitude for work duties based on actual performance of those duties, and facilitate
the provision of care if a disability has changed with the passage of time. This also helps to relieve the anxieties of the families and former
schools of employees with disabilities. These kinds of initiatives have been commended by public institutions and featured in a DVD
produced by the Tokyo Metropolitan Government introducing superior companies that it endorses. The system has led to the resolution of
many problems, and employees with disabilities themselves have said it is comforting to have such a system in place. Casio also invites
sign language interpreters to company events to help convey information to the hearing impaired and makes active use of job-related
assistive tools from public institutions.

A working group in the Diversity Project is advancing community development for persons with disabilities. It is carrying out initiatives aimed
at making Casio an easier place to keep working by incorporating the opinions of persons with disabilities regarding issues such as
environmental retrofitting focused on ensuring safety, measures to increase awareness in workplaces where persons with disabilities work,
and measures to further establish their position in the workplace.

Furthermore, Casio introduced commuting support measures for employees with disabilities, thereby allowing them to work staggered
hours. The aim was to reduce obstacles and secure safety during commuting, according to the nature of the employee’s disability. This
move was in response to requests from employees with disabilities, and also addressed legal requirements to prevent discrimination against
people with disabilities by providing reasonable accommodation of their needs.

The company aims to create an environment in which all Casio employees can work enthusiastically and enjoy job satisfaction, regardless
of level of ability. In this way, Casio actively hires people who display creativity and have the desire to work and take on challenges, and
gives them a stage on which to play an active role.

Percent of workforce with disabilities
As of April 1, 2013 As of April 1, 2014 As of April 1, 2015

Average for consolidated group companies in Japan 1.84% 1.95% 1.95%

Encouraging the hiring of seniors / supporting the lives and employment of seniors

Casio has a Senior Employee Program to provide retirement-age employees with employment opportunities, and to effectively utilize the
skills and know-how that these individuals have accumulated over the course of their careers. It revised this program following amendment
of the Act for Stabilization of Employment of Older Persons in fiscal 2014. Under the post-revision program, Casio offers continued
employment with reasonable treatment according to past performance and the roles and responsibilities assumed after retirement age. The
system creates workplaces where seniors can continue using their career skills and expertise within the Casio group.

In fiscal 2015, Casio launched the Second Career Working Group as part of its Diversity Project. Together with members of the working
group, which includes senior employees, the company has been incorporating opinions from the perspective of the persons concerned into
discussions. In fiscal 2015, mechanism improvements were made as part of efforts to create systems and an environment where employees
can work with enthusiasm regardless of age.

Clarifying roles when hiring senior employees

Casio decided to clarify the procedure for re-hiring employees reaching retirement. The aim is further strengthen the potential of senior
employees and to ensure job satisfaction after re-employment at a new compensation level. The company must now describe the skills and
experience of each individual concerned, along with the corresponding job description, role, and expectations. These must be clearly
documented and presented with the compensation conditions at time of re-employment.

Raising awareness of the need for career planning when looking ahead to retirement and re-employment

When employees reach mandatory retirement age and become eligible for re-employment as a senior employee, their roles and
compensation levels will change. Therefore, Casio believes that it is necessary for employees to prepare in advance a forward-looking
career plan, in order to continue working enthusiastically during the retirement transition from a regular position to re-employment as a
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senior employee. Senior Life Seminars are held each year for employees who have reached the ages of 53 and 58, in order to raise
awareness of retirement life planning at an early stage. For employees aged 53, an external instructor provides a lecture on personal
finance planning covering things such as the pension system, post-retirement living expenses, taxes, and healthcare costs. Now,
information on career development planning is also provided with a view to re-employment at Casio once the mandatory retirement age is
reached. The seminar has been well received by employees, one of whom indicated it helped him to clarify his goals for the coming seven
years through retirement.

Prioritizing local hiring and promotion at subsidiaries outside Japan
Along with the globalization of its operations, Casio is actively pursuing local hiring at its sites outside Japan. The aim is to promote

management that is responsive to local conditions in each country, as a truly global company. This is being done not just in manufacturing,
but also in various other fields.

