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Summary of Dialogue with Outside Directors and Institutional Investors 
 
This is an English translation of a summary of the dialogue conducted in Japanese. Please note 
that there may be some differences between this summary and the simultaneous English 
interpretation provided during the meeting. 
In addition, please note that the contents of this dialogue do not necessarily reflect the views or 
opinions of Morgan Stanley MUFG Securities Co., Ltd.   
 
[Date & time]  July 6, 2026, at 17:00-18:20 (JST)                
[Meeting format]  Online group meeting (FSC: Fireside Chat) 
[Moderator] Morgan Stanley MUFG Securities Co., Ltd.   

• Kazuo Yoshikawa, Analyst 
[Speakers]       Panasonic Holdings Corporation 

• Michitaka Sawada, Outside Director (Chairperson of the Board) 
• Shinobu Matsui, Outside Director 
• Keita Nishiyama, Outside Director 

 
Q: How do you assess the effectiveness of the Board of Directors of Panasonic Holdings 

Corporation? In addition, what qualitative and quantitative metrics do you consider most 
relevant for evaluating Board effectiveness? 

A (Michitaka Sawada, Outside Director): Before commenting on the effectiveness of the Board, 
I would like to first explain how I view Board effectiveness. I believe that the effectiveness of the 
Board lies in providing oversight of management and encouraging execution while maintaining 
sound governance. These will contribute to improved business performance and future 
expectations, which will ultimately lead to an increase in the share price. Enhanced effectiveness 
is not something that delivers immediate results within one or two years. What is important is to 
continuously enhance effectiveness with the aim of gaining recognition from the market through 
the accumulation of these efforts. In addition, since companies face various risks, defensive 
governance to prevent them from escalating into crises is also an important element of 
effectiveness.  
Next, I will explain how we assess the effectiveness of our Board. FY3/26 was a year of 
preparation to put the Company on a path toward improved business performance and future 
expectations. Specifically, as part of our Group Management Reform, we steadily implemented 
fixed cost reform and set the direction for the businesses with issues to strengthen our future 
profit base. In addition, to clarify the direction in which the Panasonic Group (hereinafter, 
Panasonic) should move forward, we held discussions on the Group Growth Strategy at Board 
meetings and advanced discussions from both the management reform and growth strategy 
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perspectives. Furthermore, regarding issues that could potentially become future risks, the 
Board raised the importance of identifying and addressing such issues as much as possible 
during the reform process and provided appropriate oversight. Looking back on FY3/26, my 
assessment is that the Board demonstrated a high level of effectiveness and fulfilled its role 
appropriately.   

 
Q: You mentioned an increase in the share price as one of the outcomes of Board 

effectiveness. Is it correct to understand that you place importance on share price and 
maintain a strong awareness of it?  

A (Michitaka Sawada, Outside Director): That is correct. This is not only my view, but also a 
shared view among the other Directors. In particular, Group CEO Kusumi is highly conscious of 
how the Company is perceived and evaluated externally. One of the key indicators of external 
evaluation is share price, and ultimately, market capitalization. Group CEO Kusumi leads the 
Company’s management with a strong awareness of how the Company is evaluated, including 
through share price and market capitalization, while incorporating the perspectives of external 
stakeholders. The Board also shares the same awareness and continues its discussions from 
the same perspective.   

 
Q: Following the 2025 General Meeting of Shareholders, for the first time in the Company’s 

history, Outside Directors became the majority of the Board and Outside Director Sawada 
was appointed as Chairperson of the Board. How have these changes affected the way 
discussions are conducted and the topics discussed at the Board? 

A (Shinobu Matsui, Outside Director):  
Since I became an Outside Director in 2021, our Board meetings have been a place where 
active discussions take place. Open and candid discussions were held not only among Directors 
but also with Audit & Supervisory Board Members. That said, after the transition to a holding 
company system in 2022, I had the impression that there was a period of trial and error regarding 
the ideal form of the Board. Today, it has evolved into a Board suitable for a holding company 
looking across the entire Group. As a result, we are now able to focus our discussions more on 
important Group-wide themes, such as the business portfolio, the profile of future leaders, and 
the ideal form of the holding company system. In addition, with Outside Director Sawada 
appointed as Chairperson of the Board and Outside Directors constituting a majority of the Board, 
greater emphasis has been placed on incorporating external perspectives into agenda setting 
and allocation of discussion time. The addition of objective perspectives from Outside Directors 
has further enhanced the quality of discussions at the Board.  

