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Social

Employees
Work Style Reform

◆ Targets and Results ◆ Examples of initiatives

Initiative Ideal image Indicator FY2018 
Results FY2019 Targets

Promotion 
of work 
style 
reforms

Realize total 
working hours 
within 2,000 
hours/year

Total 
working 
hours

within 
2,152 
hours/year

Work style 
reform
Ongoing 
implementation 
of measures

Measures related to working hours
●  Establishing every Friday as “No Overtime Day” where employees 

are encouraged to leave work on time

●  Setting the third Friday or the Friday closest to the 20th day 
of each month as “Premium Friday” when employees are 
encouraged to leave work by 3 p.m.

●  Encouraging employees to use our half-day leave system and 
flextime system, which we recently revised to remove the core 
time requirements

●  Encouraging employees to take paid leave around public holidays 
and consecutive holidays in order to make a longer weekend

Measures related to places of work
●  Encouraging employees to make use of the telecommuting 

system to a maximum of 80 hours per month

Measures for raising awareness about work style reforms
●  Prohibiting work after 8 p.m. in principle, and holding activities 

to raise awareness of exercising self-control and not making 
phone calls or sending emails during overtime hours

●  Making progress visible by counting and internally disclosing 
overtime hours and paid leave taken by each division

▲  

DATA (P.89, 90): Working hours, ratio of paid leave taken, number of 
employees using telecommuting/flextime systems

Policies

Management Organization

Initiatives

Mitsubishi Motors views the key to creating sustainable 
growth and improving corporate value in an ever-
changing operating environment is people. We therefore 
believe that realizing an environment is important where 
each and every person can perform meaningful work and 
demonstrate his or her abilities, and where people can 
work enthusiastically and in good health, both physically 
and mentally. 
Work style reform is not simply about reducing the 
time spent working. Our efforts are directed at a vision 
of creating a work style of which we can be proud, 
through which employees can get a solid sense of their 
own personal development, and which realizes both 
development for the company and happiness for families. 

Up till now, we have worked on developing an 
environment where diverse employees can maximize 
their abilities, promoting flexible ways of working that 
are free from the constraints of location and time, such 
as telecommuting and flextime systems. In January 
2019, we established the Work Style Reform Committee, 
comprised of division general managers and led by the 
CEO, to promote further work style reform through the 
expansion and entrenchment of policies and measures. 

Mitsubishi Motors is implementing measures to shorten 
total working hours in order to promote and establish 
work-life balance. Together with improving work 
efficiency, by encouraging employees to leave work 
on time and to take paid leave, and by introducing a 
telecommuting system and flextime system with no 
core time requirements, we are proceeding to create 
workplaces that allow a variety of flexible working styles 
free from the constraints of work location and time. 
At the new head office building, which we moved into 
in January 2019, we have created an environment 
that more actively promotes communication among 
employees, including free-address offices, open 
meeting spaces and cafeterias. In addition, we have also 
introduced the latest meeting room controlling system 
in an effort to improve productivity, and we have worked 
on eliminating paper, such as by installing large display 
screens in each meeting room. 

Since fiscal 2013, we have conducted employee surveys 
to identify issues affecting the company, organizations, 
and individual employees. The survey results are used 
as reference indicators for improving awareness and 
operations at each workplace.
In fiscal 2017, we conducted an online survey of 
approximately 14,000 employees. In fiscal 2018, action 
plans for addressing the issues identified through 
the survey were formulated and implemented on a 
workplace basis. 

Shortening Total Working Hours

Employee Surveys
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We aim to respond to change and heighten 
organizational capabilities by incorporating diverse 
viewpoints and approaches through the different 
abilities and characteristics of each employee. In this 
way, we will create vehicles offering new levels of 
attractiveness and value. We are promoting Di@MoND 
(Diversity @ Mitsubishi Motors New Drive) activities to 
create an environment where employees can maximize 
their individual abilities and play an active role.

Diversity Promotion Policy

◆ Targets and Results

Initiatives Ideal image Indicator FY2018 Results FY2019 Targets
Promotion of women’s 
participation and 
advancement in the workplace

Have 100 women in 
management by the end 
of FY2020

Number of female 
managers 68

Implementation of 
reinforcement measures 
aimed at realizing vision

Promotion of employment 
of people with disabilities

Promote stable, continual 
employment of people 
with disabilities

Percentage of employees 
with disabilities 2.19%

Ongoing promotion of 
employment of people with 
disabilities

Promotion of LGBT 
awareness

Create workplace 
environments where LGBT 
people find it easy to work

External indicator for LGBT 
initiatives

“work with Pride 2018” 
PRIDE Index: GOLD

Continuation of activities 
promoting LGBT awareness

■  Diversity Report Vol. 4: Invigorating the organization through diversity 
Issued December 2018　 PDF  [5MB]

The Diversity Report can be downloaded in PDF format.

