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Message from the Chairperson of the Boaro

How Does the Board Evaluate the Progress of MTP3

FY2026 marks the final year of the Third Mid-Term Management Plan (MTP3). While the
rapid advancement of Al technologies and investment in the data centers that support
them are driving demand for advanced semiconductors, the business environment
surrounding Advantest is becoming increasingly complex due to geopolitical risks and
supply chain uncertainties. Against this backdrop, guided by our corporate philosophy
of “Enabling Leading-Edge Technology,” we are investing in future growth while
strengthening the foundations of our business.

Since the launch of MTP3, Advantest has successfully captured the opportunities
presented by the expanding semiconductor market and achieved rapid business growth.
Our strong performance is attributable to our ability to expand our market share alongside
the growth of the tester market, and it is safe to say that our competitive advantage has
been further strengthened. The Board highly values the efforts of management and all
Advantest employees. While the rapid expansion of our operations has undoubtedly
placed considerable pressure on our frontline workforce, | am confident that the
dedication of our employees to addressing customer challenges has earned the trust of

many customers.

The expansion of the Al-related market is still in its early stages and represents a
significant growth opportunity for Advantest. At the same time, changes in the market
environment are occurring more rapidly than ever, and uncertainty is increasing. The
Board must strongly support management in driving the business forward while also
overseeing whether investment decisions and risk management are being conducted
appropriately from a long-term perspective.

Initiatives to Enhance the Effectiveness of the Board

For the Board to contribute to enhancing corporate value, it is essential to create an
environment in which each director can fully apply their knowledge and experience and
engage in frank and constructive discussions.

For the first time, Advantest conducted its FY2025 Board effectiveness evaluation
with the support of an external third-party organization. In addition to a questionnaire
completed by all directors, the external organization conducted individual interviews
with each director. This process enabled us to gain a clearer understanding of the
candid concerns and perspectives of individual directors, which then served as the
basis for discussions by the Board. We will continue identifying areas for improvement
and taking concrete actions aimed at shaping the Board for the future.

In July 2025, we also established the BoD Administrative Office as the department
responsible for supporting the Board, thereby clarifying the organization tasked

with creating an environment in which the Board can serve as a forum for effective
discussions. As Chairperson, | am committed to acting as a bridge between
management and the Outside Directors, ensuring that necessary information is shared
in an appropriate and timely manner.

We also continue to hold annual off-site Board meetings at our overseas locations.
We believe that providing Outside Directors with opportunities to engage directly with
employees and management at these locations and to gain firsthand understanding
of Advantest’s business operations and global corporate culture is highly valuable in
enhancing the effectiveness of the Board’s supervisory functions.

At Advantest, Outside Directors with diverse experience and backgrounds engage in
open and candid discussions with members of management, based on a relationship
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of mutual trust. We are committed to further developing this culture and enhancing the
effectiveness of the Board.

The Board’s Priorities for Enhancing Corporate Value

Enhancing corporate value cannot be achieved simply by accumulating short-term
financial results. Amid significant changes in the business environment—including the
acceleration of technological innovation, the rapid growth in Al-related markets, and
heightened geopolitical risks—the Board has an important responsibility to establish
a management foundation that enables sustainable growth. Japan’s Corporate
Governance Code, revised in 2026, also calls on boards of directors to set the broad
strategic direction for the company, support appropriate risk-taking by management,
and provide highly effective oversight from an independent standpoint.

As Chairperson, | am strongly conscious of my role as a bridge between the executive
and non-executive sides of the Board, particularly with the Outside Directors. At
Advantest’s Board meetings, Outside Directors with diverse experience and members
of management engage in candid and constructive discussions on matters such

as growth investments for the Al and high-performance computing era, human

capital strategy and succession planning, strengthening supply chain resilience, and
responding to geopolitical risks. Through these discussions, we aim to actively pursue
future growth opportunities while conducting objective evaluations of risks, thereby
leading to higher-quality decision-making.

Furthermore, constructive dialogue with shareholders and investors is also an important
element in strengthening the Board’s supervisory function. In June 2026, Advantest
became the first company in Japan to file a combined Annual Securities Report

and Business Report, submitting it 35 days prior to the Annual General Meeting.

We had been preparing for this initiative since the previous fiscal year to ensure that
shareholders would have sufficient time to carefully review our management policies
and financial performance prior to the deliberation of the agenda items at the Annual
General Meeting.

We believe that proactively communicating the long-term value creation strategy, rather
than responding passively to questions from investors, will lead to more constructive
dialogue. Going forward, the Board will continue to incorporate the perspectives gained
through dialogue with shareholders and investors into management decisions, while
striving to achieve highly transparent governance and enhance corporate value over the
medium to long term.
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https://www.advantest.com/document/en/about/governance/corporate-governance/governance/Corporate_Governance_Policy_20250801_E.pdf
https://www.advantest.com/document/en/about/governance/corporate-governance/governance/Corporate_Governance_Policy_20250801_E.pdf
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Annual General Meeting

Advantest regards the Annual General Meeting as an important opportunity to deepen dialogue with shareholders. In 2026,
taking shareholder convenience into consideration, we held the meeting in Chiyoda-ku, Tokyo, where our head office is
located. To enable as many shareholders as possible to participate, we once again provided a live webcast of the meeting
and accepted comments from shareholders viewing the webcast. We also invited questions in advance via the internet to
further enhance dialogue with shareholders.

At the meeting, we responded to three questions submitted in advance, 16 questions from shareholders attending in
person, and two comments selected from those received from shareholders viewing the live webcast. The Group CEO
also gave a presentation entitled “Advantest’s Path to the Future.” In addition to reviewing our achievements in FY2025,
the presentation outlined our progress toward becoming an integrated test solutions provider and our initiatives to enhance
corporate value sustainably, providing shareholders with an opportunity to deepen their understanding of the medium- to
long-term management direction of the Advantest Group.

Following the meeting, we held an informal discussion session between attending shareholders and our executives,
providing an opportunity for two-way communication and allowing us to hear a wide range of views directly from
shareholders.

ADVANTEST
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Initiatives to Support Shareholders’ Consideration of Agenda Items

To promote constructive and effective engagement with shareholders, Advantest is working to create an environment in
which shareholders have sufficient time to review the Securities Report and the Business Report before considering the
agenda items for the Annual General Meeting.

Provision of Information and Expansion of the Review Period Before the Annual General Meeting

At the Annual General Meeting held on June 27, 2025, shareholders approved a proposal to partially amend the Articles of
Incorporation to change the record date for voting rights at the Annual General Mesting from March 31 to May 15, enabling
the meeting to be held approximately one month later than previously.