A (Keita Nishiyama, Outside Director):  
I was appointed as an Outside Director in 2023. I witnessed significant changes in the Board. In 
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general, Board agendas can be broadly categorized into two types: operational matters and 
strategic matters. While both are important, at many companies, operational matters tend to 
account for a significant portion due to the many routine matters required to be discussed at 
Board meetings based on internal criteria. This tendency is particularly strong among large 
companies. At our Board, however, I believe we are able to place greater emphasis on 
discussions regarding strategic matters. In addition, there are more opportunities for interactive 
discussions between Outside and Inside Directors, as well as with other inside executives, 
including presidents of operating companies. Previously, discussions tended to be more one-
directional, with the executive side primarily listening to the opinions of Outside Directors. 
However, for strategic agendas, each participant presents their own perspectives and ideas, 
enabling deeper and more interactive discussions. Another significant change since Outside 
Director Sawada was appointed as Chairperson of the Board is that the annual plan for Board 
operations, including what topics should be discussed and when, can be determined with the 
Outside Director -- serving as Chairperson -- taking the lead in the process. In addition, it is 
important that risk-related information is reported to the Board in a timely manner and with 
sufficient quality. Outside Director Sawada has consistently emphasized this point since 
becoming Chairperson, and executive management has responded appropriately to these 
expectations.  

A ( Shinobu Matsui, Outside Director):  
Another significant change is that proposals that are still under development are now being 
presented to the Board. Previously, my impression was that proposals were presented only after 
they had been thoroughly discussed and finalized by executive management, and the Board’s 
role was to discuss and approve them. Today, however, there are cases where proposals are 
presented while there are still differing views within the executive side. This has enabled Outside 
Directors to become more deeply involved in the decision-making process, resulting in higher-
quality discussions. The fact that proposals are sometimes sent back for further consideration 
or not approved is, in my view, evidence of sound governance. 

 
Q: Regarding the formulation and execution of the Group Management Reform announced 

in February 2025, and the formulation of the Group Growth Strategy announced in May 
2026, what advice did you provide and how were you involved as Outside Directors?   

A (Keita Nishiyama, Outside Director): 
As an Outside Director, there were three areas where I made conscious efforts to engage with 
the executive side.  
The first was to convey a strong sense of crisis. Although the Group was profitable at that time, 
many Outside Directors recognized that the Company needed to address its situation with a 
sense of crisis.  
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The second was to revisit our approach to the existing three growth areas. At that time, we had 
identified three growth areas, including automotive batteries. While it is understandable that a 
commitment should be followed through once made, given the significant changes in the 
business environment, it is also important to change direction when necessary. In making this 
major management decision, I believe Outside Directors played a role in encouraging 
executives to move forward with this decision.       
The third was to emphasize the importance of taking a Group-wide perspective. Under the 
holding company system, each operating company tends to operate within its own area of 
responsibility. As a result, a cross-business perspective may become insufficient. Recognizing 
the need for a Group-wide perspective that transcends individual businesses, including cost and 
strategic aspects, I repeatedly emphasized its importance. The capital market has consistently 
asked us to clarify our vision. Simply adding up individual explanations of each operating 
company does not answer this question. We need to answer this from a Group-wide perspective 
– what does the total Group aim to achieve, and what value does it aim to provide? I believe this 
point is particularly important, and I have continued to raise this issue at the Board.                

A ( Shinobu Matsui, Outside Director):  
In the past, the Company undertook numerous structural reforms: however, these efforts did not 
lead to sustainable growth. Therefore, determined not to repeat the same pattern this time, we 
approached discussions on the Group Management Reform with healthy skepticism. This time, 
we have been squarely addressing the need to clarify our vision as a company, rather than 
allowing the reform to end merely as an organizational change or a cost reduction measure. 
While this was not an easy task, Group CEO Kusumi was strongly determined not to leave this 
issue to the next generation. Previous management has also continued to address the 
challenges associated with being a conglomerate. However, Group CEO Kusumi has clarified 
the direction of the Company’s future vision, implemented structural reform based on that 
direction, and formulated the growth strategy.   
In addition, under the philosophy of autonomous responsible management, operating 
companies became increasingly focused on their own businesses, and in some respects, this 
limited the Group’s ability to fully leverage its collective strengths. Bringing a Group-wide 
perspective to Panasonic is not an easy task. However, through this reform, a new approach to 
managing the Group as one team, including operating company presidents, is gradually being 
established. Furthermore, by positioning FY3/26 as a critical year for advancing reform, we 
temporarily suspended some regular Board agenda items to focus discussions on structural 
reform and the growth strategy. I believe it was highly positive that we were able to advance the 
reform with a sense of speed while also evolving the way the Board operates.          