Di@MoND TEAM / Di@MoND PEOPLE
●  Team members with diverse career paths consider the future of the 

automotive industry, capitalizing on their respective strengths
●  Flourishing RIKEJO, women with science backgrounds 
●  Taking the lead in workstyle reform through cross-functional initiatives
●  Business process visualization and cultivation of trusting relationships 

in the workplace made 3-week childcare leave possible
●  Making the most of my attributes so as to help cultivate a working 

environment where everyone can work comfortably

Diversity
MITSUBISHI MOTORS

Report Invigorating the organization 
through diversity

Vol.4

D i v e r s i t y  h e l p s  e v e r y o n e  t o  e x c e l !

Mitsubishi Motors Diversity Report

Various cultures and ethnicities harmonized 
Diversity supports MMNA’s growth
Employee Support 
Mitsubishi Motors’ Work-Life Balance 
Assistance Programs
Initiatives concerning LGBT 
Aim at creating LGBT-friendly workplaces

Diversity enhances 
the quality of the organization!

Greater 
Diversity!

Diversity Report

Diamondはそれぞれが個性をもった輝きを持ち、岩盤をも切り崩す強度も
併せ持ちます。社員一人ひとりがその個性を発揮し、光り輝くとともに様々
な困難にも立ち向かい目標を成し遂げていく様をイメージし、それを新たな
推進力としていきたいという思いをこめております。

Di@MoND
Diversity @ Mitsubishi Motors New Drive

＜ロゴグループ化済＞

Diversity Promotion Policy Management Organization

Initiatives

Mitsubishi Motors aims to grow sustainably while 
flexibly responding to the changing business and market 
environment resulting from progressive globalization 
and diversifying customer needs. To this end, we need 
employees with different values and ideas working 
together to create automobiles with new appeal and 
value for customers. With respect for employee diversity 
including gender, age, nationality, race, religion or ability, 
we are making efforts to create environment where each 
person can energetically work without difficulty.  
We established a Diversity Promotion Policy in July 2014 
to promote and achieve diversity.

Diversity is promoted in the form of Di@MoND activities by the Diversity Promotion Office based on the Diversity 
Promotion Policy. 

Each diamond has its own unique brilliance as well as the strength to cut into 
bedrock. We have given the name “Di@MoND” (Diversity @ Mitsubishi Motors New 
Drive) to our diversity promotion activities to represent our hope that all employees 
will harness their unique attributes and shine brightly while demonstrating their 
strength to overcome even the toughest challenges to achieve goals, thus acting as 
a new driving force for the company.

Diversity Report
Mitsubishi Motors has been periodically issuing the 
Diversity Report, a publication dedicated to diversity 
issues, since 2015 to raise awareness inside and outside 
the company regarding our diversity promotion initiatives.
The latest issue, Vol. 4, is titled “Invigorating the 
organization through diversity.” It picks up on some 
examples for utilizing individual diversity and values as a 
new driving force for the organization, while looking back 
at the history of diversity promotion thus far. Through 
this publication, we are working to raise awareness and 
create workplaces where every employee can shine and 
individuality can thrive. 
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In 2019, Mitsubishi Motors was selected as a constituent member 
of the MSCI Japan Empowering Women Index (WIN) for the 
second year in a row. WIN is an index developed by MSCI Japan 
Inc. for supporting investment in the environment, society, and 
governance (ESG).
MSCI selects companies that lead their industries in promoting the 
hiring, continued employment, and advancement of women and 
diversity. MSCI makes its determinations based on data relating 
to the employment of women disclosed pursuant to the ACT on 
Promotion of Women’s Participation and Advancement in the 
Workplace and information disclosed by companies for example.

Mitsubishi Motors Selected as Constituent 
of MSCI Japan Empowering Women Index

▲

DATA (P.89): Status of Female Management Promotions▲  

DATA (P.90): Number of persons taking childcare leave and utilizing main 
work-life assistance programs

Programs Overview

Childcare

Pregnancy leave Can be taken for the designated period of time applied for in advance, between becoming pregnant and the day prior to 
maternity leave (may be taken multiple times) 

Maternity leave Six weeks prior to birth and eight weeks after birth
Childcare leave Can be taken up to the end of April of the following fiscal year after the child’s third birthday

Child nursing leave Can be taken until the end of the fiscal year of the child’s 12th birthday (one child: up to 5 days; two and over: up to 10 
days; first five days are paid in both cases)

Reduced working 
hours for childcare

Four-, five-, six-, or seven-hour work shifts can be chosen until the end of the fiscal year of the child’s 12th birthday 
(combined use with the flextime system is also available)

Nursing care

Nursing care leave Aggregate total of three years can be taken per person receiving nursing care
Short-term nursing 
care leave

If one person receiving nursing care: up to 5 days; if two or more people receiving nursing care: up to 10 days (first five days 
are paid in both cases)

Reduced working 
hours for nursing care

Available until the reason for the nursing care no longer exists. Employees can elect to work, four-, five-, six-, or seven- 
hours per day, and are also eligible for flextime work.