This has allowed us to secure a period of at least three weeks between disclosure of the Securities Report and the
Business Report, and the Annual General Meeting.

By holding the meeting in July, we also avoid the period in which shareholder meetings in Japan are heavily concentrated,
helping create an environment in which more shareholders can participate. The 2026 Annual General Meeting was held on
July 31, with approximately 200 shareholders attending.

Disclosure of an Integrated Securities Report and Business Report
Advantest prepared and disclosed a single document integrating the Securities Report and Business Report.

The Securities Report is prepared pursuant to the Financial Instruments and Exchange Act, while the Business Report is
prepared pursuant to the Companies Act. Integrating these two statutory documents was an unprecedented undertaking in
Japan. Approximately one year in advance, Advantest launched an internal project to examine how this could be achieved.
Led primarily by the Accounting and General Affairs functions, we worked closely with relevant government authorities,

our audit firm, legal counsel, disclosure support providers, and other stakeholders to resolve the various issues involved,
ultimately realizing Japan’s first integrated Securities Report and Business Report.

As a result of this initiative, shareholders are now able to exercise their voting rights with reference to the information
contained in the integrated Securities Report and Business Report. For Advantest, we also expect the initiative to
contribute to operational excellence by reducing duplicated work and improving efficiency from the following year onward.
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The Board of Directors

The Board of Directors serves as the Company’s management decision-making body, determining significant matters
relating to the management policies and management strategies of the Advantest as a whole, while supervising the
execution of business by executive bodies. The Company has strengthened the supervisory function of the Board by
appointing outside directors to constitute a majority of the Board and, since April 2024, separating the roles of Group CEO
and Chairperson of the Board of Directors, with a non-executive director serving as Chairperson.

The Board includes two non-Japanese directors, both of whom are U.S. citizens, and two female directors, enabling
discussions that draw on diverse expertise and perspectives. To facilitate smooth communication among all directors,
simultaneous interpretation between Japanese and English is provided at Board meetings, while meeting materials and
minutes are made available in both languages.

In FY2025, the Board held 13 meetings, each lasting approximately three to five hours, to deliberate on significant matters. The

Board also held an annual offsite meeting to discuss mid- to long-term issues that could not be fully addressed during regular
Board meetings. At both Board meetings and offsite meetings, directors with broad knowledge and experience expressed
their views from their respective perspectives on a wide range of agenda items, leading to active and substantive discussions.

Furthermore, in July 2025, the Company established the BoD Administrative Office under the CEQO Office as the department
responsible for the Board of Directors’ secretariat. Through various forms of support, including the provision of information to
independent outside directors, the Company has reinforced its support framework for enhancing the effectiveness of the Board.

Composition of the Board (As of July 2026)

4 inside
directors (44%)

18
5 outside 1
directors (56%)
eChairperson of the Board

o
Independent member i [
5 outside directors,
including 2 females

eStanding Audit and and 1 non-Japanese

Supervisory Committee national
Member

2 executives,
including 1
non-Japanese
national

9 Directors

2 non-executives

Off-site meeting held in Germany
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Main discussion and reporting items of the Board of Directors in FY2025

- Based on the “Grand Design,” the mid- to long-term management policy reviewed in 2024 from a long-term perspective, the Board of Directors
approved revisions to the Targeted Management Metrics of the “Mid-Term Management Plan (FY2024-FY2026)” to reflect recent changes in the
external environment and the progress of business performance.

- To enhance the effectiveness of the Board of Directors, a board evaluation was conducted using a questionnaire administered to all directors.
Upon receiving a report on the results of the evaluation and analysis covering the overall Board of Directors’ meeting, including its operation and
the status of discussions in FY2025, the Board of Directors discussed such results.

- In order to promote the delegation of authority that enables both fairness and transparency of management and prompt decision-making, the
Board of Directors discussed matters to be submitted to the Board of Directors and the criteria therefor, and approved amendments to the
Regulations of the Board of Directors and the Executive Management Committee.

- The Nomination and Compensation Committee provided advice regarding the enhancement of executive compensation systems aimed at
providing sound incentives that contribute to enhancing Advantest’s corporate value and ensuring global competitiveness, and the Board of
Directors approved the proposal.

- The Board of Directors discussed the composition of the Board of Directors and the selection of director candidates from July 2026 onward, based
on the report from the Nomination and Compensation Committee.

- The Board of Directors received a report from the Nomination and Compensation Committee on the Group CEO evaluation, which had been
conducted by the Directors excluding those concurrently serving as an Executive Officer, together with the Group CEO’s comments on such
evaluation.

- The Board of Directors also discussed measures to accelerate the development and strengthening of next-generation and subsequent-generation
management talent that will contribute to the succession planning for the Group CEO and other CxO positions, which had been discussed by the
Nomination and Compensation Committee.

- To realize the provision of high-performance total test solutions that meet future customer needs, the Board of Directors received reports from
management on the progress of various strategic investment initiatives aimed at building strategic partnerships across the semiconductor supply
chain, and discussed these matters.

- The Board of Directors reviewed capital allocation in line with the growth strategy, discussed the mid- to long-term capital policy taking into
account growth investments, shareholder returns and financial stability.

- Amid a significant increase in demand for high-performance computing chips and high-bandwidth memory (HBM) driven by the rapid expansion of
generative Al, management reported on initiatives to strengthen the overall business process from procurement to customer support—through
collaboration among R&D, production, sales, and field service functions, with a view to enhancing the supply capability of testers and technical
services, and the Board of Directors discussed these initiatives.

- Based on the fourth strategy set forth in the Grand Design, “Enhance sustainability,” the Board of Directors received reports on specific measures
and progress under the Sustainability Action Plan 2024-2026 established under the Mid-term Management Plan.

- The Board of Directors received reports on feedback from shareholders and investors, as well as market evaluations, obtained through IR activities,
including dialogues with shareholders and investors, conducted by management throughout the year.

- Compliance reports were provided four times a year and internal audit reports twice a year. The Board of Directors received reports on compliance-
related incidents, including whistleblowing cases via the helpline, as well as on the internal audit framework and findings.
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Evaluation of the effectiveness of the Board of Directors

To enhance the effectiveness of the Board of Directors, the Company conducts an annual evaluation of the effectiveness
of the Board of Directors. For the effectiveness evaluation for FY2025, with reference to practices adopted by global
companies and a view to enhancing objectivity and independence of the evaluation process, the Company conducted
an analysis and evaluation with the support of an independent third-party organization, through questionnaires and
individual interviews with all Directors. The main evaluation items included the roles and functions of the Board of
Directors, its composition, its operations, responses by the executive management side, the importance and the
sufficiency of agenda items, and the resources and the effectiveness of the Board Secretariat.