A (Michitaka Sawada, Outside Director):  
Recognizing that not completing this Group Management Reform could result in losing the 
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confidence of the capital market, the Board oversaw the reform process with a strong sense of 
urgency. A reform of this nature should not be prolonged unnecessarily; it is important to 
complete it within the designated timeframe. Therefore, we monitored progress on a monthly 
basis, checked whether any major issues had emerged, and discussed how to address them. 
We continued these discussions and provided oversight throughout the process. While the 
ultimate outcomes of the reform will become evident in the future, I believe that throughout 
FY3/26, the Board was able to effectively exercise its oversight function.  
In addition, the Board placed significant emphasis on discussions regarding the announcement 
of the Group Growth Strategy. The Company has always taken a very diligent approach to 
communication, with a tendency to include detailed information in its materials. However, from 
the perspective of communicating effectively with the capital market, simply presenting 
information is not sufficient to convey a compelling message. Therefore, we repeatedly 
discussed the content of the announcement materials at the Board, made revisions, and refined 
them into their final form. Regarding how we communicate our reform externally and ensure that 
it is properly understood by the capital market, I feel that we made considerable efforts 
throughout the past year. 

 
Q: Regarding the review of the business portfolio, what role has the Board played in 

providing advice and exercising oversight? 
A (Michitaka Sawada, Outside Director):  

The most important thing in advancing business portfolio management is to first clarify the 
Company’s vision, before discussing individual businesses. This time, rather than starting with 
discussions on individual businesses, the Board started with the fundamental question of what 
kind of company we should aim to become. Based on this foundation, we then built upon the 
discussion by addressing topics such as setting the direction for businesses with issues. 

A (Keita Nishiyama, Outside Director):  
I believe that the Board played a role in encouraging management to make important decisions 
regarding business transfers and restructuring. For instance, business restructuring requires 
difficult trade-off decisions about what to give up and what to gain. Therefore, from the executive 
management’s perspective, there are often challenging situations in determining how far to 
compromise and which conditions must be maintained. By discussing at the Board what must 
absolutely be protected and what areas could be addressed flexibly, I believe we were able to 
support the executive side in making important decisions. In addition, the advice provided by 
Outside Directors based on their diverse experiences across various industries was another 
important role played by the Board in revising the business portfolio. 
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Q: How do you evaluate the leadership of executive management, particularly Group CEO 
Kusumi, in driving the Group Management Reform? 

A (Shinobu Matsui, Outside Director):  
There are three main reasons why I highly value Group CEO Kusumi’s leadership.  
The first is that he maintains a consistent direction in management. While he places great 
importance on the founder’s philosophy, he is not simply following past approaches. Rather, he 
reinterprets the philosophy based on the current environment surrounding the Company and 
applies it in a way that is relevant today. I believe his strength lies in maintaining a clear 
management philosophy while adapting it to the needs of the Company today. 
The second is his determination to make and execute difficult decisions, even when they involve 
significant sacrifice. The personnel optimization implemented this time was likely one of the most 
difficult decisions for a Group CEO to make. However, once he determined that it was necessary 
for the future of the Company, he made the decision with full resolve and took the lead in fulfilling 
his accountability to explain it to stakeholders.  
The third is his strong commitment to completing the reform during his own tenure and passing 
on a transformed Panasonic to the next generation. He has a strong sense of responsibility not 
to leave the challenges he has experienced to future leaders. 

A (Michitaka Sawada, Outside Director):  
If Panasonic cannot change under Group CEO Kusumi’s leadership, I believe it would be difficult 
for us to achieve significant change in the future. This reflects the high regard I have for Group 
CEO Kusumi’s capabilities leading the Company. Group CEO Kusumi is open in his 
communication with Outside Directors as well as internal executive members. He openly shares 
his thoughts and encourages free and active exchanges of opinions. In the past, I believe there 
were psychological barriers within the Company, such as people hesitating and wondering, “Is 
it appropriate to say this?” However, Group CEO Kusumi has worked to remove such barriers 
and create an environment where candid discussions can take place. In addition, similar to 
Outside Director Matsui’s comment, I feel that Group CEO Kusumi has a strong determination 
to transform Panasonic during his own tenure and hand it over to the next generation in a better 
form. 