Number of Casio Group employees

mNumber of Casio Group employees mGasio Group employees by region (FY2015)
(Nusber of employees) I Japan I Amer icas M Europe Asia Totol number of
15, 000 Casio Group employees
Americas 3% 11,592
12,000 sy (L6683 (11.592) Europe 6%
5,415 ULZS 10 9a2)

9.000 6,108 5,831 563  5anp Number of
emp loyees
6,000 by region

Japan 36%

' 269 Asua
318 (as of March, 2015
3,000
0

2011 2012 2013 2014 2015 (FY)

* This includes only regular employees

Initiatives in hiring

The Casio Group Code of Conduct states that "we will respect all fundamental human rights, and will not engage in any form of
discrimination." Casio provides equal employment opportunities to anyone with the desire to work.

Casio also endorses the Japan Business Federation’s charter of hiring ethics. The company strives to avoid early hiring of undergraduate
university students to minimize any impact on their studies. It also conducts voluntary explanation meetings at universities around the
country and holds hiring events at different times during the day and week, splitting up selection periods into four or five different times. In
this way, Casio is striving to provide hiring opportunities to as many students as possible.
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Human resources data

Number of employees in Japan

Casio Computer Co., Ltd.

Male 2,289
Female 388
Total 2,677

Number of employees hired in FY 2013 in Japan
Casio Computer Co., Ltd.

Male 34
Female 13
Total 47

Average years of service in Japan

Casio Computer Co., Ltd.

Male 20.5
Female 14.2
Total 19.6

Average employee age in Japan

Casio Computer Co., Ltd.

Male 47 .1
Female 40.0
Total 46.0

Group companies in Japan
1,274
258

1,532

Group companies in Japan

Group companies in Japan
17.5
18.3

17.6

Group companies in Japan
47.3
43.7

46.6

(As of end of March 2015)

Total
3,563(85%)
646(15%)

4,209

(April 1, 2015)
Total
38(75%)
13(25%)

51

(As of end of March 2015)

Total
19.4
15.8

18.9

(As of end of March 2015)

Total
47.2
41.5

46.2
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Creating Supportive Workplaces

Casio regards it as crucial to create workplaces where employees can work enthusiastically with job
satisfaction and in a state of physical and mental health. It has prepared a number of support programs and
strives to foster a corporate culture that accepts diverse working styles. Recognizing its initiatives to date, in
2009 the Japanese Ministry of Health, Labour and Welfare granted Casio the Kurumin mark for helping to
foster the next generation. This certification recognizes Casio as a company that actively supports
employees’ efforts to balance work and family life.
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Kurumin mark for helping to foster the next generation
Helping employees balance work and family life

Casio has introduced programs that enable employees under restrictions caused by childbirth, parenting, and family nursing care to feel at
ease and to demonstrate their full potential on the job. The company has developed programs that help employees balance work and family
life, such as a shorter working hours system for childcare and nursing care and an hourly paid leave system.

Childcare and nursing care leave programs (Casio Computer Co., Ltd.)

Systems to help employees balance work and childcare

[ Men |

Protection of motherhood
- Leave of absence Pregnanc
¥
+ Slaggered work hours
+ Shorter hour hours
+ Consideration for rest {}
Maternity leave Birth
* Eight weeks before birth
- Eight weeeks after birth - L
Childcare leave Chidcare
Until the child turns 1 year & manths ald or the first March 31 after the child's 1st birthday ]
I L
Childecare while working Frem
(until the child finishes the third grade of elementary school) .
+ Shorter hour hours (up to two hours, reduce in 15-minute units) L
+ Leave for child nursing care (frve days for ane child; 10 days for two or more children)
 Pand vacation (full day, half day, hourly) '{‘}

Systems to help employees balance work and nursing care

Mursing care leave Hursing
Up to one year care leave
-

Mursing care while werking
+ Shorter hour hours {(until there is no lenger a need to provide nursing care) . Adter
{up to two hours, reduce in 15-minute units) renstatement
* Leawve for nursing care (frve days for one person; 10 days for two or mare persons)
+ Paid vacation (full day, half day, hourly) {}
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Childcare leave and
return program

Nursing care leave
program

Shorter working hours
system for childcare and
nursing care

Child nursing care leave

Nursing care leave

Hourly paid leave system

Number of employees taking leave

Period (figure in parentheses is men)

