
Focusing on Employees’ Growth and Development

Human Rights and Labor Practice

Respecting human rights in all aspects 
of corporate activities is the basis of Cor-
porate Social Responsibility (CSR). Since 
FY2014, Nabtesco has been developing its 
CSR-oriented management as a signatory 
of the United Nations Global Compact and 
as a supporter of the Universal Declaration 
of Human Rights.

We respect basic human rights, and 
make sure that any discrimination based 
on race, beliefs, gender, age, social status, 
nationality, ethnicity, religion, disability; 
any workplace harassment; or any act that 
may infringe personal dignity is not con-
ducted, allowed, or overlooked.

The Nabtesco Group is committed to the 
upholding of human rights and prevention 

of corruption as its material CSR issues 
(materiality). In FY2016, we overhauled the 
Nabtesco Group Code of Corporate Ethics 
and the Nabtesco Group Code of Conduct 
and established the Nabtesco Group Code 
of Ethics, which, under the “Respect for 
Human Rights” section, declares that the 
Nabtesco Group will adhere to internation-
al standards of conduct regarding human 
rights, respect cultural diversity and 
different values, and will not engage in or 
utilize child labor or forced labor. The Code 
of Ethics also declares that Nabtesco will 
thoroughly familiarize all executives and 
employees with this Code and monitor the 
status of compliance with this Code.

Human Rights Policy

In order to ensure that the recruitment of 
employees is carried out fairly, seven Human 
Rights Promotion Officers have been appoint-
ed to the Headquarters and each of six sites. 
We also conduct trainings for job interview-
ers every year to educate them on human 
rights-related issues that they should consid-
er, including questions to be asked of can-
didates and tips for evaluating international 
graduates. As of FY2016, we have not received 
any complaints regarding human rights.

To ensure systematic and comprehensive 
human rights risk management within the 
Nabtesco Group and its supply chain, the 
Nabtesco Group established a Human Rights 
Promotion Special Committee dedicated to 

promoting awareness of human rights in 
FY2017. The new subcommittee, organized 
under CSR Committee which reports directly 
to the president, is tasked with formulating 
human rights policies and establishing a 
system for human rights due diligence.

The Nabtesco Group takes part in the 
Global Compact Network Japan’s Human 
Rights Due Diligence Working Group in an 
effort to deepen our understanding of hu-
man rights issues and enhance our ability 
to effectively address risks associated with 
human rights. We continue to work on var-
ious challenges related to human rights in 
business through cooperation and dialogue 
with initiatives outside the Group.

Human Rights Monitoring System

Nabtesco Corporation Headquarters
Personnel Department, General Administration & Human Resources Division

Kobe Plant
General Admin-
istration Section, 
Administration  

Dept.

Tsu Plant
General Admin-
istration Section, 
General Adminis-

tration  
Dept.

Seishin Plant
General Adminis-

tration Section 
 

Konan Plant
General Adminis-

tration Section 
 

Gifu Plant
General Admin-
istration Section, 
General Adminis-

tration  
Dept.

Tarui Plant
General Adminis-

tration Section 
 

Web

Nabtesco Group Code of 
Ethics

https://www.nabtesco.
com/en/ir/policy/compli-
ance.html
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Based on the Universal Declaration of 
Human Rights, we are committed to elimi-
nating child labor and forced labor. To this 
end, in FY2014 we have dispatched an em-
ployee in charge of personnel affairs to the 
corporation supporting the management 
of Group companies in China, and provided 
local employees with a consulting service 
for personnel and labor affairs. 

After dispatching the employee, we con-

ducted an employment survey and confirmed 
that there were no cases of child labor or 
forced labor at Group companies in China, and 
that these companies employ people in com-
pliance with the labor-related laws enforced 
by the government departments. To prevent 
child labor in specific, we have revised and 
instructed on the rules of Group companies 
and amended the minimum age for an em-
ployment to be 18 across the Group.

Prevention of Child Labor and Forced Labor

Nabtesco Corporation was established follow-
ing the integration of Teijin Seiki Co., Ltd. and 
NABCO Ltd. in October 2004, and the labor 
unions of the two companies were united on 
October 30, 2010. The union is a union shop 
system and currently has approximately 1,850 
members, including part-time employees.

The labor and management of Nabtesco 
maintains good relations with the union by 
jointly discussing ways to improve the compa-
ny’s various systems and programs, regularly 

meeting to exchange opinions regarding busi-
ness management, environment and occu-
pational health and safety, and salaries and 
bonuses. The written agreement between the 
company and the union includes a clear state-
ment on management’s obligations to make ef-
forts to implement the no overtime day system 
and encourage employees to take planned 
annual paid leaves. The labor and management 
cooperate with the union to help maintain the 
work-life balance of its employees.