 
Q: The Company will enter a growth phase from this year.  

Outside Director Nishiyama has been involved in the formulation and execution of 
Japan’s industrial policies at the Ministry of Economy, Trade and Industry for many years 
and has considered the impact of digitalization and AI on industries. As AI becomes 
increasingly implemented in society, what are your thoughts on Panasonic’s future 
management direction, growth opportunities, and potential risks, beyond the Devices 
area?   
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A (Keita Nishiyama, Outside Director): 
In announcing the Group Growth Strategy in May 2026, the Company presented its vision of 
supporting “AI infrastructure” and “social operations.” My understanding is that the overall 
global industrial structure is beginning to be reorganized around AI, forming an “AI value chain.” 
Against this backdrop, this announcement provided an answer to the question of what kind of 
company Panasonic aims to become. With the AI foundation models positioned at the center, 
“AI infrastructure,” including data centers, represents the upstream part of the value chain. 
Conversely, when applying foundation models practically in real-world settings, it is necessary 
to develop specific inference models and combine them with products and services. “social 
operations” is positioned in this area.  
In particular, “social operations” is still a developing field, but it should ultimately become an 
area where AI is implemented in society. One clear example of this is Blue Yonder. The company 
has been working to transform its service offerings into cognitive solutions and is advancing the 
evolution toward services utilizing AI agents. What is important is that through these concrete 
initiatives within the Group, other businesses within Panasonic can learn how AI-agent-based 
services actually function and what kinds of challenges and opportunities arise.  
Furthermore, while “AI infrastructure” and “social operations” may appear to be separate areas 
at first glance, they share a fundamental commonality. Both represent an evolution away from 
simply selling products toward creating value for customers through services. Through this 
process, the integration of hardware and software is finally beginning to materialize. Looking 
ahead, “orchestration” will become increasingly important for future growth. This means 
integrating multiple products and services and delivering them as comprehensive value that is 
meaningful to customers. By creating an environment where cross-business discussions are 
embedded in the way we operate, the Company will be better able to create value through 
orchestration. At the same time, this represents not only a significant growth opportunity but 
also a major challenge to take up. Unless the Company can build business operations and 
organizational capabilities based on AI, it will not be able to realize value creation through 
orchestration. Such capabilities will not emerge naturally; they must be intentionally and 
continuously developed. 

 
Kazuo Yoshikawa, Analyst 

When I first heard that the Company would hold an Investor Day on AI infrastructure in June 
2026 and another Investor Day on the Solutions area in December 2026, I initially assumed that 
the Company was simply planning to explain the businesses with stronger performance first. 
However, after listening to your explanation, I now realize that there is a logical sequence behind 
this approach: explaining AI infrastructure — which represents the upstream layer of the AI value 
chain — first, followed by social operations.  
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A (Keita Nishiyama, Outside Director): 
The members responsible are taking a thoughtful and strategic approach to preparing for it. 
When you hear the Investor Day presentation in December, I believe you will be able to better 
understand the intent behind this strategy. 

A ( Shinobu Matsui, Outside Director):  
One of the challenges in realizing “orchestration” is building the necessary organizational 
capabilities. Outside Directors have many opportunities to visit business sites including factories, 
and we often have discussions with the heads of business divisions. Through these interactions, 
what I have seen is that the Company has many highly capable people. However, in the past, 
collaboration among these talented individuals and organizations was often limited, and the 
Company had not yet reached a point where they could come together as one to create 
businesses in a way that would enable orchestration. Today, however, a greater sense of unity 
is emerging across the Company, beginning at the management level. Presidents of operating 
companies are now able to engage in discussions with each other about how to achieve 
orchestration. This change may not be visible externally, but it is clearly taking place within the 
Company. The challenge going forward is whether this change can be embedded more broadly 
across the organization and translated into tangible business results. 
Strengthening collaboration and unity across organizations is not the objective itself. The 
question now is whether we can leverage these changes to create concrete outcomes and 
results.  