FY2012 FY2013 FY2014 FY2015

Until the day before the child turns 18 months old or until the end of
the first March after the child turns one year old 34(0) 28(0) 35(1) 49(2)

Up to one year per family member 3(1) 4(1) 2(2) 2(2)

Childcare: Until the child finishes grade three of elementary school
Nursing care: Until the reason to provide nursing care to the family 66(2) 75(3) 68(3) 79(0)
member requiring such care disappears

Up to five days per year for an employee with a child that has not

yet completed grade three of elementary school (1) 16(%) %) 1063)

Up to five days per year for an employee with a family member in a

2(1 4(2 2 4
state requiring nursing care (as mandated by law) (1) @) 3@) (3)

In June 2010, Casio adopted a system that permits employees to take annual paid vacation in hourly increments. The system is available to
all employees and can be combined with half-day leave so that it is used effectively and flexibly.

Employee Comments

Left an hour early for lunch to renew a drivers license
“Previously, one had to take a half day off in order to attend to a personal matter during the work day. Now, one can take time off on an

hourly basis, which is a more efficient way to use holiday time.”
Took hours off to take her two-year-old daughter for vaccinations and to meet with daycare staff

"It is handy to take time off by the hour, since | also want to save my holiday time in case my daughter gets sick."
Wanted to leave a couple of hours early to catch a ball game

"A great way to break up my work routine. | felt very energized when | returned to work the next day."

Rate of taking paid vacation (Casio Computer Co., Ltd.)

Rate of taking paid
vacation

FY2012 FY2013 FY2014 FY2015

Jan. 2011 - Dec. 2011 Jan. 2012 - Dec. 2012 Jan. 2013 - Dec. 2013 Apr. 2014 - Mar. 2015
68.3% 70.9% 67.9% 68.6%

* Calculation period was changed in fiscal 2015

Other vacation and leave programs

Program

Vacation Day Accumulation

Refresh Leave

Description

The annual paid vacation expires in two years. However, employees can accumulate a maximum of 30
unused vacation days to carry over up to four days per year. The leave days can be used if the
employee gets sick or injured, in order to care for a family member, safe motherhood measures, or
volunteering.

This program grants five days of leave at the 10-year, 20-year, and 30-year milestones of work.

®
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Initiatives to improve productivity

Casio Computer Co., Ltd., is working to reduce annual work hours, and is carrying out the "Daily Improvement: Zero Overtime Movement"
with an eye to changing work styles and improving productivity. This is part of a larger work-style reform initiative that aims to achieve zero
overtime with no decline in the quality of work. The aim is to comprehensively raise the quality of work, which in turn will drive improvement
in Casio’s business performance. In fiscal 2015, company-wide efforts were made, aiming for a 10% reduction from the previous year.
Managers and supervisors use a Web-based system that enables them to track and manage the working hours of their subordinates.

Average monthly overtime work (Casio Computer Co., Ltd., and group companies in Japan)

FY2012 FY2013 FY2014 FY2015

Overtime hours 14.76 15.09 16.20 16.10

Communication between labor and management

Through regular communication between management and the labor union, Casio hopes to raise the awareness of employees about their
participation in the management of the company. Casio values close communication between labor and management.

At the core of this labor-management communication is the Group Workers' Labor-Management Conference, which is held four times a year
(February, May, September, and November). At these conferences, management and labor, together representing the entire group,
exchange opinions about current conditions at the company. In addition, close communication is maintained at various other levels,
including the Central Labor-Management Meeting, the Division Labor-Management Meeting, and the Sales Chapter Labor-Management
Meeting. Casio operates on a union-shop basis; as a rule, all employees except for managers are members of the union.

In fiscal 2015, a Consolidated Employee Welfare Committee was set up with members from both labor and management. After investigating
ways to create an optimal employee welfare system, a decision was made to completely rebuild Casio's entire system (to be implemented
starting in fiscal 2016).

Purpose
To create an environment where employees can work enthusiastically, and to help employees achieve their top performance.