As a result of the evaluation, it was confirmed that the Company’s Board of Directors is generally functioning effectively
overall. At the same time, it was also confirmed that the Board of Directors shares a common recognition of the need to
adapt to the Company's further business expansion. The evaluation results were reported to the Board of Directors, and
all Directors held discussions based on the explanation provided by the independent third-party organization.

The details of the effectiveness evaluation are as follows.

1. Process for Conducting the Effectiveness Evaluation

(i) Evaluation Target
The Board of Directors

(i) Evaluation Method
Questionnaires to all Directors, nine in total
Individual interviews conducted by the independent third-party organization

Determination of
Evaluation Target
and Method

\ 4

e Prior to implementation, regarding the current situation and identified issues, the
independent third-party organization conducted individual interviews with the
Chairperson of the Board of Directors, the Group CEO, the Group COO, and the

Preliminary Interviews .
Board Secretariat.

and Preparations
* The independent third-party organization reviewed materials including minutes of

Board of Directors meetings for the past two years.

\ 4

¢ Questionnaires were conducted for all Directors regarding matters such as the roles
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Implementation

of the Evaluation
Process for the Target
Participants

v

and functions of the Board of Directors, its composition, its operations, responses by
the executive management side, the importance and the sufficiency of agenda items,
and the resources and the effectiveness of the Board Secretariat.

* |ndividual interviews were conducted with all Directors, including a peer review™.
* Individual evaluations conducted mutually among Directors

v

® The independent third-party organization presented the evaluation results to the
Board of Directors, followed by discussions. In the report presented to the Board of
Directors, current practices among global companies, including items such as the
composition of the Board of Directors, attributes of the Chairperson, and backgrounds
of the Directors, were shared, enabling the Board to recognize differences between
such practices and the Company’s current governance structure.

Reporting of Results
and Discussions

* The Board confirmed and discussed the contents of the evaluation results and future
issues to be addressed.

2. Summary of the Effectiveness Evaluation Results
Key elements supporting the effectiveness of the Company’s Board of Directors

As a result of the effectiveness evaluation, it was confirmed that the Company’s Board of Directors is functioning effectively
overall. In particular, the independent third-party organization identified the following three factors as key elements supporting
the effectiveness of the Company’s Board of Directors and as distinctive characteristics of the Company:

1. The Board has provided timely and decisive support for the Company’s transformation toward a global management
structure capable of capturing growth opportunities in rapidly expanding markets
2. Several Outside Directors demonstrate a strong commitment to the Company, contributing significant time and engagement

3. Members of the Nomination and Compensation Committee conduct interviews with Executive Officers and carefully
document evaluation outcomes through those interviews and observations of management reporting, while also taking an
active role in the succession planning process

Key future challenges

At the same time, it was recognized that the Company’s Board of Directors is at a transitional phase toward a more advanced
model, one that is designed to address structural changes in the business environment and sustain growth in expanding
markets, and establishing a Board composition capable of effectively overseeing the executive management structure.
Specifically, the following three issues were identified as key future challenges:

1. Building alignment and shared understanding regarding the desired future state of the Board and its operating model

2. Executing Board Composition and Board Succession Planning aligned with the Board’s desired future state

3. The Board of Directors’ continued consideration of succession planning for the Group CEO, taking into account the activities
of the Nomination and Compensation Committee

Q Evaluation of the effectiveness of the Board of Directors


https://www.advantest.com/en/about/governance/corporate-governance/governance/
https://www.advantest.com/en/about/governance/corporate-governance/governance/
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Audit and Supervisory Committee

The Audit and Supervisory Committee consists of one inside director and two outside directors and is chaired by Sayaka
Sumida, an outside Audit and Supervisory Committee member. To ensure the effectiveness of audits by overseeing daily
business execution, promptly collecting internal information, and sharing such information with non-standing members, one
inside director has been appointed as a standing member of the Audit and Supervisory Committee. In FY2025, the Audit and
Supervisory Committee held 14 meetings, with all members attending every meeting.

In accordance with the audit policy, audit plan, priority audit items, and assignment of duties established by the Committee, the
Audit and Supervisory Committee audits the execution of duties by directors, executive officers, and other business execution
bodies. Information obtained through on-site inspections conducted by the standing Audit and Supervisory Committee member,
attendance at important meetings—including the Executive Management Committee, Business Plan Meeting (Budget Meeting),
and Internal Control Committee —and hearings of business reports from executive divisions is shared with the entire Audit and
Supervisory Committee. Outside Audit and Supervisory Committee members participate, as necessary, in on-site inspections
conducted by the standing member and actively audit and supervise the status of business execution at the Company. When
matters requiring feedback are identified through these investigations and audit activities, the Committee expresses its views to
directors and the heads of relevant departments and also provides recommendations to the Executive Management Committee.

The Audit and Supervisory Committee also seeks to strengthen its audit and supervisory functions from multiple perspectives
through close collaboration with the Auditing Unit and the independent auditor, as well as exchanges of views with outside
directors who are not Audit and Supervisory Committee members and with auditors of Advantest Group companies.

Nomination and Compensation Committee

Advantest has established the Nomination and Compensation Committee as a non-mandatory organization complementary to the Board

of Directors, which decides the appointment/dismissal of Directors and Executive Officers and their compensation. The Nomination and
Compensation Committee is responsible for improving the fairmess, rationality, and transparency of the appointment/dismissal of Directors and
Executive Officers and their compensation. The Nomination and Compensation Committee is composed of members selected from among
the company’s directors by a resolution of the Board of Directors, and the majority of the committee members are outside directors. The
committee is chaired by Mr. Toshimitsu Urabe, an outside director. In FY2025, the Nomination and Compensation Committee met 14 times
with all members attending all meetings. The main activities of the Nomination and Compensation Committee in FY2025 were as follows:

Candidates for Directors and Executive Officers and the Management Structure

Under the structure of directors effective after June 2025 and executive officers effective after April 2026, the Nomination and
Compensation Committee considered appropriate candidates and proposed them to the Board of Directors. Regarding the
organizational structure for directors effective after July 2026, the Nomination and Compensation Committee, after obtaining
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the views of each director, considered appropriate candidates and an optimal management structure and proposed its
conclusions to the Board of Directors as appropriate.

Evaluation of the Group CEO

The Nomination and Compensation Committee obtained evaluations of the Group CEQO’s performance for the fiscal year from
directors excluding those concurrently serving as executive officers, and also obtained comments from the CEO. Based on these
inputs, the Committee prepared a report, submitted it to the Board of Directors, and engaged in discussions and exchange of views.