Miscellaneous

Life plan leave Employees can take up to 10 days leave per year for various predefined purposes such as receiving treatment for non-work 
related injury/illness, caring for family, childcare, infertility treatment, participating in volunteer activities, and language studies

Accumulation of 
unused paid leave

Employees can accumulate unused annual paid leave up to four days per year to a maximum of 40 days which can be 
used for predefined purposes. (E.g., receiving treatment for non-work related injury/illness, caring for family, childcare, 
participating in volunteer activities, and infertility treatment)

Flextime system System that lets employees set their own working hours with no core time under predefined conditions on prescribed work days
Telecommuting 
system

Limited to a maximum of 80 hours per month. Employees can work remotely using their own work PC, either at their own 
home or at the home of a family member if providing childcare or care for that family member.

Reemployment 
system

Eligible for employees who resigned due to pregnancy, the birth of a child, childcare, nursing care, marriage, moving due to 
spouse work transfer, or other reason recognized by the Company, with an applicable period within five years after resignation

Accompanying leave Temporary leave system for employees to accompany spouses who have been transferred in Japan or overseas or are 
studying abroad, with an applicable period of from one month to five years

TOPICS

◆ List of work-life balance assistance programs

Promoting Women’s Participation and 
Advancement in the Workplace

Work-Life Balance Initiatives

Mitsubishi Motors promotes women’s participation and 
advancement in the workplace as a priority issue. In fiscal 2018, 
we conducted leadership training for women and role model 
lectures and dispatched four female employees to the Women’s 
Forum for the Economy & Society in Paris, France.
As of July 2019, there were five female executives (12.5%), and 
there were 68 women in management positions (3.9%), of which 
13 were at the general manager level. We also have our first ever 
female corporate vice president. Based on the Act on Promotion 
of Women’s Participation and Advancement in the Workplace, 
we have formulated an action plan to promote women’s 
advancement, setting a goal of 100 women working at the 
management level by the end of fiscal 2020. We will continue 
this initiative to create an environment where more female 
employees can work in positions of greater responsibility. 

We are enhancing our work-life balance assistance 
programs to accommodate the diverse work styles of 
our employees. Creating foundations to facilitate work 
by employees in a variety of situations, in fiscal 2017 
we introduced the telecommuting and accompanying 
leave systems to accommodate diverse work styles 
and life events. In fiscal 2018, we established the 
Work-life Balance Support Concierge within Mitsubishi 
Motors, from which employees can seek advice on the 
programs suitable for their individual childcare and 

nursing care needs. Following feedback from employees 
who had sought advice, we relaxed the criteria for child 
nursing leave, short-term nursing care leave and the 
telecommuting system. 
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▲

DATA (P.90): Number of hired people with disabilities

Dia•Kids Tamachi, a day-care center for employees

Helping Employees to Balance Work and Childcare Helping Employees to Balance Work and Nursing Care
Mitsubishi Motors actively supports employees who seek to 
balance work and childcare.
This support also extends to facilities, with two on-site day-
care centers having been established. Dia•Kids Okazaki was 
opened at the Okazaki site in April 2017, followed by Dia•Kids 
Tamachi at our head office building in February 2019. 
Since fiscal 2015, we have been holding get-to-know-
you lunch meetings at the head office for employees on 
childcare leave and employees working reduced hours for 
childcare in order to eliminate concerns about returning 
to work by employees on leave, alleviate worries unique 
to those working while performing childcare, and support 
network building. Meet-and-talk sessions are also held 
between employees on childcare leave and workplace 
supervisors. 
In addition, we have continued to hold training for employees 
who are working while raising children as well as training for 
managers with subordinates on childcare leave or who are 
raising children. In fiscal 2018, training sessions were held at 
two business sites (head office and Okazaki) with about 60 
participants. Outside instructors were invited and employees 
with children learned how they should approach long-
term career development while supervisors learned how to 
manage them properly about proper management. 

As birth rates decline and society ages, we must not 
only support childcare as a company, but also help them 
balance their work and nursing care.
At Mitsubishi Motors, we have set up contact points 
where employees can consult with nursing care specialists 
as required via email or on the phone. We also organize 
on-site individual nursing care consultations with nursing 
care specialists. Furthermore, in fiscal 2018, we organized 
nursing care seminars delivered by outside instructors to 
provide basic information about how they can balance 
their Work and nursing care. The seminars, held in four 
regions (head office, Okazaki, Kyoto and Mizushima), were 
attended by about 300 employees, primarily managers. 

Increasing Employment of Senior Workers

Global Action

Promoting Employment of People with 
Disabilities

With the goal of handing down skills and technologies 
and securing a talented workforce that makes the most 
of its knowledge and experience, Mitsubishi Motors 
operates a program to reemploy senior workers after their 
retirement. As of March 2019, there were 664 reemployed 
workers, engaged in handing down techniques and 
training the next generation. 