Priority areas for strengthening

Health promotion

Enhancing health self-management by employees, while maintaining job performance and controlling healthcare costs

Supporting employees with nursing care or childcare responsibilities

Enabling employees to balance nursing care or childcare and job responsibilities, by creating an environment that lets employees focus on
their work

Main measures

1) Health: The mobile health check clinic is to be replaced with a new vehicle equipped with digital high-resolution X-ray equipment.
Employees 35 and older will have their checkups at a hospital rather than in the mobile clinic, and the gastric examination will be improved
with a choice of high-resolution X-ray or endoscope. Employees 40 and older can opt to receive a full medical checkup, partially paid by the
employee.

2) Health: Introducing a health promotion incentive system

3) Nursing care: Establishing a consultation service for employees with nursing care responsibilities, holding nursing care seminars,
providing financial support to employees who work while performing nursing care at home, and allowing nursing care leave and
accumulated leave (for nursing care reasons) to be taken in half-day units

4) Childcare: Introducing a childcare subsidy program for when an employee's child is sick or needs a babysitter

5) Recreation/retreat: Introducing a subsidy program for travel and accommodation expenses
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Effectively appointing and deploying employees

Casio works to maintain a healthy corporate culture where fairness and impartiality are valued in all promotion
decisions. The company uses a merit-driven system combined with a performance-based approach to
evaluate employees and determine compensation.

Policy for fair evaluation and compensation

Based firmly on a foundation of fairness, Casio aims to continuously improve its human resource system in light of changes in the social
environment. Within that system, the present basic human resources policy combines a role-based system that grades individual employees
based on the extent of their roles with a performance-based approach to evaluation and compensation based mainly on outcomes of job
performance within their roles.

Additionally, the company puts a premium on the following points of view:

= Respect of will: Grant significance to the individual's will and intentions

= Human resources development: Create opportunities for the acquisition of knowledge and skills needed in work
= Significance of abilities: Grant significance to abilities demonstrated through work

= Right person for the right job: Reflect individual wishes in job requests

= Priority distribution: Distribute limited management resources as efficiently as possible

= Stable employment: Strive to create workplaces where employees can work according to their abilities

In addition to the above policy, Casio will place a premium on these points of view as it pushes ahead with innovative personnel measures.
By taking this approach, Casio aims to strike the optimal balance between the growth and revitalization of society and the expansion and
growth of the company.

Casio’s design and application of an impartial personnel system ensures fair rating, evaluation, and compensation according to the level of
duties, regardless of academic background, years of service, or gender.

Casio feels that goal management is important in its evaluation system and so it has supervisors and their subordinates share goal
information via the intranet. Starting in fiscal 2015, goals are also being shared among colleagues in addition superiors and subordinates,
which is useful for promoting innovation and synergy.

The company evaluates each employee at an interview twice a year. Casio uses evaluation sheets based on goal management to notify
employees about the results of evaluations, a mechanism designed to improve transparency and ensure that evaluation of employees is
highly credible.

Human resources system overview

Rating system

Duties rating system’ professional system

Evaluation system Compensation system
Goal management, Salary/ bonuses;
performance evaluation system retirement benefit system

Human resources
deve lopment system
(n-the-job training /
(ff-the-job training
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Education for fair evaluation and compensation

Casio requires managers to take evaluator training in an effort to improve their evaluation, leadership, and interviewing skills, in order to
operate its human resources system fairly and appropriately.

Additionally, all managers are evaluated by their colleagues and subordinates about once every three years. The results are fed back to
managers during training sessions to encourage continual improvement. An overview of the evaluation and compensation system is posted
on the company intranet to keep all employees thoroughly informed about this system.

The company not only works with evaluators, but has also cooperated with the labor union to produce a Goal Setting and Evaluation
Interview Handbook to help deepen understanding between supervisors and their subordinates and ensure fairness in operations.

Overview of human resource development

Casio has various human resource development programs designed to develop creative employees who are eager to take on challenges
and to train professionals with early tracking into specialized fields.

Casio aims to develop professionals in the form of strategic generalists who pass on the company's corporate culture, and technical
specialists who pass on the company's unique technology and know-how. For this purpose, based on the convictions that people grow
through their work and that the source of growth is personal motivation, Casio helps employees improve their skills by providing
environments that enable them to overcome challenges through personal determination and effort.