Succession planning for the Group CEO and CxOs

The Nomination and Compensation Committee prepared a proposal on measures to accelerate the development and
strengthening of next-generation and next-next-generation management talent, which will contribute to succession planning
for the Group CEO and CxOs, and engaged in discussions and exchange of views with the Board of Directors.

Operation of Base Compensation, Performance-based Bonuses and Stock Compensation

Evaluating the performance of each executive officer against pre-defined roles and expected results, individual evaluations of
executive bonuses for FY2025 were discussed, finalized and reported to the Board of Directors. The Nomination and Compensation
Committee discussed and proposed to the Board of Directors the base compensation, performance indicators for performance-
linked bonuses and stock compensation for FY2025. Furthermore, based on external benchmark data regarding executive
compensation, the Nomination and Compensation Committee discussed a partial revision of the executive compensation system for
FY2026, as well as base compensation and stock compensation, and submitted a proposal to the Board of Directors.

Establishment of Stock Ownership Guidelines

From the perspective of sharing profits with shareholders, the Nomination and Compensation Committee established stock
ownership guidelines and recommended to hold shares equivalent to four years’ worth of base compensation for the Group CEO
and two years’ worth of base compensation for executive officers other than the Group CEQ.

Regarding the selection of directors and executive officers, the Nomination and Compensation Committee submits reports to the
Board of Directors on candidates who, in their view, will contribute to a sustainable level of business development and enhancement
of corporate value over the mid/long-term in accordance with the “Directors and Executive Officers Nomination/Dismissal Policy and
Procedures” prescribed by the Board of Directors as regards Directors and Executive Officers. The Nomination and Compensation
Committee also considers the most appropriate composition for our Board of Directors and executive team, including gender

and national diversity, as well as the size of the respective organizations. In addition, regarding independent outside directors, the
“Independence Criteria of Independent Outside Directors” prescribed by the Board of Directors applies alongside the “Directors and
Executive Officers Nomination/Dismissal Policy and Procedures” mentioned previously. Candidates recommended to the Board of
Directors should possess a wealth of knowledge that enables them to contribute actively to the Board.
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Executive Compensation

Based on our Purpose & Mission and vision, our executive compensation system is designed to contribute to the
enhancement of corporate value and is guided by the following three principles:

1. A compensation mix and compensation level that attract international human resources who can support our

global business development
2. Performance-based bonuses that are strongly linked to business performance

3. Stock compensation that promotes value sharing with shareholders and encourages management from a

medium- to long-term perspective

Executive compensation comprises base compensation, performance-based bonuses, restricted stock
compensation, and performance-based stock remuneration. Compensation proposals are deliberated by the
Nomination and Compensation Committee and submitted to the Board of Directors. Compensation is then
determined and administered through resolutions of the Board of Directors and within the framework approved by
the Annual General Meeting.

To further promote value sharing with shareholders, the Company has established stock ownership guidelines
recommending that executive officers hold the Company’s shares, including restricted stock (RS) and restricted
stock units (RSUs), above prescribed levels. Both value-based and share-count criteria are established based on
the amount of base compensation and the share price at the start of the Mid-Term Management Plan, and executive
officers are expected to meet either criterion within five years.

¢ Group CEO: Equivalent to four years of base compensation
e Executive officers other than the Group CEO: Equivalent to two years of base compensation

The Company has also established malus and clawback provisions. If certain events occur, including violations of
applicable laws, regulations or internal rules, or the discovery of errors requiring a material retrospective restatement
of the consolidated financial statements, the Company may, by resolution of the Board of Directors, reduce future
compensation or require the repayment of compensation previously paid.

Governance

Sustainability

Compensation Composition

Business
Executives

Non-business
Executives

Group CEO

Group COO

Senior Executive Officer
Executive Officer

Chairperson of the Board

Audit & Supervisory Committee Member

Outside Directors
(excluding Audit & Supervisory Committee
Members)

* Guideline for the standard amount
* Executive officers who are also directors will be compensated separately as directors.
* PSUs are granted once every three years, upon completion of the Mid-term Management Plan.

Data

Monetary compensation

Fixed compensation

Performance-linked
bonuses

1

44

Stock compensation

Restricted stock
compensation

Performance Share
Unit compensation

(RS) (PSU)
1 3
1 1
0.51t00.75 0.51t00.75
0.5 0.5

Up to one-third of
total compensation

Up to one-third of
total compensation
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Visualization of compensation for the Group CEO

Monetary compensation Stock compensation

Fixed compensation Performance-linked bonuses __ Restricted Stock (RS) _ Performance Share Unit (PSU) _
> < 5 > < 1 > < 2.0 >
Primary Indicator: Earnings Per Share (EPS)
Indicator: Net income Secondary indicators: Relative Total Shareholder Return (-TSR) compared to the Nikkei Semiconductor Stock Index,
Sustainability (five KPIs related to the environment and human capital selected from the sub-strategies of the Mid-term
Management Plan and their achievement levels)

A

Maximum 1

- Achievement rate of 150% or more:

0
Non-variable 200% of the base amount No change in the Based on the results of achievement of the Mid-term Management targets, a maximum of 140% of the base amount (number of shares) will be paid.

- i 0/, -
Ccrmevgrr;ent r:t1eoc(>)f ng ;%3;0 /1(‘)th number of stocks granted (Breakdown)
ba o8 be wete a ootine Primary Indicator: 110% (80%+30%) of the base amount at maximum
ase amount. Secondary Indicator: 15% (10%+5%) of the base amount for each indicator at maximum

Monetary compensation Stock compensation

Fixed compensation  Performance-linked bonuse Restricted Stock (RS) Performance Share Unit (PSU)
Standard 1 : 1 : 1 : 3
If the target is achieved, If the target is achieved,
the standard amount is paid. the standard amount is paid.

- Achievement rate of 50 to 100%:

Varies between 0 to 100% of the No change in the Based on the results of achievement of the Mid-term Management targets, a minimum of 60% of the base amount (number of shares) will be paid (Breakdown)
Non-variable base amount stocks granted Primary Indicator: 50% (80%-30%) of the base amount at minimum
- Achievement rate of 50% or less: Secondary Indicator: 5% (10%-5%) of the base amount for each indicator at minimum

0% of the base amount

Monetary compensation Stock compensation

Fixed compensation Restricted Stock (RS) Performance Share Unit (PSU) * Apart from this, there is a redistribution adjustment (30%) of performance-linked bonuses based on individual evaluation

> * Considering compensation levels in U.S. and European markets as well as among peer groups, we will implement flexible regional
1 : 1 ] 1.8 adjustments to fixed compensation and stock compensation.
* The Nikkei Semiconductor Stock Index is a copyrighted work of Nikkei Inc.