 
Q: The Company is entering a growth phase and plans to invest 500 billion yen over the next 

three years （FY3/27-FY3/29） in businesses supporting AI infrastructure. In the past, 
there were cases where large-scale investments made after cost reductions did not lead 
to the expected growth of priority businesses. How will the Company ensure that it avoids 
repeating a similar situation this time? During this growth phase, what will be your key 
focus in providing advice and exercising oversight as Outside Directors? 

A (Keita Nishiyama, Outside Director): 
There are several important factors that will be key to achieving the expected results during the 
growth phase.  
The first is the issue of capabilities. Even if new AI-driven growth opportunities emerge, in order 
to provide value to customers not only by selling products but also through services and 
solutions, the Company needs to further mature its organizational capabilities. Therefore, it is 
important to enhance these capabilities, including by leveraging talent from both inside and 
outside the Company who can create new value. 
The second is the ability to respond to changes in the AI landscape. The pace of AI evolution is 
extremely rapid, and it is difficult to accurately predict what the future will look like. The Company 
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needs to operate its businesses based on the assumption that unforeseen changes will continue 
to emerge. To do so, it is important to continuously envision possible future scenarios, update 
our understanding, and share that awareness throughout the organization. This is required not 
only of top management but also of leaders on the front lines. We are entering an era where it 
is no longer sufficient to simply establish a plan and execute it as planned. 
The third is the ability to create value through the global sharing of knowledge and experience. 
The key question is whether talent with deep expertise can exchange ideas effectively, learn 
from each other, and create new value through collaboration.  
The fourth is changing the way we think about profitability. Historically, discussions have focused 
primarily on how to reduce costs. However, in the future growth phase, the key will be how to 
enhance profitability. Improving profitability does not mean simply selling the same products at 
higher prices. Rather, it means creating new value and receiving appropriate returns for that 
value. For example, if orchestration enables the Company to combine various products and 
services to create new value propositions, this could result in services that did not previously 
exist. The Company needs to consider what value customers perceive in these services and 
determine what pricing models are appropriate for that value. The ability to create value 
propositions and establish pricing strategies is itself a capability, and it will become an important 
source of competitiveness going forward. 

 
Q: My next question is about capital allocation. In the past, discussions on business 

portfolio management have focused primarily on business divestitures. Going forward, 
as the Company aims for growth, M&A could also become an option to strengthen the 
areas of focus. Do you believe that the Board is engaging in sufficient discussions on 
capital allocation and investment?    

A (Michitaka Sawada, Outside Director): 
We positioned FY3/26 as a year of preparation for the execution of our Growth Strategy. The 
Board held sufficient discussions on capital allocation covering the period through FY3/29. 
However, looking beyond FY3/29, I recognize that further discussions will be needed. Going 
forward, particularly in the next phase of growth, it will be critical to determine how we should 
make proactive investments to support growth. The Board recognizes capital allocation as an 
important theme and will continue to engage in discussions on this topic. The business 
environment is changing at an extremely rapid pace, and simply taking a cautious approach will 
not be sufficient. We need to make timely decisions on necessary investments.  

 
Q: Five years have passed since Group CEO Kusumi took office in 2021. As Outside Director 

Matsui serves as Chairperson of the Nomination Advisory Committee, what qualities and 
capabilities are required of the next-generation leader of Panasonic? 
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A ( Shinobu Matsui, Outside Director):  
This is not simply about selecting a successor. It is an area that requires systematic preparation 
across multiple time horizons, including how to respond in the event of unforeseen 
circumstances. We are advancing succession planning based on various time horizons and 
scenarios. Based on this perspective, there are three qualities required of the next-generation 
leader. 
The first is the ability to remain flexible in responding to change while maintaining a clear and 
consistent set of principles. We place great importance on the underlying philosophy that has 
remained unchanged since our founding: to realize “an ideal society with affluence both in matter 
and mind.” This is consistent with our current direction toward AI infrastructure and social 
operations. However, it is not enough to simply preserve this philosophy; we must continue to 
evolve it in response to changing times. Therefore, we need leaders who can adapt flexibly to 
necessary changes while also having a clear and unwavering set of principles. 
The second is the ability to lead people and organizations. We are a large corporate group, and 
it is essential to build a strong management team that transcends boundaries between the 
holding company and operating companies, as well as among operating companies themselves. 
This requires strong character and leadership, along with the ability to bring together diverse 
talent and drive the organization forward. 
The third is curiosity toward change and the ability to translate that curiosity into a vision. The 
pace of change in global affairs and technology is extremely rapid. It is important for leaders to 
be sensitive to these changes, anticipate emerging trends, and translate them into business 
direction and a vision for the future. 
At the Nomination Advisory Committee, we are advancing succession planning in a structured 
manner by considering a broad range of talent regardless of age. We regularly meet with leaders 
responsible for various functions and discuss topics such as whether certain individuals should 
gain experience in different business areas or whether they should gain operational experience 
in addition to their functional expertise. We are developing future leaders by providing them with 
challenging assignments and demanding experiences. Identifying and nurturing next-generation 
leaders is one of the important roles of the Nomination Advisory Committee, and we will continue 
to manage the succession planning process rigorously. 