As part of the support offered to our workforce of non-
Japanese employees,
which is increasing year by year, we have established 
prayer rooms at our head office and Okazaki sites 
which are available to people of all religions and 
denominations. A facility for cleansing parts of the body 
before worship has also been set up in the prayer room 
at the Okazaki site. 

Aiming to achieve a workplace where everyone can work, 
we actively hire people with disabilities in a wide range of 
occupations.
As of April 2019, the percentage of employees with 
disabilities at Mitsubishi Motors was 2.14%. We will 
continue to promote additional employment while 
improving the work environment. 

We also promote the employment of people with 
disabilities through MMC WING, a special-purpose 
subsidiary established in April 2007, which, as of April 
2019, was employing 53 workers with intellectual 
disabilities at the Okazaki and Mizushima plants. After 
13years has passed since its establishment, MMC WING 
has received many inquiries about employment from 
“Hello Work” Public Employment Security Offices, the 
prefectural employment and support center for disabled 
persons, and special needs schools, and has established 
a high profile in the region. In addition, we do not stop 
at just providing employment within our company when 
doing our part for employment support of people with 
disabilities. For example, we proactively accept requests 
from employment support facilities and special needs 
schools to try on-site training, providing people with 
disabilities opportunities to experience group activities 
and work processes.
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Developed by “work with Pride,” a voluntary 
organization in Japan, PRIDE Index is an indicator 
for rating workplace initiatives for sexual minorities, 
including LGBT. In October 2018, Mitsubishi Motors 
was awarded the highest “gold” rating. We will 
continue to create workplace environments that are 
friendly for all employees. 

TOPICS

Awarded PRIDE Index Gold Rating 

Addressing LGBT Issues
The Mitsubishi Motors Global Code of Conduct expressly 
includes respect for LGBT individuals under “Respect 
Human Rights and Diversity and Provide Equal 
Opportunity.” In fiscal 2018, we held an LGBT seminar 
with the aim of providing basic knowledge for accurate 
understanding of LGBT issues and increasing supporters 
known as “Allies.” It was attended by about 250 
employees. We also exhibited at the Tokyo Rainbow Pride 
2018 LGBT event, showcasing our initiatives for LGBT and 
diversity in general to visitors to the event. 
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◆ Education Pillars of Mitsubishi Motors

MMC WAY

MMC Companywide Education

Corporate Vision and Mission

Three Principles

Required human
resource model 

Ability requirements 

(1) Ideal to be
pursued

(2) Training
(off-the-job-training)

(3) Human resource
development (HRD)

systems

(4) Practical training
(on-the-job training)

Criteria for ability development 
(dimensions)

Awareness-raising for
MMC WAY

(some training)

Enhancement of objective
ability assessment 

(Quality Gates assessment)

Introduction of selective
reinforcement training 

Introduction of
PDCA cycle for HRD

Performance evaluation /
feedback interview 

Check of preferred career /
stocktaking of skills 

Provision of development
experience/opportunities

based on results of assessment 

Revitalization of
HRD communication 

Promotion of awareness/
development based on
results of assessment 

Policies

This educational system is supported by three pillars: the Three Principles, a statement of the Mitsubishi Group’s 
management principles; our Corporate Vision and Mission; and the MMC WAY, guidelines for daily behavior. We have clarified 
the abilities and skills necessary to put these principles or behavior into practice. We also specified the ideal model for each 
job classification and introduced respective curricula based on both.
Employees also discuss their personal vision for the future during annual interviews with their superiors. Sharing such visions 
between superiors and subordinates leads to achievement of human resource development with deeper understanding.
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◆ Targets and Results

Initiative Ideal image Indicator FY2018 
Results

FY2019 
Target

Expansion 
of human 
resource 
development 
program

Promote 
development 
of human 
resources 
who practice 
the MMC 
WAY

Education 
program

Strengthened 
outside 
training open 
to all 
employees

Introduction of 
reinforcement 
training 
for middle 
management

◆ Organizational Framework of Mitsubishi Motors’ Human Resource Development

*1 Mid-career employees undergo fundamental business skills follow-up training corresponding to third year training.
*2, 3 To be conducted within third year training and entry-level employee training program, respectively.
*4 OCD: Overseas Career Development 

Legend: Newly implemented

Job Classification 
(required human 
resource model)

Training for each job rank
Training across 

all job ranks

Global
Training for newly 

promoted employees
Reinforcement 

training
Training for candidates 

for promotion
Institutional 

training Mindset/Skills English

General 
managers (M1)
(innovation leader) Training for newly-

promoted M1

Selective reinforcement 
training (e-Learning)

Section 
managers (M2)

(management 
professional) Training for newly 

promoted M2

Leadership training 
for organizational 

transformation

Selective reinforcement 
training (e-Learning)

Training for 
M1 candidates 
(assessment)