A\
A
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A

Minimum =
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Board of Directors
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/ Director, Audit and [\ Director, = JUIELE] Director (VIO Director Representative Director, Representative Director, Director, m Director,
Supervisory Committee Audit and Supervisory [ Senior Executive Officer and Senior Executive Officer, Chairperson of the Board Audit and Supervisory
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Skill Matrix

Skill Matrix for the Board of Directors following the
Annual General Meeting

In nomination and selection of Directors and Senior Executive Officers,

the Company recognizes that noteworthy issues around the corporate
management and communication with stakeholders have to be taken

into consideration, in addition to our Purpose & Mission, management
strategies, and business strategies. Our business is indispensable for the
manufacturing of semiconductors, which support the development of

our society, and also assumes the important function of supporting the
stable operation of the facilities and systems in our society and industries,
creating great opportunities for growth even in the surrounding areas. The
Company has selected the following nine areas of management activities
which are considered important for the Company to grow the business in the
medium to long term and realize the improvement of our corporate value:
"Management & Corporate Strategy,” "Semiconductor," "Technology," "Sales
& Marketing," "Finance & Accounting," "Legal & Compliance," "Human Capital
Management," "Global Business," and "Digital Transformation". The Board of
Directors and the Nomination and Compensation Committee have discussed
the essential "insight and experiences" required for the execution of duties
and the fulfillment of the responsibility of supervision in the nine areas, and
established the required skill sets for Senior Executive Officers and Directors.
If the election of all of the candidates presented in this convocation notice is
approved as originally proposed, the skills of the Directors will be as shown in
the table on the next page.

Overview

Strategy Governance
Details of Skill
Areas for management activities Items

Top management

Sustainability Data 47

Experience, knowledge, and abilities expected

Management experience at a company or legal entity (as a chairperson, president, representative director or
equivalents)

Management & Corporate

Strategy Management strategy

Experience and knowledge as a head of a management strategies department™-2

Business investment and M&A

Experience and knowledge of business investment and M&A

® Semiconductor Semiconductor related industries

Experience in semiconductor-related industries and knowledge of the semiconductor industry

Industries & technologies (incl. Environment and
Energy)

Knowledge of the electrical/electronics related industry and ICT technologies

© Technology Research & development

Experience and knowledge as a head of an R&D department™2

SCM, production, and quality assurance

Experience and knowledge as a head of SCM™, production, production engineering, and quality assurance
departments’?

O Sales & Marketing Sales and marketing

Experience and knowledge as a head of a sales and marketing department’*2

Finance, accounting and audit

Experience and knowledge as a head of a finance, accounting and audit department™2 or as a certified public
accountant and auditor

© Finance & Accounting
Communication with the capital market

Experience and knowledge as a head of the department responsible for communicating with investors and
shareholders™?, such as a head of IR (Investor Relations) or SR (Shareholder Relations) department

® | egal & Compliance Legal affairs, risk management, and compliance

Experience and knowledge as a head of a legal affairs, risk management, or compliance department™?2 or as
an attorney at law

©® Human Capital Management Human capital management

Experience and knowledge as a head of an HR department ™2 or in recruiting & developing human capital, and
talent management

O Global Business Global business

Experience at a global organization or experience working in a foreign country

© Digital Transformation IT & DX

*1 : The head of a large company or a company with complicated businesses or operations
*2 : The executive of a specialized service company in the relevant field
*3 : Supply Chain Management

Experience and knowledge as a head of an IT department, 1, 2 and as a head and as a head of a DX
promotion department?
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Fundamental managerial activities deemed essential for carrying out management duties and guiding/ Key areas of our immediate
supervising our management team management issues
(1) e (3] (4] (5] (6] o (8] o
Management & Corporate Strategy Semiconductor Technology Sales & Finance & Accounting Legal & Human Capital Global Digital
Marketing Compliance | Management Business | Transformation
Skl " Matrlx Attribute Management R&D, Semiconductor, Industries & Technologies Commngtcizrfmﬁfl‘? (C):uar:iitna ?’Market
Enghess SCM, Legal affairs,
Ve G Member_ of e ) Industrieg & prc:jducti(l?n, Saleks a_nd ) o risk Human capital bGI(_)ba\I IT & DX
AT &) Nomination Ineependent Top Management M&A Semiconduc- technologies Researchiz) and quality marketing Finance, Communication management, management usiness
Nationality o - and s TETER - torrelated (incl. TR assurance accounting and with the and compliance
c pervisory Compensation 9 9y industries Environment P audit capital market
ommittee c 5
ommittee and Energy)
Douglas Lefever American O O O O O O O O O
O O O
Chairperson O O O
O O O O
Chairperson O
Japanese O O
*Skills of the Senior Executive Officers (excluding those concurrently serving as directors) are as follows.
Keith Hardwick American O O O O O O
Yasuo Mihashi Japanese O O O O O O
Juergen Serrer German O O O O O O
Makoto Nakahara Japanese O O O O O
Sanjeev Mohan American O O O O O O
Richard Junger German O O O O
Yong Xu Chinese O O O O
Toshiaki Adachi Japanese O O O O O
Hisako Takada Japanese O O O O O O O
Kesa Yorozu American O O O O
Robert Leindl German O O O O O
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Message from a Newly Appointed QOutside Director

. W e e
Advantest is a company | have long admired. It has held a leading position for decades in one of the world's most “
ruthlessly competitive industries, a feat that demands constant reinvention rather than comfort with past success.
And yet, by definition, that job is never done. Driven by my paSSiOn

Starting with my doctoral research at Stanford University, | have worked in areas connected to the semiconductor f . .

or combining the
industry for much of my career. | have never lost my fascination with the quiet complexity beneath the surface g
of a silicon chip, nor my conviction that a relentless focus on innovation and R&D excellence is what allows a Strengths Of Japanese and
company like Advantest to keep setting the pace for its industry.

| . | | international approaches
My connection to Japan began 25 years ago, directing the U.S. R&D laboratory for Yazaki Corporation. At Sharp

Corporation, | served as President of Sharp's largest overseas R&D subsidiary and ultimately as Deputy CTO of to bl VSineSS I WI”
J
Sharp Corporation. | then served for seven years as CTO of Mitsubishi Chemical Group, Japan's largest chemical

company. Each role taught me, in a different way, how much strength a company can gain through the integration contribute to Advantest's
of both Japanese and international perspectives into its management and its science. Most recently, as founding s yy
President of Albert Invent Japan K.K., | am helping to accelerate R&D through the application of data science and CompetltlveneSS.

Al, work that keeps me engaged at the leading edge of innovation.