A (Michitaka Sawada, Outside Director): 
The next-generation leader needs to have the ability to discern what should be changed and 
what should be preserved as times change. Of course, it is important to value the Company’s 
philosophy and manage the Company accordingly. However, this alone will not be sufficient to 
achieve future growth. Society, markets, and technology are evolving rapidly, and we need 
leaders who can anticipate these changes, envision the future, and determine the direction the 
Company should take. As the Company enters the growth phase, with solutions and services 
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accounting for a larger portion of our business, it will no longer be sufficient to simply 
manufacture high-quality products and sell them as we have done in the past. Not only the CEO, 
but also the management team and employees on the front lines, need to expand their roles 
and perspectives. In a changing environment, next-generation leaders are required to 
continuously expand their capabilities and scope of responsibility. This requires the ability to 
transform oneself while also discerning what should be changed and what should be preserved. 
Through many discussions and interviews with next-generation leader candidates, I have been 
looking for individuals who can broaden their perspectives beyond their current roles. There are 
many promising leadership candidates within the Company, and Group CEO Kusumi is fostering 
an environment where such talent can grow and thrive. 

A (Keita Nishiyama, Outside Director): 
There are many people, not only external hires with specialized expertise but also those who 
joined the Company as new graduates and have built their careers internally, who are able to 
question internal assumptions and challenge conventional ways of thinking. The presence of 
such talent is a significant strength in driving future transformation. 

 
Q: In the previous year’s Integrated Report 2025, you described one of Panasonic’s 

challenges as follows: while Panasonic has many highly capable people, they tend to 
organize and summarize the discussions once they reach a certain point, rather than 
deepening the discussion and exploring different perspectives. Has this situation begun 
to change? 

A (Michitaka Sawada, Outside Director): 
Yes, I believe it is improving. Since I became an Outside Director in 2020, I have recognized 
that Panasonic has many highly capable and diligent people. At the same time, I observed that 
they tend to try to incorporate every relevant element. When too many elements are included, 
the discussion can lose focus, making it difficult to see what the Company should ultimately 
prioritize. In some cases, the process of creating a well-organized conclusion itself could 
become the objective. Going forward, we need to adopt an approach with greater focus and 
prioritization — being sharper, simpler, and bolder in taking action. 
In the past, there were various constraints and invisible barriers within the Company. However, 
under Group CEO Kusumi’s leadership, many of these barriers have been removed. As a result, 
the Company is gradually shifting away from simply summarizing discussions into a well-
organized conclusion, toward placing greater emphasis on translating those discussions into 
concrete actions and delivering results. 

 
Q: How do you view the new compensation scheme, including the introduction of 

performance-based stock compensation? Do you believe that the new compensation 
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structure functions effectively as an incentive system? In addition, while some Japanese 
companies are expanding the scope of performance-based stock compensation, is this 
something that you may consider in the future? 

A ( Shinobu Matsui, Outside Director):  
The most important point in this revision was the pay mix among base compensation, short-
term incentive (STI), and long-term incentive (LTI). In particular, we placed strong emphasis on 
increasing the proportion of STI and LTI, with the aim of changing the compensation mix for 
Directors and Executive Officers to a 1:1:1 ratio. For the Group CEO, this ratio has reached 
1:1:2. The background behind this compensation structure is our strong sense of urgency that 
the Company has not received sufficient recognition from the stock market over the past 20 
years. The revision represents a strong message of our commitment to more closely link 
management compensation with market valuation and align the interests of management with 
those of shareholders. Furthermore, in line with the execution of the Group Management Reform, 
when comparing the standard compensation levels before and after this revision, the overall 
level of total compensation remains the same. As a result, the amount of base compensation 
has been reduced. Some may view the reduction in base compensation as a certain degree of 
sacrifice. However, all Directors and Executive Officers are fully committed to enhancing 
corporate value, and I believe that this compensation revision will have a significant effect. 