Assistant 
Manager

(a leader of practical 
work)

Training for newly 
promoted Assistant 

Manager

Training for M2 
candidates (preparatory 
training for assessment)

Training for 
M2 candidates 
(assessment)

Main Staff
(a key player in the 
execution of work) Training for newly 

promoted Main Staff

Training for Assistant 
Manager candidates 

(advance training)

Good communicator 
development training

Staff
(a professional in the 

operational work) Entry-level 
employee training

Third year training*1

Second year training

Global communications 
training*2

Global mindset 
training*3

Clerical Staff
(efficiently carries out 

operations) Entry-level 
employee training

Third year 
training*1

Second year 
training

Global communications 
training*2

Global mindset 
training*3

Feedback interview
 training

Follow
-up training on com

m
itm

ent and 
target & M

M
C W

AY

Training for m
id-career em

ployees

Training for m
entors of new

 graduates

Engineer training

Training for expats to be dispatched to foreign affiliates

Selective training (OCD*
4 program

, etc.) 

M
easures for im

proving TOEIC score
TOEIC score range from

 300 to 695

Management Organization

Based on the education pillars, sections in charge of 
education within the Human Resources Division have 
put in place a training program for the systematic 
development of human resources, from entry-level 
employees to general managers. 
In addition to training curricula tailored to employee 
job classifications, various other training programs 
for employees have also been mapped out, including 
e-learning training for all employees and selective training 
that allows employees to select the programs they want 
to participate in. 
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◆ Fiscal 2018 Seminars for Future Good Life

Number of seminars 4 in total across the company

The number of participants 109

Initiatives

The role of middle managers acting as a bridge between 
management and the work floor is becoming increasingly 
important for responding to environmental change and 
enhancing organizational capability. Mitsubishi Motors 
has a training program for the systematic development of 
human resources from entry-level employees to general 
managers, and is particularly focused on enhancing 
programs that strengthen middle management. 
Specifically, in the training for section manager (M2) and 
general manager (M1) candidates, which is designed 
to improve management capability, opportunities are 
provided for them to learn the skills and abilities required 
at each level for identifying and resolving issues, and to 
also learn about characteristics of their own thinking and 
behavior, as well as points for improvement, through 
feedback provided by external assessors. 

Regarding career formation, we have put in place a system 
which enables employees to proactively set their own goals 
based on their achievements, capabilities, and life plans, while 
elevating their capacity to achieve these goals.
As a specific career development method, employees 
participate in interviews with their superiors every year. The 
interviews are held based on their Career Development Plans 
in which employees describe a future career course they hope 
to take and their medium- to long-term career design by 
reflecting on their past career. The aim of this process is to 
have employees build an objective picture of their challenges 
and then proceed along a career path they have formed for 
themselves with conviction and a high degree of motivation.
In the personnel system for section managers and general 
managers, we have introduced “Commitment & Target” 
and “Assessment of MMC WAY Embodiment” as tools 
for enhancing management in order to revitalize the 
organization. In doing so, we aim to: (1) Share organizational 
objectives and foster a sense of responsibility for achieving 
these objectives, (2) Enhance incentives for achieving 
objectives, (3) Enforce mindset and behavior expected from 
employees, and (4) Make appointments and promotions 
according to merit. 
We have also introduced “Commitment & Target” and 
“Assessment of MMC WAY Embodiment” into the personnel 
system for non-management personnel, with an aim 
of: (1) Sharing organizational objectives and instilling a 
sense of responsibility for achieving them, (2) Raising 
transparency and employee approval of evaluations and 
employee treatment, and (3) Promoting the establishment 
of shared values.

In line with increases in both overseas production and 
sales volumes, Mitsubishi Motors is placing emphasis on 
developing human resources who are capable of adopting 
a global perspective and performing in the global business 
field.
English language skills are essential when working with 
people outside Japan, so we offer employees training 
designed to systematically improve their English skills, 
including beginner and intermediate courses aimed 
at improving basic skills. We also offer local language 

courses for employees who will be stationed in non-
English-speaking countries.
In addition to language training, we run a program in 
which younger employees are dispatched to non-English-
speaking emerging countries for three years (one year 
of language training + two years of work experience at a 
local affiliate). Plans are also in place for training programs 
at overseas subsidiaries. 

Strengthening of Middle Management

Personnel System

Fostering Global-Minded Human Resources

Training and Education

Career formation and evaluation 

In keeping with the Revised Act for Stabilization of 
Employment of Older Persons, Mitsubishi Motors is 
encouraging the reemployment of retirees aged 60 and 
over to steadily hand down the techniques, knowledge 
and experience of skilled workers.
We are also working to support the lifelong career 
development of our employees. For instance, we regularly 
hold Good Life Seminars, a joint undertaking with the 
labor union geared toward employees aged 50 and over, 
where we give post-retirement life planning advice.

