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Initiatives in Al and its utilization in technology strategy

Group CTO Message

Building on Panasonic’s
manufacturing heritage
to unlock new value
through Al

Tatsuo Ogawa

Executive Officer
Group Chief Technology Officer
(Group CTO)

The Panasonic Group is committed to its mission of realizing an ideal society
with affluence both in matter and mind, and aims to make people’s lives more
convenient, prosperous, and better through its business activities. This philoso-
phy remains the foundation of our business and technological development
today. In recent years, we have been advancing R&D with the aim of contribut-
ing to two urgent issues: solving global environmental issues and ensuring each
customer’s lifelong health, safety and comfort.

As Group CTO, responsible for technology development, environment, and
intellectual property across the entire Panasonic Group, my job is to support
these efforts from the technical side, and to increase the likelihood of achieving
our mission by collaborating with the technical departments of each company.

With regard to solving global environmental issues, at present the activities
under Panasonic Green Impact (PGlI), our Group-wide environmental initiative
spanning businesses, technologies, and operating sites, are working effectively
and have yielded measurable results. This integrated report (p33-37) covers
PGI's progress and future priority initiatives, including international standardiza-
tion, international outreach, raising public awareness of avoided emissions, and
leveraging intellectual property to reduce CO2 emissions. It also covers Panaso-
nic Holdings’ direction for new technology development, as well as the on-the-
ground initiatives that have been built up over time at each business site.

With regard to ensuring each customer’s life-long health, safety and com-
fort, believing that the use of Al will play a major role in this, we have begun
working with the operating companies to explore ways to consider, from both a
technological and Al perspective, how to improve the quality and safety of
finished products and services, and how to create systems that allow users to
continue using them with peace of mind.

Our aim is not R&D for its own sake, but to implement technology in society
to contribute to a better life with reduced environmental impact. Going forward,
we will continue our efforts to contribute to solving global environmental issues
and to each customer’s life-long health, safety and comfort. To this end, we will
tenaciously pursue R&D with practical implementation in mind, while engaging
in ongoing dialogue with the operating companies on key issues such as pro-
posals for new technologies and services.

The rapid advancement of Al utilization in society has led to improvements
in operational efficiency in cyberspace. Furthermore, it is expected that this will
progress even further through the use of CPS (Cyber-Physical System) and
physical Al, which feed these results back into the real world.

The strength of Japanese manufacturers, including the Panasonic Group,
lies in the tacit knowledge and quality assurance processes cultivated at pro-
duction sites. Incorporating these kinds of knowledge and processes into Al
may make it possible to differentiate ourselves from other countries and create
new value.

Starting this fiscal year, Akira Sakakibara became Group CAIO (Group
Chief Al Officer), which is expected to drive more effective Al utilization and
value creation initiatives.

Please look forward to the continued evolution of the Panasonic Group’s
technological capabilities.

Towards Al-powered business
transformation

Akira Sakakibara

Executive Officer
Group Chief Al Officer
(Group CAIOQ)

In April 2026, Panasonic Holdings created the position of Group CAIO to lead
the Group-wide acceleration of Al utilization to address customer challenges
and improve internal operations, and | was appointed to that role.

Previously, as CTO of Panasonic Connect Co., Ltd., | was involved in
modernizing R&D and promoting technological synergies in our collaboration
with Blue Yonder, a company that expands supply chain solution businesses on
a global scale, as well as expanding into the SaaS business. | have also accu-
mulated knowledge through practical experience in the highly specialized fields
of Al and agile software development.