A (Michitaka Sawada, Outside Director): 
It would be desirable to further expand the scope of stock-based compensation in the future. As 
a step in this direction, we have introduced restricted stock compensation for Outside Directors.  
Directors are entrusted by shareholders and must always remain conscious of the shareholders’ 
perspective. Therefore, it is important to have a compensation system that aligns incentives with 
share price performance and corporate value. At the same time, the Board has a responsibility 
to oversee management from an independent perspective. If the proportion of stock-based 
compensation becomes excessively high, there is a possibility that the objective perspective 
expected of Outside Directors could be compromised. After carefully considering this balance, 
we should continue to further promote value sharing with our shareholders. 
The same applies to employees. It is important for employees to be aware of how the Company 
is evaluated by the stock market and to carry out their work with that awareness. Going forward, 
I believe that we should consider expanding the scope of performance-based stock 
compensation to a broader group of employees. 

 
 
Q: Finally, I would like to ask for your message to the stock market and investors. In addition, 

how do you view the strengths and potential of Panasonic that have not yet been fully 
recognized by the stock market? 
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A (Keita Nishiyama, Outside Director): 
The capital market is an important stakeholder for the Company. At the Board, we have spent 
considerable time discussing from various perspectives what the capital market is asking of us 
and what messages we should communicate in response. I am truly grateful for this opportunity 
to have this dialogue today. After many years of facing challenging conditions in terms of both 
share price and business performance, I believe that the Company is now beginning to identify 
three new strengths through these difficult experiences.  
The first is cost competitiveness. In the Smart Life area, we are building a framework that 
enables us to win in a highly competitive environment. I recognize that the Company is on its 
way to becoming more capable of competing effectively in the global market, including through 
the approach that Group CEO Kusumi refers to as “global-standard cost.”. 
The second is that we are beginning to see a clear path to winning for future growth. This is not 
about individual products, but rather about developing a clear direction on how to generate 
profits and build competitive advantages through the combination of hardware and services. 
This is also why the cross-business initiatives that we have discussed at the Board are becoming 
increasingly meaningful. By creating new value through collaboration among businesses, we 
are beginning to see the potential to connect these efforts to a path to winning. 
The third is cultural transformation. Our corporate culture has begun to change significantly 
through the cultural transformation initiatives at Panasonic Connect. Employees across the 
Company are witnessing these changes firsthand, and this transformation is beginning to 
influence other parts of the Company as well. Through years of challenges and difficult 
experiences, the Company is beginning to develop new strengths: cost competitiveness, a clear 
path to winning, and cultural transformation. In addition, we are clearly seeing more employees 
who think independently and take proactive action rather than simply following conventional 
practices. These individuals are gradually being appointed to key roles. These changes cannot 
be fully illustrated in financial results materials or other disclosure documents, and they are 
difficult for external stakeholders to see. This is why I greatly appreciate this opportunity today 
to communicate these changes at Panasonic to shareholders and investors. 

A ( Shinobu Matsui, Outside Director):  
Panasonic has significant upside potential. In particular, there is substantial room for 
improvement from a cost perspective. We are truly a very diligent Company, with a strong 
tendency to approach each task carefully and thoroughly. What we need now is to make a clear 
decision on what not to do. If the employees can focus on the priorities, there is significant 
potential to improve productivity.  
As for the Board itself, it has evolved significantly over the five years since I became an Outside 
Director. When the Board changes, operating companies change, and organizations change as 
well. These changes will spread throughout the entire Group. Since there are approximately 180 
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thousand employees at Panasonic, it may take some time for every part of the organization to 
change. However, I feel that momentum for Group-wide change is already building.   
Furthermore, our technological capabilities and product quality are at an extremely high level. 
Each individual employee is also highly capable. When management direction becomes unclear, 
the employees’ significant efforts may not translate into results. However, when management 
direction is clearly defined, priorities become clearer, allowing each employee to fully 
demonstrate their capabilities. When this happens, the probability of accomplishing our current 
Growth Strategy will further increase.            