Accordingly, the company emphasizes on-the-job (OJT) training to improve practical skills, complemented by off-the-job (off-JT) training to
provide theoretical knowledge. In recent years, the training system has been improved to ensure even more effective, efficient skill

development via a broader choice of training courses.

Training System

Traning system
DJT on-JT
. + . - | Awward syeteam and
MpauTes to tran Measures for Training far Traniea far | Skil aalictive other incenti
e e Shap s atogotonshs propar placement seioctes nmeie kb gredal  vrning e " -
Sonior Genoral Manager
Consling Enginai | Rankd
Barior Princigal Exam
P— 1 1| Mukl Evalustion |
aragr Diparisant Harig dystam fr Advanced Teh | F—
el e || T - i
{ 1 i i
Wearamr Saction Man echne
Advisary Enginesr | Rankz e T L
1o Carear Tralning |\ bt Fawers P'“':
il | | —_— 4 I | Awal
Chiot Enginesr | il St spsnam |[Proararp
Chinf Muilti Bdaluation Sades Training Training far
camer | & b Syshem for Syt am for Enginesrs Eﬂﬂﬂpﬂm
&3 b el || Posting | G Carear Training. —zder | el Snbactive) =
Job Berformance .n“' L Syetem || System | || raming |
65 Candidate MuH Exaluation
= v
!;“I"n Fegqular Employees
Carcar Darmakapreent
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Casio conducts the necessary training for all the job grades in its in-house ranking system, and the company is working constantly to
upgrade and enhance its human resource development system. As part of this system, Casio offers measures to train existing workers to
make them professionals and training for specific job grades to all eligible employees. The human resource training page on the company’s
intranet explains each system of training as well as showing comments from employees who have used the system. Casio endeavors to
encourage utilization of the system and support employee education by presenting success stories and good news.

In addition to the system above, Casio holds Senior Life Seminars for employees when they reach the ages of 53 and 58. The seminars

help employees to plan their lives after the company retirement age of 60, with information on areas such as retirement career planning,
skills development, retirement benefits, and the pension system.
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Training participants (Casio Computer Co., Ltd.)

iNumnbar of employsas) I Participants - Percentage of total emnployees
3,000 100%
. 75%
T 70% 80%
— I
2000 60%
40%
1,000
%
] [
2013 2014 2015 (FY}

Annual average number of hours of training (Casio Computer Co., Ltd.)

mm Annual average number of hours of training (Male)

(Hour) Annual average number of hours of training (Female)
10
5
17 8.7 73
0
2013 2014 2015 (FY)

* Training for selected employees, training for specific grade, and skill selective training

Proportion of employees receiving regular assessment of their performance and career development progress

mm Annual average number of hours of training (Male)

(Hour) Annual average number of hours of training (Female)
10
10 9
5
4
0
2013 2014 2015 (FY)

Surveys and verification relating to utilization and development of human resources

In off-the-job training, questionnaires are given to employees every time they attend a training session, and their requests and opinions are
used to help make improvements in the following fiscal year and beyond. In on-the-job training, when employees register for the Career
Challenge System (described below), they can register their opinions about the system itself. Furthermore, when the company establishes
new systems, it verifies the system through prior interviews and trial runs with the aim of achieving more effective operation.

Fiscal 2015 summary and future issues
In fiscal 2015, Casio mainly focused on selection training, global mindset, and improvement of technical skills. Training course content was

enhanced, achieving a satisfaction rate of 90%. In fiscal 2016, Casio intends to make continued progress by improving its conventional
training content, developing global human resources, and promoting employee innovation.
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Main human resource development programs

Career Challenge System

This system lets employees periodically register their careers, skills, and personal challenges with the company, and serves as an important
reference for assisting managers to determine policies on developing their subordinates and future placement planning. Participants can
also register challenges they would like to undertake in their current jobs. By allowing employees to share their goals with superiors, the
system helps to create an energetic work environment.

Career Challenge: Advanced

This program preferentially places employees who have been in their current career position for a rather long time and hope to challenge
themselves to pursue work environments and careers that require new skills, for the objective of self-improvement and making further
contributions to the company, in their desired divisions, if their desires meet the needs of the new department.