Going forward, | will lead Al-driven business transformation while further
advancing the formulation of Group-wide Al strategy, Al technology develop-
ment, and internal Al implementation across the Panasonic Group—with the
goal of expanding its hardware, software, and solution businesses.
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Utilization of Al to create a sense of purpose in life and work

With the aim of “creating meaningful time,” the Panasonic Group is advancing initiatives to use sensors and Al to
visualize and analyze the tacit knowledge and improvement know-how cultivated in the Gemba (work site). The
Gemba CPS 1.0 technology supports the balance between quality and productivity at the workplace by creating
a continuous feedback loop between the physical workplace (Gemba) and cyberspace. It has been deployed at
many sites to date, delivering results such as improved work efficiency and more sophisticated planning opera-
tions. The background to the system is that we were able to continuously monitor work activities and the status
of processes by analyzing data from cameras and various sensors through the use of Al. This led to a common
data platform as well as the accumulation of know-how to support improvements at the Gemba. Based on the
insights gained from this Al-driven visualization and analysis, in 2025 the system evolved into Gemba CPS 2.0,
which aims for overall optimization across multiple processes. In this version, Al agents trained based on past
cases and Gemba know-how support on-site decision-making and enable the redesign of business processes
themselves by interacting with people and providing guidance on directions for improvement.

Going forward, we will expand the application of this system to a wide range of fields, including not only
manufacturing but also service industries and essential work, aiming to reduce the burden on workers,
improve safety, and maximize the time they can spend creating value. We will refine this Gemba CPS 2.0 into
an infrastructure technology that supports the way people work and contributes to the realization of Decent
Work—work that is fuffilling, humane, and worth doing.

*Gemba Cyber-Physical System (CPS): Using loT and Al to connect cyberspace (virtual space) and physical space to carry out smart field
operations

Gemba CPS 2.0 (Feedforward System)

Gemba Smart Operations: Streamlining and support of entire field processes and
optimization of operations using Al agents and extensive data

Al Agents (expert)

Gemba Intelligence

Kaizen Challenges Planning

‘ Flexible Al ‘ ‘Learning Models‘

Maintenance I Safety I Design

‘Gemba Database‘ ‘ Agents ‘

Anomaly Resource

1 Support Optimum
| Worker Data Operations Through

(Movement, Physical, Dialogue with Users

Facility & All-process Data

Psychological) Throughout Gemba

Prevent Wasteful Practices while in Dialogue & Collaboration with Agents

Evolution from 1.0, where Kaizen was left entirely to people, to 2.0, where continuous dialogue with Al agents
enables Kaizen in the field, not just in individual instances but with overall optimization.
*Feedforward System: A system that proactively incorporates lessons learned in the Gemba into design and planning

Manufacturing that supports Al infrastructure

The Panasonic Group already provides energy-saving and heat- controlling devices to address the heat-gen-
eration challenges of increasingly high-density data servers. Such devices include our SP-Cap conductive
polymer aluminum electrolytic capacitors, MEGTRON multi-layer circuit board materials, and battery backup
units (BBUs). Furthermore, our high-performance liquid cooling pumps, designed to accommodate a coolant
distribution unit, increase flow by approximately 75% in the same enclosure size, achieving long life and
reduced maintenance. Going forward, the Panasonic Group will continue to leverage the expertise it has
accumulated to develop new technologies and products that simultaneously support the stable operation

and improved operational efficiency of Al data centers.
(More details on our initiatives in materials and devices that support Al infrastructure.)

Advancing solution businesses through collaboration with leading Al companies

In 2025, Blue Yonder, a subsidiary of Panasonic Connect Co., Ltd., announced a collaboration with Microsoft
Azure Al Foundry. Through this initiative, the partners are further developing Al agents and solutions while
working together to address supply chain challenges. In recognition of these successful activities, in Novem-
ber 2025 Blue Yonder was selected as Microsoft’s Global ISV Partner of the Year. Blue Yonder is also collab-
orating with the US company Snowflake to develop a system that automatically creates supply chain-specific
graph databases.

In 2026, at the Blue Yonder ICON 2026, Blue Yonder’s annual supply
chain conference, we announced a partnership with NVIDIA to acceler-
ate the development of Al systems for autonomous supply chains by
integrating supply chain decision data and operational expertise into
Nemotron, NVIDIA's open model for building specialized Al agents.