Technology is the beating heart of Advantest, and | believe our full potential can only be realized through a
genuinely global mindset in both R&D and management. | look forward to bringing this perspective to the Board,
and to contributing to Advantest's continued growth and corporate value.

Larry Meixner

Outside Director
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Building a Company Where Business and Talent Grow Together

Aligning Global Talent and Business Strategy

Advantest aims to evolve beyond being a supplier of test equipment to become an “integrated test solutions company” that supports

the entire semiconductor value chain. P P.15-16 Business Segment

To execute this business transformation globally, the Company is also strengthening its global management structure through the CxO
framework and collaboration among its Business Units, Functional Units, and Regional Units. P P.9-11 Group COO Message

As semiconductors become increasingly complex and advanced and Advantest’s business continues to expand, the expertise and
organizational capabilities required of the people supporting the business are becoming broader and more diverse. How can the
Company respond to these changes and translate its human capital strategy into stronger medium- to long-term competitiveness
and value creation? Outside Director Toshimitsu Urabe, Chair of the Nomination and Compensation Committee, and Executive Officer
and Chief Human Capital Officer (CHO) Keith Hardwick discuss leveraging global talent, leadership development, corporate culture,

employee growth opportunities, and the possibilities presented by Al.

(Moderator: Executive Office Co-CHO Yasushi Yoshimoto)

Making Business Strategy and Human Capital

Strategy Mutually Reinforcing

Yoshimoto As demand for semiconductors —essential products that support
society and industry—continues to expand rapidly, the role of testing, which

is indispensable to the semiconductor value chain, is becoming increasingly
important. Against this backdrop, 98% of Advantest’s sales are generated
outside of Japan and approximately 70% of our employees work outside
Japan. Given the global nature of our business, how should we approach our
human capital strategy?

Overview

Strategy Governance

EMPOWERMENT

Urabe Human capital strategy and business and growth strategies
should be mutually reinforcing. While “structure follows strategy,” there

is also another side to this relationship: “strategy follows structure.” A
human capital strategy has little meaning unless it supports the company’s
business and growth. At the same time, those strategies are shaped by the
company’s people, organization, and corporate culture.

At Advantest, we anticipate future changes in markets and customer
needs and formulate our long-term vision, Grand Design, and our mid-
term management plans on the foundation of our corporate philosophy of
INTEGRITY, with our human capital strategy positioned as a key element
in their execution. | believe there are two key considerations in shaping
Advantest’s human capital strategy going forward. The first is Advantest’s
evolution into the most trusted and valued test solutions company in

Toshimitsu Urabe

Outside Director
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)

Chief Human ap| al Officer (CHO)

Keith Hardwick

the semiconductor value chain—the vision set out in the Grand Design.
Providing integrated solutions requires expertise not only in technical fields
such as hardware, software, and services, but also across an even broader
range of disciplines, including legal and finance. To respond to increasingly
complex customer needs and lead the market, we must leverage external
expertise while developing and building the necessary capabilities within
the Company. Our human capital strategy must support these efforts by
fostering an organization in which diverse professionals can thrive across a
wide range of fields. The second is the global deployment of talent needed to
make this evolution possible. Globalization is not an end in itself. Advantest
has built an effective organization to meet customer needs around the
world and appointed the best people to each role, regardless of nationality
or work location. The high proportion of overseas sales and employees is
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also one result of Advantest having accurately responded to changes in the
semiconductor industry, enabling it to survive and grow. We must continue to

pursue the best business structure we can as customers and markets change.

The Board will continue to closely monitor whether our human capital strategy
is further advancing these two aspects and translating them into medium- to
long-term competitiveness and value creation.

Yoshimoto In other words, as the business strategy evolves, the expertise
and organizational structure required to execute it also changes, and the
human capital strategy must evolve accordingly. Keith, how is the Human
Capital function translating this connection between business strategy and
human capital strategy into concrete mechanisms?

Keith As Mr. Urabe noted, the Human Capital function must understand the
business strategy and anticipate the talent and organizational capabilities that
will be required as the business evolves.

To support this, we introduced a new role called the Human Capital Business
Partner, or HCBP, in September 2026. HCBPs participate in meetings

and strategic discussions within the BUs and FUs they support, enabling
them to understand where the business is heading and what talent and
capabilities will be required. They then connect those business needs with
the teams responsible for areas such as recruitment, compensation, and
talent development, as well as with the Human Capital teams in each region.
Historically, the Human Capital function tended to support the business on

Overview

Strategy Governance

‘ ‘ Human capital strategy and business and growth strategies should be mutually
reinforcing. A human capital strategy has little meaning unless it supports the
company’s business and growth. At the same time, those strategies are shaped
by the company’s people, organization, and corporate culture.?’

a regional basis. Going forward, we are shifting toward a model in which the
strongest talent and expertise available in each region can be deployed for the
benefit of the entire global organization. HCBPs serve as a two-way bridge
between the business and the Human Capital function, connecting human
capital strategy directly with the execution of business strategy.

Urabe The HCBP model creates opportunities not only for the Human
Capital function to understand the business, but also for business leaders to
learn about human capital management.

[t could also be valuable for future management talent to spend some

time gaining experience in planning and executing human capital strategy.
Understanding how people are recruited, developed, and matched to roles
is important experience for anyone who may assume a senior management
position in the future.

| hope the HCBP model will deepen the two-way dialogue between the
business and the Human Capital functions. Human capital strategy should not

‘ ‘ Our employees are Advantest’s most valuable asset.
They drive innovation and create the solutions that meet customers’
future needs and enable the innovations of tomorrow. 77
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only support the execution of business strategy; it should also help develop
Human Capital professionals who understand the business and business
leaders who understand human capital management.

Talent and Organizational Capabilities Supporting

Rapid Growth

Yoshimoto Advantest’s business has expanded significantly over the
past several years. What challenges do you see in terms of talent and
organizational capabilities as we seek to sustain this rapid growth?

Urabe During periods of rapid growth, talent and organizational capabilities
can struggle to keep pace. In core business areas, talent tends to be
strengthened relatively quickly in line with business growth. By contrast,
corporate functions such as legal, finance, and Human Capital, for example,
often respond more slowly to changes as business scales. This is not simply
a matter of headcount. As the business grows, corporate functions must not
only process a greater volume of work; they must also provide new services
and develop new forms of expertise. For example, as a traditionally hardware-
centered business expands into software, services, data utilization, and
subscription-based business models, the legal and finance functions require
new knowledge and experience in areas such as contracts, accounting, and
treasury management.

There are limits to what can be handled entirely in-house from the outset.
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Particularly in new areas, we must actively draw on external professionals
and expertise. However, relying on external resources alone does not build
organizational strength. The knowledge gained externally must be retained
within the Company and connected with our existing people and systems so
that it becomes part of the organization’s collective expertise.