Labor Union

Based on the minimum wages set by region and 
industry under the Minimum Wage Act, Nabte-
sco agrees with the labor union about its own 
minimum wages to be paid at each of the sites.

Legal minimum wage levels are revised 
every year, and Nabtesco calculates its own 
minimum wages for the year by adding a 
certain amount agreed upon with the labor 

union to the revised wages, thereby improv-
ing the treatment of employees and pre-
venting noncompliance with related laws.

Also at the Nabtesco Group companies 
outside Japan, employee wage levels are 
set in accordance with laws stipulating 
minimum wages in the relevant country to 
ensure legal compliance.

Guaranteeing Payment of Minimum Wages

Nabtesco holds labor-management 
meetings regularly with the labor union. 
Through these meetings the union obtains 
important information about the company’s 
management, which helps maintain sound 
labor-management relationships.

When labor and management need to dis-
cuss working conditions and the treatment 
of union members, in addition to the afore-
mentioned meetings, extra meetings will 
be held; and if the two parties do not reach 
agreement on the issues, they will make 

their best efforts for a peaceful solution, 
with management supporting and protecting 
union members’ right to bargain collectively.

Protection of Right to Bargain Collectively

Labor Management Relations

1   Labor-management meeting 
(twice a year)

2   In-house company labor-manage-
ment meeting (twice a year)

3   Onsite labor-management meeting 
(every month)

4   Study meeting on personnel 
affairs and labor relations (three 
times a year)

73.0%

Labor Union  
Participation Rate 
(non-consolidated /  
as of Dec. 31, 2016)
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Management of Occupational 
Health and Safety

The Nabtesco Group manages environ-
ment, safety and health (ESH) issues in 
accordance with the basic policy and man-
agement targets shown in the table on the 
right. Management of ESH issues pertains 
to all employees of the Nabtesco Group as 
well as its partner companies and is led by 
the Group ESH Committee.
* See ESH Promotion Framework on page 103.

ESH Basic Policy and Management Targets

Focusing on Employees’ Growth and Development

The three major plants (Gifu, Tarui and Tsu), 
which engage in more processing work than oth-
er plants and together employ around 40% of our 
domestic plant workers, have acquired OHSAS 
18001 certificationi as an effective tool to ensure 
occupational safety. These plants are establishing 
and operating their occupational health and safety 
management systems in line with the standards. 
The three plants undergo audit by a certification 

body every year in their efforts to improve their 
occupational health and safety level.

We will continue to pursue preventive safe-
ty management through risk assessments, 
and to increase safety awareness at each 
workplace. Moreover, we will improve the ed-
ucation of new employees, reinforce efforts to 
raise perception of existing risks, and promote 
the creation of workplaces without accidents.

Occupational Health and Safety Management System 
(Acquisition of OHSAS 18001 certification)

Item Description

Basic 
policy

Safety first: Always make safety the first 
priority based on the principle of respect 
for human life.
Safety is a responsibility of the entire pro-
duction line: Each employee is responsible 
for him/herself and his/her co-workers.
Safety should be a built-in operation: ESH 
= your job.

Manage-
ment 

targets

Environment: Zero cases of environmental 
problems
Safety: Zero cases of industrial accidents
Accident prevention: Zero cases of explo-
sions or fire
Health: Zero cases of occupational diseases

There have been no cases of fatal accidents 
among regular and non-regular employees 
of the Nabtesco Group for the past five 
years. Over the past three years, howev-
er, industrial accidents accompanied by 
absence from work include those resulting 
in bone fractures, more than 80% of which 
involved workers being cut/scratched, 
being pinched/caught, and falling.

In FY2017, we therefore started 
the STOP3 activities to eradicate the 
above-mentioned, three most frequently 
occurring types of accidents with the ob-
jective of achieving zero cases of industrial 
accidents. Moreover, we began initiatives 
to foster a culture of safety to enhance 
workers’ safety awareness.

Activities

Lost-Work Time Injuries Frequency Rate

0.0

1.0

1.5

2.0

0.5

2016201420132012 2015

(%)

(FY)

1.63

1.15

0.47

1.61

1.06

0.53

1.59

1.00

0.76

1.58

0.94

1.66

1.06

0.40

0.61

 All industries in Japan    Manufacturing industry  
in Japan    Nabtesco Group

*  Data for the all industries average and the manufacturing 
industry average are from the 2016 Survey on Industrial 
Accidents, Ministry of Health, Labour and Welfare.

*  The figure for the Nabtesco Group in FY2015 was calculated 
with the scope of the survey being the 12 months from 
January to December 2015.