Supporting Lifelong Education
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Mindset

◇Cross-functional
Work beyond 
organizational 
boundaries

◇Transparent　
Candid and accountable

◇Look outward
Go out and learn

Actions

◇Commit
Achieve quantifiable goals

◇Challenge
Take proactive action for 
value creation　

◇Perform
Results with sense of 
speed

MMC WAY

▲

DATA (P.90): Wage levels

We have created six, simple keywords that capture the 
minimum necessary preparation and behavior required as 
Mitsubishi Motors employees.

Mitsubishi Motors introduced a remuneration system 
that allows for appropriate compensation based on the 
roles, degree of contribution, and weight of the roles and 
responsibilities of each employee. We provide the system 
to enhance each employee’s career and motivation. In 
conjunction with raises given annually based on individual 
performance, raises are also given according to advances 
in career. 
We comply with local laws and regulations regarding wage 
levels and set wage levels according to job classifications, 
taking into consideration industry levels. There are no 
discrepancies in wages based on race, nationality, sex, or 
other such reasons.

In May, employees are provided feedback on the results 
of their evaluation score for the prior year and set their 
objectives for the current year.
Supervisors routinely observe the behavior of employees 
to assess their embodiment of MMC Way. As for 
evaluations based on Commitment & Target, objectives 
are finalized by July by the employee together with his or 
her supervisor, followed by an interim interview in October 
or November. Employees conduct self-evaluations in 
March of the following year, after which a final evaluation 
is conducted in April to finalize the annual evaluation. 

Evaluation Standards: MMC WAY

Evaluation Process (Non-Managerial Employees)

Fair Compensation System
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Social

Employees
Occupational Health and Safety

4.  Companywide efforts shall be made to create clean and 
comfortable work environments, prevent disease, and 
promote the health and physical well-being of each 
employee.

5.  Health and safety management shall be implemented in 
accordance with the Mitsubishi Motors Health and Safety 
Management System.

◆ Targets and Results

Initiative Ideal image Indicator FY2018 
Results

FY2019 
Targets

Creation 
of safe 
workplaces

Realize safe 
and secure 
workplaces

Overall 
accident 
rate*

0.41

Ongoing 
measures for 
the creation 
of safe 
workplaces

*  Number of accidents with or without loss of workdays per 1 million 
working hours

1.  We will undertake companywide activities with emphasis 
on each process of the PDCA cycle to eliminate workplace 
risks and hazards with safety taking priority over all 
else. Within each activity, confirmation, follow-up, 
and improvement will be carried out successively and 
continuously.

2.  Workplace supervisors from senior management 
down will implement comprehensive health and safety 
management measures under their own responsibility 
with an awareness that ensuring health and safety is the 
foundation of management. They will strive to create 
a workplace culture of discipline with consideration 
for others and a strict attitude of not engaging in, not 
allowing others to engage in, and not overlooking unsafe 
conduct. All workplace supervisors will also work to create 
a workplace culture that fosters open communication 
where subordinate personnel feel that they can say 
anything through honest dialogue at any time and to raise 
awareness of health and safety.

3.  Each employee shall observe basic rules and conduct 
guidelines relating to safety to protect their own safety 
and endeavor to create healthy workplaces with no 
accidents by conducting on health and safety activities in 
cooperation with all Mitsubishi Motors personnel with a 
strong commitment to complying with decisions that they 
have made and decisions that have been made by others.

Basic Policy

Policies

Management Organization

Initiatives

Ensuring the health and safety of employees is the 
foundation of corporate activities. Mitsubishi Motors has 
established a Health and Safety Management Policy, and 
is continually taking related measures. 

The Central Production Committee comprises the lead 
officer, heads of production sites, and labor union 
representatives, and meets once a year to assess the 
status of measures taken over the year for such issues 
as occupational safety, traffic safety, natural disaster 
preparedness and health management. The committee 
also sets quantitative targets for health and safety in the 
coming year, determines priority measures, and takes 
action to achieve the targets. 

Mitsubishi Motors works to create safe and secure 
workplaces where all employees can dedicate themselves 
to their work with a feeling of reassurance. In particular, 
we strive to prevent accidents in production sites, 
which account for around 80% of workplace accidents. 
In order to prevent these, we identify unsafe conditions 
or employee behaviors in all work situations and make 
improvements. Additionally, we create safe workplaces 
by carrying out mutual safety checks at production sites 
by senior officials and workplace supervisors to identify 
commonly overlooked hazards. Other measures include 
adopting improvement proposals and requests raised by 
employees. We also established “safety training schools” 
at each business site to raise hazard awareness and 
conduct hands-on hazard training so that all employees 
can experience hazardous situations firsthand.
In fiscal 2018, there were four workplace accidents 
involving the loss of one or more workdays, up one from 
fiscal 2017. There were no fatal accidents. The main 
causes of these accidents were insufficient safety checks 
by workers and overlooked unsafe conditions. In fiscal 
2019, as well as providing hazard prediction training, we 
are taking synchronized, company-wide, in-depth efforts 
for workplace safety, such as by ensuring the prevention 
of similar accidents and carrying out thorough pre-work 
safety checks. 
As for assessing our compliance with safety-related laws 
and regulations, we use checklists to conduct self-checks 
of each workplace and to conduct reciprocal checks 

Initiatives to Ensure Workplace Safety
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Social

Employees
Occupational Health and Safety Labor-Management Relations

*  An employee support program that seeks to improve individual and 
workplace health by implementing organizational mental health measures, 
offering health consultations on individual physical or mental health issues, 
and addressing compliance and other issues.