Going forward, we will continue to strengthen our collaboration with
leading Al companies globally to create new and effective services.

We are also collaborating with leading Japanese Al companies. For example, we are integrating the
Panasonic Group’s expertise in facial recognition technology into Hitachi’s biometric authentication and Al
technologies to develop next-generation digital authentication services.

Al-related press releases

m Beyond supply chain limitations—What is Blue Yonder’s next-generation solution for human-Al collaboration?
[in Japanese], June 6, 2025

m Blue Yonder recognized as the winner of 2025 Microsoft Global ISV Partner of the Year, 2025.11.13
https://blueyonder.com/media/2025/blue-yonder-2025-microsoft-global-isv-partner

B Blue Yonder Named Snowflake Retail and Consumer Goods Data Cloud Product Partner of the Year, 2025.6.4
https://blueyonder.com/media/2025/
blue-yonder-named-snowflake-retail-and-consumer-goods-data-cloud-product-partner-of-the-year

B Hitachi adopts Panasonic Connect'’s Facial Recognition SDK to add facial recognition functionality to its finger
vein authentication management system to make authentication more convenient and secure [in Japanese],
December 17, 2025



https://news.panasonic.com/global/stories/18277
https://blueyonder.com/media/2025/blue-yonder-named-snowflake-retail-and-consumer-goods-data-cloud-product-partner-of-the-year
https://blueyonder.com/media/2025/blue-yonder-named-snowflake-retail-and-consumer-goods-data-cloud-product-partner-of-the-year
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Organization Culture Transformation

Group CHRO Message

Turning human
potential into
business strength

Tatsuo Kinoshita

Executive Officer
Group Chief Human Resources Officer
(Group CHRO)

Q1 Looking back on fiscal 2026, what changes have you
seen in our employees and organizations?

Fiscal 2026 was a year in which we tackled a large-scale management reform
(the “Group Management Reform”) with firm resolve. From the perspective of
human resource portfolio management, we succeeded in building a lean orga-
nization to support the Group’s future growth. Our aim was not merely to opti-
mize our workforce, but to transform ourselves to an organization where we
could enhance the value we provide to society and our customers through our
businesses. We have flattened the organization by reducing organizational
layers, eased the burden of internal coordination, and delegated greater
authority to accelerate decision-making, enabling frontline employees to move
faster in taking on challenges. Meanwhile, some organizations within the Group
experienced higher-than-expected headcount reductions. We are therefore
also reshaping how work itself is done and developing new processes in con-
junction with Panasonic Transformation (PX) an initiative to drive the transfor-
mation of our management foundation with Al at its core. | understand we have
now reached the stage of transitioning to an organization capable of delivering
results with a small, elite team. Major reforms of this kind generally tend to
erode employee motivation and trust in the company. At the Panasonic Group,
however, even while the Group Management Reform was underway, closely
related indicators actually improved in roughly half of our business-unit organi-
zations. In those organizations, over 70% of employees reported that it had
become easier to collaborate across organizational boundaries and to deliver
results. These are precisely the kinds of changes this Group Management
Reform was intended to achieve.

Going forward, it will be vital to preserve the lean structure created through
the Group Management Reform while steadily developing the talent needed in
the Devices, Solutions, and Smart Life areas under the Group Growth Strategy
presented in May 2026. No matter how outstanding a growth strategy may be,
it is ultimately executed by individuals. Its success therefore depends on how
each employee acts and on the organization culture surrounding them. That is
why | view human capital management as a critical management agenda
directly linked to executing the Group Growth Strategy.

02 What direction is the Panasonic Group taking in human
capital management?

The Panasonic Group’s greatest strength lies in having a large number of
employees who are strongly committed to contributing to society and custom-
ers with the Group’s Basic Business Philosophy as their guiding principles.
Before becoming Group CHRO of the Panasonic Group in July 2024, | built my
career in the HR functions of several foreign-owned companies and served as
CHRO of a Japanese startup. After joining the Panasonic Group, | was
impressed by how deeply the Basic Business Philosophy is embedded in
employees’ day-to-day conversations, actions, and decisions.