Keith Within the Human Capital function, we are pursuing both external
recruitment and internal development to support the company’s growth and
business transformation.

We currently need people with new knowledge and experience in technical
areas such as Al and optical-electrical integration, as well as in capacity
expansion and supply chain management. As our manufacturing model
evolves, experience in utilizing external manufacturing partners is also
becoming increasingly important.

At the same time, recruiting new talent is not enough. We must use the
expertise brought in by new employees from other companies to strengthen
our existing workforce and broader organization.

Supporting rapid growth also requires us to change how work is performed
rather than simply continuing to add people. We are using Al to improve efficiency
across a wide range of activities, including design and test-program generation.

Urabe The key is to combine the acquisition of external talent with internal
development. When the knowledge brought in by new employees is shared
throughout the company, recruitment becomes more than a way to increase
headcount—it becomes an opportunity to enhance the organization as a whole.

‘ ‘ The key is to combine the acquisition of external talent with internal development. When the knowledge
brought in by new employees is shared throughout the company, recruitment becomes
more than a way to increase headcount—it becomes an opportunity to enhance

the organization as a whole. 7’

At the same time, as the business grows and employees’ expertise and
backgrounds become more diverse, leadership becomes increasingly
important. This applies not only to the executive level. At the divisional and
team levels, we also need leaders who can bring together people with
different areas of expertise and different perspectives and align them toward a
common objective.

Although it may be necessary to recruit management talent externally, developing
management talent internally remains one of our most important priorities. One
of the most effective ways to develop people with strong motivation and high
potential is to systematically give them opportunities to take on challenging
assignments involving business or organizational transformation.

Keith That thinking is reflected in the succession-planning process we are
currently strengthening on the executive side. Each CxO discusses potential
future successors with the Group CEO, Group COO, and Human Capital
function and develops plans based on the experience each candidate will
need. We are also looking beyond immediate successor candidates to the

‘ ‘ Regardless of their current title or length of service, we identify high-potential individuals
—what we refer to as “Rising Stars” —at an early stage and give them opportunities to

take on new challenges as they develop into future leaders.?”’

Keith Hardwick
Chief Human Capital Officer (CHO)

Toshimitsu Urabe
Outside Director

next generation of leadership. Regardless of their current title or length of
service, we identify high-potential individuals—what we refer to as “Rising
Stars” —at an early stage and give them opportunities to take on new
challenges as they develop into future leaders.

Urabe Succession planning requires a long-term perspective that extends
beyond immediate successors to the generations that follow.

The Board and the Nomination and Compensation Committee have
discussed the importance of developing management talent for immediate
succession and for the generations that follow. The CEO must consider the
future leadership of the Company, while each CxO develops successors
within their respective areas. Maintaining this chain of leadership development
is what ultimately creates a strong organization. With this in mind, we are
focusing not only on CEO succession but also on succession planning for
senior executives.

Developing Talent and Organizational Strength at the

Leading Edge

Yoshimoto Advantest is a leader in the semiconductor test system
market. How do you view the strengths of the people who support this
competitiveness?

Urabe There is a two-way relationship: our people support the Company’s
competitiveness, while the work and opportunities the Company provides
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‘ ‘ The ability to work every day with some of the world’s leading semiconductor companies, engaging with
cutting-edge technologies and extremely high performance standards, is one of the major attractions of

working at Advantest. Through these experiences, employees can deepen their
knowledge and expertise and expand their own potential. ??

help our people grow. Advantest occupies an important position within

the semiconductor ecosystem. We support the quality and reliability of
semiconductor products, while the data and insights generated through
testing can also be applied to the development, design, and manufacturing
Processes.

As Advantest evolves beyond hardware to provide a broader range of
solutions encompassing software, services, and data utilization, the areas in
which employees can contribute—and the opportunities available to them—
will continue to expand.

Keith Our employees are Advantest’s most valuable asset. They drive
innovation and create the solutions that meet customers’ future needs and
enable the innovations of tomorrow.

In this way, Advantest can provide employees with unique opportunities
for growth. The ability to work every day with some of the world’s leading
semiconductor companies, engaging with cutting-edge technologies and
extremely high performance standards, is one of the major attractions of
working at Advantest.

Through these experiences, employees can deepen their knowledge and
expertise and expand their own potential.

Yoshimoto How do you translate these valuable experiences and
opportunities into the development of individual expertise and stronger
organizational capabilities?

Keith Hardwick
Chief Human Capital Officer (CHO)

Keith On-the-job training is extremely important. Particularly in technical
fields, employees develop their expertise by working alongside experienced
colleagues to address real customer challenges.

It is also important that the knowledge and experience gained by individuals is
shared across the organization. That is how we transform individual expertise
into organizational strength.

We are also expanding our collaboration with universities and research
institutions. Through internships, students can gain exposure to Advantest’s
technologies and solutions. Moreover, we work with universities to develop
curricula and provide opportunities for students to learn using Advantest
equipment.

These initiatives are not solely intended to recruit graduates to Advantest.
We also see great value in developing engineers who will go on to contribute
across the semiconductor industry, including within our customers’
organizations.

Urabe One of Advantest’s major strengths is that our engineers engage in
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problem-solving from the customer’s product development and design stages.

This proximity to customers is both a source of competitive advantage and an
important growth opportunity for our employees. The Board will continue to
examine whether employees around the world are being given the roles and
growth opportunities they need to aspire to become No. 1 professionals in
their respective fields.

Balancing Global Consistency with Regional Diversity

Yoshimoto As our organization expands globally, how do we balance
consistent global standards with respect for regional and individual diversity?

Urabe To earn the deep trust of customers around the world and deliver
greater value as an integrated test solutions company, our organizations,
functions, roles, and positions must be designed rationally regardless of
location and continuously reviewed as customers and markets change.

When people perform the same role, the responsibilities, expected outcomes,
and skKill levels associated with that role should, in principle, be consistent
regardless of the country or region in which they work. This requires us to
establish common, work-based principles and systems globally and develop
an integrated and systematic job architecture.

At the same time, working styles, business practices, legal systems, economic
conditions, and social and cultural environments differ by region. Employees

‘ ‘ Employees perform globally defined roles while living and working within the unique context of their
respective regions. Therefore, expectations for the role should be consistent,

while regional and individual diversity should be respected...Global consistency

and diversity are not mutually exclusive.?’

Toshimitsu Urabe
Outside Director
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perform globally defined roles while living and working within the unique
context of their respective regions.

We should therefore avoid imposing complete uniformity. Expectations for
the role should be consistent, while regional and individual diversity should be
respected.