This program has been gradually extended to group companies and the number of employees wishing to take the challenge is growing
every year. Casio will continue to facilitate revitalization within the group through this system.

Job Posting System

This system seeks to satisfy both the company's business needs and employees' career paths, and is a program for priority placement of
suitable people, based on selection of candidates for jobs which the company offers. It is operated jointly with other Casio group companies.

New Employee Training, Follow-up Training, Career Development Training

Training for young employees becomes a place for learning the basics of being a Casio employee, and offers opportunities for employees to
consider their own career paths, with training for new entrants as well as first-year, second-year and third-year employees.

Skill Selective Training

The training targets all regular employees, for the objective of effectively and efficiently acquiring diverse skills required for work operations,
in a training program that allows employees to select from a large variety of training courses. It also functions as an opportunity for network
building within the company, as employees from different occupational categories attend the same training.

Techno Power

This is a technology exhibition held annually for the objective of stimulating engineers, and of sharing and accumulating technology, serving
as a place for recognizing technology superiority, patentability, completeness, and other in-house advanced technology.

The exhibit heightens motivation to embrace the challenge of new technologies and enhances engineer’s sense of pride and satisfaction in
their profession.

In-house specialist seminars

These are in-house seminars mainly targeting engineers, using case studies of innovators at other companies who were able to develop
revolutionary new manufacturing methods and create new businesses, for the objective of understanding advanced technology trends and
of fostering a development mindset and the will to take on challenges.

The themes of the seminars have been expanded to include such topics as market and product trends in regions where future market
expansion is expected, especially in emerging countries.

Language training

The purpose of this training program is to increase employees’ language skills. The company provides diverse language training suited to
employee needs.

Intrapreneurship Program

Casio established its Intrapreneurship Program to identify and foster talented human resources who can motivate employees and develop
businesses and to quickly launch new businesses by providing an opportunity for employees to make business proposals beyond
organizational boundaries. The program allows individual employees to make their own business proposals directly to top management.
Those employees whose proposals are approved as promising themes become the project leaders, and then work to realize the goals they
proposed. So far 96 proposals have been made, some of which led to business development. Casio intends to make use of this program as
an ongoing business proposal tool in the future.

CASIO SUSTAINABILITY REPORT 2015

@)



Right person for the right job

The Career Challenge System, Career Challenge: Advanced System, and Job Posting System are offered every year, and the company
strives to place the right people in the right jobs by valuing employees' intentions. Additionally, career interviews are conducted with those
who desire one and support provided as appropriate when employees consider their career direction. Casio also makes its intranet and
database available to the managers of each department to allow them to conduct comprehensive assessment of the human resource
development information on their subordinates, which they then utilize for training within the department.
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Promoting health and safety initiatives for employees

Each and every employee must be able to work safely and in good health in order to perform at his or her full
potential. Based on various laws and work regulations such as Japan’s Industrial Safety and Health Act, Casio
makes group-wide efforts to create workplace environments where all employees can work with peace of
mind, in order to maintain and enhance the health of employees and prevent occupational injuries or their
reoccurrence.Group companies outside Japan comply with their local laws and regulations and also
implement similar measures.

Occupational health and safety activities

Casio has established Occupational Safety and Health Committees in all of its business locations. The committees independently design
and implement policies tailored to each workplace, doing all they can to keep employees physically and mentally healthy and to ensure
occupational safety. Committee activities are reported to employees via the intranet. Casio also runs campaigns to raise employee
awareness about occupational safety and health.

Initiatives for managing and promoting employee health

Casio goes beyond employee health management. It also seeks, by taking active measures to promote better health, to improve employee
motivation and raise productivity. It also supports the advancement of health by providing various types of health guidance and raising
health awareness, working in cooperation with the Casio Health Insurance Association.

Regular health checks

Regular health checks for employees at Casio are more thorough than legally mandated: they include many additional items intended to
help employees maintain their health and to prevent lifestyle-related diseases. Nearly 100% of employees come for the health checks every
year. In fiscal 2016, the mobile health check clinic will be replaced with a new vehicle equipped with digital high-resolution X-ray equipment.
Employees 35 and older will have their regular health checks at a hospital rather than in the mobile clinic, and for the gastric examination,
employees can choose between high-resolution X-ray and endoscope. Employees 40 and older can opt to receive a full medical checkup,
partially paid by the employee. The rules for follow-up are also being standardized, and Casio aims to improve the follow-up implementation
rate for those whose health check revealed any concerns. In fiscal 2015, H. pylori testing was carried out for all employees, and support
was provided to affected individuals by the industrial physician and through health insurance.