▲

DATA (P.90): Accident Rate

on other workplaces to ensure thorough compliance. 
Following on from Mitsubishi Motors Thailand (MMTh) in 
fiscal 2017, a compliance assessment was conducted for 
Mitsubishi Motors Philippines Corporation (MMPC) in fiscal 
2018. Going forward, we will expand these assessments 
to other locations. 
With the aim of strengthening our health and safety 
management structure and further raising the level of 
management, we also plan to rebuild the company-wide 
health and safety management system, and to acquire 
ISO 45001 by fiscal 2022. 

Mental and Physical Health Initiatives
Status of Labor-Management Communications

For the purpose of maintaining and improving the mental 
and physical health of our employees, Mitsubishi Motors 
prioritizes two key measures: guidance on preventing 
lifestyle-related diseases and measures for maintaining 
good mental health.
Given that mental health issues account for more than 
half of absences due to illness, and that such absences 
have been increasing since fiscal 2016, we have positioned 
mental health measures as a company-wide priority issue 
and have introduced an outside Employee Assistance 
Program* (EAP), a type of mental health program. 
The number of employees who were absent from work 
due to the onset of mental health issues increased by 16% 
in fiscal 2018 compared to the previous fiscal year. Given 
that work-related concerns account for approximately 
80% of all cases, we have placed priority on prevention 
with the aim of providing care for individuals, encouraging 
care of subordinates by superiors, and improving 
workplace environments. We have compiled 13 priority 

measures along with company-wide health and safety 
management into the Mitsubishi Motors Mental Health 
Promotion Plan, which we announced as part of the Top 
Message as we strive to revitalize our efforts. 
We arrange face-to-face sessions with industrial 
physicians or counselors for employees determined to be 
experiencing high levels of stress based on the results of 
annual stress checks. Following an appeal for employees 
to actively attend sessions with industrial physicians, 
explaining the purpose of the sessions and about how 
confidentiality is assured, the number of employees 
wishing to attend these sessions increased by about 70% 
compared to the previous fiscal year. We also assess stress 
levels at each workplace, conduct training to improve 
workplace communications, and conduct a program 
delivered by outside counselors to improve workplace 
environments. In fiscal 2018, 54 workplaces accessed this 
program in an effort to make improvements. 
We are creating environments where employees feel 
comfortable consulting about their concerns with 
consultation desks for individuals. We have established 
consultation desks with counselors, attorneys, tax 
accountants, and other professionals and made them 
available not only to employees, but also to their family 
members.

Mitsubishi Motors supports the basic principles of 
the Universal Declaration of Human Rights, the OECD 
Guidelines for Multinational Enterprises, and the United 
Nations Global Compact, and guarantees fundamental 
labor rights to employees. Our labor agreement stipulates 
that the labor union has the three rights of labor (the right 
to organize, the right to collective bargaining, and the 
right to collective action).
As of April 2019, our labor union had 12,655 members 
(excluding reemployed senior staff), accounting for 99% of 
general employees excluding officers and management. 

The labor-management council is regularly held along 
with collective bargaining as an opportunity for labor 
management discussions. These discussions aim to share 
information about issues such as working conditions and 
the working environment, and labor and management 
then work together to solve these issues.
In fiscal 2018, 50 discussions were held between the 
Company headquarters and union headquarters, and 
many discussions were also held between offices and 
union branches in each business site.
For important topics such as major changes in working 
conditions, we organize a labor-management expert 
committee and make decisions after careful consideration 
and discussions and management.
We are also working to build good relationships with labor 
unions at overseas affiliates in accordance with the labor 
laws and regulations of each country.
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Social

Employees
Human Resource-Related Data

Number of Employees

FY2016 FY2017 FY2018
Number of 
employees (non-
consolidated)

Total 13,222 13,693 14,171
Male 11,932 12,336 12,695

Female 1,290 1,357 1,476
Number of employees (consolidated) 29,604 30,507 31,314
Number of temporary workers (consolidated) 3,892 7,122 8,682

Employee Makeup (non-consolidated)