Keith As our customers’ businesses become increasingly global, Advantest
must be able to support them consistently across regions. At the same

time, we must understand local cultures, business practices, and customer
relationships and respond in ways that are appropriate for each market.

Our future Human Capital model combines global functions such as the
Center of Expertise and HCBPs with Regional HC. We will strengthen globally
consistent systems and expertise, while Regional HC addresses the legal
requirements, cultures, labor markets, and business needs of each region.

| do not see regional diversity as an obstacle to global consistency. | see it as
one of Advantest’s strengths. Customer expectations and ways of working
differ from one region to another. It is precisely because we understand the
local culture that we can support customers more effectively in each market.

Our ability to access outstanding talent and knowledge from around the world
is another major advantage of being a global company.

Urabe Global consistency and diversity are not mutually exclusive. Success
depends on clearly distinguishing what should be common across the
organization and what should be tailored to regions and individuals.

Overview
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‘ ‘ We want to foster a virtuous cycle in which highly valued professionals
can thrive, contribute to enhancing corporate value, and, in turn, further
enhance their own value in the market.”’

As our workforce becomes more diverse, it becomes even more important
to clarify the values that everyone should share. INTEGRITY serves as the
foundation for these shared values. The professionalism required to achieve
No. 1 in one's area of expertise, and the willingness to respect different
cultures are both expressions of INTEGRITY.

| see Advantest as a company that has developed its own distinctive form
of globalization on the foundation of this corporate culture while adapting to
changes in customers and markets.

Keith INTEGRITY is not simply a slogan. It is the foundation for our day-to-
day decisions, leadership, and collaboration across teams.

We translate INTEGRITY into concrete behavior through recruiting,
onboarding, workshops for all employees, and leadership development
programs. Leaders, in particular, are expected to demonstrate INTEGRITY
through their own actions.

‘ ‘ If we become complacent, our growth will stop. One expression
frequently used by the management team is that we must remain
“humble and hungry.” 7’
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By maintaining a consistent global foundation while drawing on the strengths
and diversity of each region, we aim to execute a human capital strategy that
is distinctively Advantest.

Value Creation Develops People, and People Create

the Next Cycle of Value

Yoshimoto What is most important in connecting human capital with
competitiveness and sustainable value creation?

Urabe From the perspective of corporate management, human capital
strategy is a critical foundation for executing business and growth strategies.
From the employee’s perspective, work is more than a paycheck—it also
provides opportunities for self-fulfilment and for enhancing their expertise and
professional value in the broader talent market.

As a company grows, it creates new jobs, roles, and opportunities for
employees to take on challenges. Their growth, in turn, supports the
Company’s competitiveness and future growth. Creating this virtuous cycle of
value creation is one of the most important roles of Human Capital.

Keith Advantest currently holds the No. 1 position in the semiconductor test
system market. However, if we become complacent, our growth will stop.

One expression frequently used by the management team is that we must
remain “humble and hungry.”
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Being “humble” means not taking our No. 1 position for granted. Being
“hungry” means never being satisfied with the status quo, maintaining the
drive to improve, innovate, and grow.

It is particularly important when the Company is performing well for
management to continue communicating this mindset and encouraging
employees to go beyond the level we have already achieved.

Urabe The virtuous cycle connecting corporate growth and employee
growth does not continue automatically. As the business environment
changes, the work we do and the skills that create value today may no longer
do so tomorrow. The Company must therefore continue creating new growth
opportunities and roles and provide an environment in which employees can
develop in response to change.

The Company’s growth is also not supported only by employees working

in the most advanced technological fields. It is important to recognize roles
across the organization, including those that may be less visible than leading-
edge work. From the Board’s perspective, we want to continue asking
whether the management team is proactively responding to changes in the
business environment and pursuing opportunities for growth. At the same
time, we want to foster a virtuous cycle in which highly valued professionals
can thrive, contribute to enhancing corporate value, and, in turn, further
enhance their own value in the market.

Embedding Al into Organizational Capabilities to

Accelerate Value Creation

Yoshimoto Earlier, you discussed Al in the context of improving operational
efficiency. From a longer-term perspective, how should we think about the
relationship between Al, human capital, organizational capabilities, and value
creation?

Keith | do not believe Al will eliminate the need for people. Al supports and

Strategy Governance
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‘ ‘ ...this should not be framed as Al versus people...When Al is embedded appropriately as a resource, it
enhances the combined strength of our people and our organization. Our ability to achieve

this will be a defining factor in sustaining corporate growth and competitiveness

in the years ahead. ¥’

extends human experience, expertise, and judgment. That is why | encourage
employees to use Al actively to enhance their own capabilities.

By combining Al-enabled support with human experience, expertise, and
judgment, we can work more efficiently and create greater value.

Urabe As Keith noted, this should not be framed as “Al versus people.”
What matters is how we combine the strengths of Al and people.

From a management perspective, we must go beyond viewing Al simply as a
tool used by individual employees and instead consider it as a component of
organizational strength.

Traditional information technologies have primarily augmented human
thought and action and expanded what people can do. Al, by contrast, has
the potential to perform parts of the human thought process itself. We must
therefore move beyond the idea of people using Al simply as a tool. Rather,
“people + Al” should evolve business processes, knowledge accumulation,
and decision-making mechanisms, thereby enhancing the capabilities of the
organization as a whole.

For example, companies accumulate a great deal of knowledge over years of
experience, but much of it is limited to the individual employee. Al can help
turn this collective knowledge into an organizational asset that is accessible
across languages, cultures, and regions.

Of course, Al offers both opportunities and risks. Decisions based on Al-
generated output must be carefully validated, and we must also guard

Toshimitsu Urabe
Outside Director

against overreliance on Al. At the national and societal levels, some degree

of regulation will likely be considered alongside efforts to promote its use.

In business, however, | believe the starting point should be how to use

Al effectively. We must strengthen our people and our organization while
integrating technology, business strategy, human capital strategy, and
organizational design. This will enable us to maximize the positive effects of Al
while minimizing its negative impacts.

When Al is embedded appropriately as a resource, it enhances the combined
strength of our people and our organization. Our ability to achieve this will be
a defining factor in sustaining corporate growth and competitiveness in the
years ahead.

Yoshimoto Before we close, I'd like to reflect on what we've discussed today.
Today’s discussion has reaffirmed that human capital strategy is both a
foundation for executing business strategy and a critical management priority
for connecting employee growth with sustainable value creation.

[t has also highlighted the importance of strengthening the capabilities of our
people and organization on the foundation of INTEGRITY, while balancing
global consistency with regional diversity and integrating Al across the
organization. These points will be essential as Advantest pursues its next
stage of growth.

Thank you both for sharing your perspectives today.