A (Michitaka Sawada, Outside Director): Panasonic truly has tremendous potential. Going 
forward, it is important for the Company to act more boldly and focus on its priorities, while 
having the courage to take bold steps without being overly constrained by the past. If we can 
achieve this, I am confident that Panasonic can evolve to the next stage. I hope you will look 
forward to the evolution of Panasonic as it enters a new chapter.   

 
(End) 
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Disclaimer Regarding Forward-looking Statements 
 
This document includes forward-looking statements about Panasonic Holdings Corporation (the "Company") and 
its Group companies (the "Panasonic Group"). To the extent that statements in this document do not relate to 
historical or current facts, they constitute forward-looking statements. These forward-looking statements are based 
on the current assumptions and beliefs of the Panasonic Group in light of the information currently available to it, 
and involve known and unknown risks, uncertainties and other factors. Such risks, uncertainties and other factors 
may cause the Panasonic Group's actual results, performance, achievements or financial position to be materially 
different from any future results, performance, achievements or financial position expressed or implied by these 
forward-looking statements. The Company undertakes no obligation to publicly update any forward-looking 
statements after the date of this document. Investors are advised to consult any further disclosures by the Company 
in its subsequent filings under the Financial Instrument and Exchange Act of Japan (the "FIEA") and other publicly 
disclosed documents. 
 
The risks, uncertainties and other factors referred to above include, but are not limited to, economic conditions, 
particularly consumer spending and demands for corporate capital expenditures in the major markets including, but 
not limited to, the Americas, Europe, Japan, China and other Asian countries as well as changes of demands for a 
wide range of electronic products & parts from the industrial world and consumers in various regional markets; 
excessive currency rate fluctuations of the U.S. dollar, the euro, the Chinese yuan and other currencies against the 
yen having an impact on costs and prices of the Panasonic Group’s products & services as well as certain other 
transactions that are denominated in these foreign currencies; increased costs of or limitations on raising funds, 
because of changes in the fund raising environment including interest rate fluctuations; current or future political or 
social trends in and outside Japan or changes in rules & regulations of international trade, commerce, R&Ds, 
production or sales having impact on the Panasonic Group or the business activities in its supply chain; introduction 
or enhancement of rules & regulations or abolition or reduction of tax benefit or subsidy related mainly to the 
environment issues including the climate change as well as to responsible supply chain (in terms of human rights, 
labor, health & safety global environmental conservation, information security, business ethics and others); 
increased costs resulting from a leakage of customers’ or confidential information from IT systems of the Panasonic 
Group or its supply chain or business suspension caused by  unauthorized access, cyberattacks or any other form 
of malicious actions on the IT systems or from vulnerability of network-connected products; failure to secure or 
retain enough workforces to execute its business strategy; failure to retain its competitiveness in a wide range of 
products & services or in major countries & regions; failure to produce expected results in alliances with other 
companies or M&A (mergers & acquisitions) activities; failure to produce expected results in current or future 
business transformations of the Panasonic Group; occurrence or lengthening of disruptions in its supply chain or 
logistics for or price hikes in parts & materials; downward price pressure or decrease in demands for the products 
at a level that can be offset with efforts by the Company; failure to respond to future changes in the market needs 
with technological innovations or to timely utilize new technologies such as AI (Artificial Intelligence); increased 
costs or losses caused by occurrence of events such as compliance violations (including those related to human 
rights or labor issues) or serious health & safety accidents in workplaces; increased costs or losses resulting from 
any defects or quality frauds in products or services of the Panasonic Group; infringement by third parties of 
intellectual property owned by the Panasonic Group or restrictions on the use of intellectual property owned by third 
parties; administrative/criminal penalties or compensations/damages claims resulting from violations of laws and 
regulations; large-scale natural disasters, global pandemics of infectious diseases, terrorism or wars; fluctuations 
in market prices of securities and other financial assets in which the Panasonic Group has holdings, excessive 
fluctuations of valuation of non-financial assets, including property, plant and equipment, goodwill and deferred tax 
assets, or changes or tightening of accounting policies or rules; The factors listed above are not all-inclusive and 
further information is contained in the most recent English translated version of the Company’s securities reports 
under the FIEA and any other documents which are disclosed on its website. 