FY2016 FY2017 FY2018

Average age
Male 41.1 41.9 41.6

Female 38.3 39.2 38.5

Average years of service
Male 16.7 16.6 16.7

Female 12.3 12.8 12.4

Number of employees who have left the company (total) 665 539 533

Retirement 221 248 272

Voluntary retirement 421 249 240

Involuntary retirement 8 2 7

Work transfer, other 15 40 14

Number of New Graduates Hired

FY2016 FY2017 FY2018

Total
Male 298 220 314

Female 40 31 54

University graduate/
Master’s degree or above

Male 196 133 226

Female 34 27 47

Junior college/ vocational 
school graduates

Male 2 1 5

Female 0 0 0

High school graduates/
other

Male 100 86 83

Female 6 4 7

Number of Locally-Hired Managerial 
Employees at Overseas Subsidiaries

North America 
618（2%）

Australia and others
313（1%）

Europe 360（1%）

Japan
21,552
（69%）

Asia
8,471
（27%）

Number of Employees by Region: 
31,314 (consolidated)

Number of 
managerial 
employees

Persons 1,028

Ratio 11％

Number of employees 9,762

(As of March 2019)

従業員数の数値は、いずれも2019年3月31日時点Status of Female Management Promotions

As of July 2017 As of July 2018 As of July 2019

Number of female 
managers*1

Persons 49 58 68
Ratio 2.9％ 3.5％ 3.9％

General manager or above 6 11 13
Number of female 
executives*2

Persons 2 3 5
Ratio 5.1％ 7.7％ 12.5％

*1 Excludes employees dispatched to other companies.
*2 Number of female executives includes outside directors.

Working Hours and Ratio of Paid Leave Taken

FY2016 FY2017 FY2018

Total working hours per person/per year 2,092.9 hours 2,115.5 hours 2,131.2 hours

Overtime worked per person 328.3 hours 329.5 hours 372.3 hours

Ratio of annual paid leave taken 81.6％ 82.6％ 86.6％
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Social

Employees
Human Resource-Related Data

Employment of People with Disabilities

FY 2018 Results Male Female Total

Childcare

Pregnancy leave 0 9 9
Maternity leave 0 65 65
Childcare leave 10 121 131
Child nursing leave 279 190 469
Reduced working hours for childcare 5 178 183

Nursing care
Nursing care leave 2 0 2
Short-term nursing care leave 185 56 241
Reduced working hours for nursing care 2 6 8

Miscellaneous

Life plan leave 119 34 153
Accumulation of unused paid leave 577 55 632
Flextime system (including 
managerial employees)* 6,762 1,040 7,802

Telecommuting system 260 203 463
Reemployment system
*  Number of employees registered as candidates for 

re-hiring under the reemployment system (in fiscal 
2018, no employees were rehired under this program)

0 4 4

Accompanying leave 0 9 9

Major Programs to Promote Work-Life Balance

* With regard to the flextime system, the number of employees eligible to use the system (as of April 2019)

Fiscal 2018 Training Results

Number of employees who took courses during the year (total) 20,350 employees
Total number of hours attended 186,147 hours
Number of course hours/days per employee 13.1 hours / 1.7 days
Training expenses per employee ¥34,509

Accident Rate (Accident Frequency)

FY2016 FY2017 FY2018
Overall accident rate*1 0.54 0.60 0.41
Accident rate with loss of workdays*2 0.06 0.09 0.10

*1 Number of accidents with or without loss of workdays per 1 million working hours
*2 Number of accidents with loss of workdays per 1 million working hours 

Employee Shareholding Association

　 As of March 2019
Number of members of the employee shareholding association 1,260
Membership rate 8.3％
Shares owned 1,716,971

Number of Persons Taking Childcare Leave and Retention of Returnees

FY2016 FY2017 FY2018
Number of 
persons taking 
childcare leave

Total 86 127 131
Male 3 6 10

Female 83 121 121
Retention rate of returnees* 91.9％ 92.3％ 100％

※：
×100

Total number of employees still employed 12 months after returning to work from childcare leave

Total number of employees whose childcare leave ended during the previous reporting period

2.5
2.0
1.5
1.0
0.5
0

（％）
500
400
300
200
100

0

Persons

2015 2016 2017 2018 2019

Employment rate (%)Number of disabled persons hired

346 350330313307

2.21 2.142.182.072.09

*  In accordance with the Act for 
Promotion of Employment of Persons 
with Disabilities, one severely disabled 
person is recognized as two people

Wage Levels 

Starting pay High school graduate Administrative and 
Engineering staff ¥165,000

High school graduate Manufacturing Worker ¥171,000
Technical college graduate ¥184,700
Junior college graduate ¥169,500
University graduate ¥208,500
Master’s degree ¥230,500
Doctor of Philosophy ¥264,500

Average salary of all employees (annual) ¥7,418,000
Percentage of women’s salaries 
to men’s salaries (annual salary) 78％

Ratio of Valuable Compensation General Manager Maximum of 35% of annual 
basic salary

General Manager (responsible for specific 
duties)

 Maximum of 25% of annual 
basic salary

Manager Maximum of 20% of annual 
basic salary
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