The Panasonic Group has long embraced the ideas of “Developing People
Before Products” and “A Business Is People.” Accordingly, we have placed
developing people and making the most of their potential at the heart of man-
agement. The human capital management we practice and the organization
culture transformation we are advancing are not new concepts. Rather, these
efforts are about applying the ideas and principles we have valued since our
founding, including the Basic Business Philosophy, to today’s business environ-
ment and the way we manage our organizations.

03 What initiatives will you pursue to help the Panasonic
Group employees further demonstrate their potential?

Group CEO Kusumi and | often discuss the challenges facing the Panasonic
Group. As the organization has expanded and added layers of history over the
years, precedents and rules have accumulated, making it increasingly difficult
to make decisions in response to changing business environment. Therefore,
we now need to shift from a rule-based to a principle-based decision-making
approach. Beyond the constraints imposed by these precedents and rules,
organizational barriers and fear of failure can also discourage our employees
from taking on challenges. Against this backdrop, through the organization
culture transformation, we need to create an environment that unlocks the
potential of people and organizations and encourages them to take on chal-
lenges and fully demonstrate their capabilities.


https://holdings.panasonic/global/corporate/about/dx.html
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Resolving these issues requires executives and organizational leaders to do
more than just wait for the needed environmental changes to emerge on their
own. They must make conscious management decisions to create those
changes themselves. That is the thinking behind the organization culture trans-
formation now underway. It goes beyond creating workplaces that are more
comfortable to work in and foster open communication. We are deliberately
designing and evolving an organization culture that enables business strategies
to be executed and results to be delivered. Executives and organizational
leaders must set this process in motion, but they cannot accomplish it alone.
Success depends on how effectively they can engage those around them. This
is not a top-down initiative, but one that must be advanced through co-creation,
which also necessitates fundamental changes in how we communicate. In
organizations where the transformation is already progressing, leaders are
taking the initiative in putting a wide range of initiatives into practice.

UNLOCK is at the heart of these efforts. We position it as a Group-wide
initiative to remove the barriers that prevent each employee from realizing their
potential, draw out that potential to the fullest, and create an environment in
which they can grow. People are best able to perform to their full potential when
they face an “appropriate level of challenge” and are “free from factors that
hinder their ability to perform.” “To be so immersed in work that time and
fatigue are forgotten is a state of deep concentration and joy.” Our founder,
Konosuke Matsushita, once said that the “greatest gift” he could offer to
employees would be to create such an environment. UNLOCK is rooted in this
thinking and, in that sense, represents a return to our origins.

To UNLOCK the entire Panasonic Group, HR must first UNLOCK itself. HR
must work alongside executives and organizational leaders to tackle issues at
the frontline and translate the effort into behavioral change. Making this happen
is precisely the role of HR. We cannot drive transformation if we remain bound
by conventional rule-based approaches and a defensive mindset. We will trans-
form the HR function through the use of Al and enhance our HR systems,
operational processes, and the platforms used by employees and managers. In
doing so, we will pursue both business success and employee well-being,
putting into practice our belief that “A Business Is People.”

Our goal is to build a passionate, high-energy organization in which every
employee boldly strives for greater heights. By strengthening our ability to
execute strategy and growing our businesses, we aim to enhance corporate
value and ultimately help realize an ideal society with affluence both in matter
and mind.

“If Panasonic changes, society will change.” | believe this wholeheartedly.
We will turn human potential into business strength and, through that, help
realize a better society. We will advance the organization culture transformation
throughout the Panasonic Group.

B For latest information on our human capital management
https://holdings.panasonic/global/corporate/sustainability/human-capital-man-
agement.html

® For more information on this interview
https://news.panasonic.com/global/stories/18842



https://holdings.panasonic/global/corporate/sustainability/human-capital-management.html
https://holdings.panasonic/global/corporate/sustainability/human-capital-management.html
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