Initiatives to counter lifestyle-related diseases

In the effort to prevent lifestyle-related illnesses, Casio, together with the Casio Health Insurance
Association, is promoting initiatives that focus on exercise and healthy eating. From September to
November and from March to May every year, Casio holds a Walking Campaign at sites across Japan
to encourage the habit of getting moderate exercise. In fiscal 2015, 2,295 people participated in the
campaign. Participants can check their progress and ranking on a special website.

Healthy menu
The employee cafeterias provide healthy menu choices featuring a balance of calories and nutrition.

Wellness Fairs are also held at all Casio cafeterias.

Initiative to prevent working long hours

Casio is carrying out an initiative to prevent the damaging health effects to the brain or heart which can be caused by accumulated fatigue
due to long working hours. In order to ensure proper work schedules, all employees that work 80 hours or more of overtime in a month must
be interviewed by an industrial physician. The physician then checks the employee's health condition, and provides the person with advice
and guidance. In this way, Casio is working to prevent health problems from overwork, and to ensure employees observe appropriate
working hours.
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Mental health care initiatives

Casio has established a mental health education system to support the mental health of its employees.

As part of this system, Casio Computer Co., Ltd., has initiated an e-Learning Program, a Self-Checkup, and a Stress Test by Organization
for all its employees. A Stress Management Program for younger employees, a separate e-Learning Program and a Program for Managers
have also been created for those in leadership positions. All of these programs are designed to improve awareness of mental health issues.

In addition, Casio has an in-house mental health physician and an external Physical and Mental Health Hotline in place to offer counseling
in and outside the company.

Similar support systems are in place at group companies in Japan, and they are providing support so that employees can work with energy
and satisfaction.

Quit smoking campaign

Smoking is prohibited on the premises of all group companies in Japan and also prohibited during working hours, whether in or outside the
company. Since fiscal 2011, Casio and its Health Insurance Association have been cooperating in the implementation of a practical Quit
Smoking Encouragement Program that provides smoking-cessation aids. In fiscal 2014, Casio Computer Co., Ltd., held a quit smoking
seminar at its head office in Hatsudai, which was attended by nearly 200 people.

Preventing occupational accidents

Casio is committed to the goal of zero occupational injuries and operates regular safety
programs with the aim of maintaining an accident-free record at all Casio work sites. In
addition, each site and group company conducts fire and disaster prevention/evacuation drills.

Disaster prevention drill at the head office

Occupational injuries at Casio Computer Co., Ltd. (in the last five years)

Injury frequency rate*1 Injury severity rate*2

o Casio Manufacturers Casio Manufacturers
(Jan.li\lg?a?12010) 0-20 0.98 0.001 0.090
(Jan.F—YDi?:ZZOﬂ) 0.00 1.05 0.000 0.080
(JanEBiTZOQ) 0.19 1.0 0.001 0.080
(Jant\r()i?:zms) 0.40 0.94 0.001 0.100
FY2015 079 o6 s 00r o0

(Jan.—-Dec. 2014)

*1 Number of deaths and injuries, per 1 million actual cumulative working hours, resulting from occupational accidents.

*2 Work days lost per 1,000 actual cumulative working hours; indicates accident severity

* The term "occupational injuries" here includes injuries or illnesses (requiring at least 1 day off work) and deaths of workers in connection with the performance of their
jobs.
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Initiatives for lifesaving activities by employees

Casio has placed automated external defibrillators (AEDs),
which are used in cardiopulmonary resuscitation (CPR)
during a cardiac arrest, in all its facilities nationwide.
Additionally, the company provides lifesaving classes and
supports initiatives for lifesaving activities by employees, in
order to be prepared for any eventuality.

So far, AEDs at Casio facilities have been used three times

to save the lives of people who had a heart attack, and in
each case the person fully recovered.
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