Web

THIRD PARTY 
VERIFICATION
Nabtesco Group’s 
environmental and social 
indicators 

* Occupational accident rate

https://www.nabtesco.
com/en/ir/library/report.
html
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OHSAS 18001 Certification

Name of plants Date of certification Last update Certification body

Gifu Plant (Gifu pref.) July 6, 2004
(Joint acquisition

by the three plants)
July 6, 2013 LRQATarui Plant (Gifu pref.)

Tsu Plant (Mie pref.)

The Nabtesco Group makes it mandatory 
to assess ESH risks associated with new 
businesses and projects and to report as-

sessment results before implementation. 
In FY2016, we conducted risk assessments 
on 11 businesses and projects.

Evaluation of Safety and Health Risks Associated with New 
Businesses and Projects

Improving the lifestyles of employees who 
are suffering or at risk of metabolic syn-
drome, one of the causes of lifestyle-relat-
ed diseases, is important not only for safe-
guarding the health of those employees but 
also for reducing future medical costs.

We oblige employees found by physical 
examination to have a high risk of brain or 
heart disease to receive health guidance. 
We also impose certain restrictions on over-

time and holiday work hours of such em-
ployees. The Nabtesco Group is committed 
to raising its employees’ health awareness 
and improving their actual health status 
through ensuring workplace environments 
are conducive to supporting employees with 
health risks and using labor-management 
meetings as opportunities for regularly re-
porting the implementation status of health 
guidance and working hour restrictions.

Countermeasures against Lifestyle Diseases

Health Management

For a corporation to achieve a growth, it is 
essential that it have a physically and mentally 
healthy workforce that can drive the organiza-
tion forward. We have two nurses in residence 
to provide counseling as needed to employees 
experiencing mental health problems and 
help them return to work. For employees 
whose workload is considered high, the 
nurses monitor their mental health through 
regular interviews. In order to promote the 
mental health of employees in a more proac-
tive way, we also host various seminars and 
lecture events on a regular basis as well as 
run the Employee Assistance Program (EAP), 
which is available to employees on overseas 
assignment and their family members.

In line with the revised Industrial Safety 
and Health Act, in FY2016 we conducted stress 
checks for the first time. The rate of employ-
ees who received the check was 93.4%, which 
was five points higher than the average stress 

check recipient rate among companies con-
ducting the test, according to the tabulation by 
a test outsourcer. The stress check revealed 
that 13% of our employees have a high level of 
stress, which is 2.6 points higher than average. 
We will work to improve our workplace envi-
ronments by making physicians available for 
consultation and conducting follow-up mea-
sures, thereby reducing the rate of employees 
with a high level of stress to less than 10%.

Efforts to Eliminate Mental Health Problems

Joint meeting held by the Personnel Department, nurses 
and the Health Insurance Society
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Fostering Workplace Diversity

Due to the maturity of the economy and the fact 
that the Japanese population is decreasing as a 
result of the declining birthrate, we can no lon-
ger expect significant economic growth to take 
place in the domestic market, and therefore 
need to promote further globalization.

Non-Japanese employees have different 
ways of looking at things and active attitudes 
toward work, and as such, they are expected 
to have positive effects on other personnel. 

As a result of implementing measures such 
as holding job fairs to provide information on 
our company targeted specifically at foreign 
students studying in Japan and conducting 
recruiting activities at overseas colleges, as of 
December 31, 2016, foreign nationals from nine 
countries have joined Nabtesco’s workforce.

We set the goal for the ratio of non-Jap-
anese new graduates hired for managerial 
positions to around 30% each year.

Active Employment of Non-Japanese Nationals Including 
Foreign Students Studying in Japan

China 46

Republic of Korea 8

Malaysia 1

Vietnam 2

Germany 1

Czech Republic 1

Ghana 1

India 1

U.S.A. 1

Japanese employees 97.0%

Non-Japanese 
employees

3.0%

*  Employees naturalized in Japan 
are counted as the citizens 
of their countries of origin; 
employees from Hong Kong are 
counted as Chinese citizens

Breakdown of Non-
Japanese Employees 

(as of December  
31, 2016)

Non-Japanese 
Employees as a 
Percentage of 

Total Number of 
Employees

To promote employment of female em-
ployees, we hold job fairs specifically for 
female college students.

At these job fairs, we provide students with an 
opportunity to directly hear the voices from the 
female employees about their experiences, avail-
able childcare schemes, and work-life balance.

Thus, we had achieved the goal of maintain-
ing the ratio of females among new graduates 
for managerial positions at no less than 20% 
each year up to FY2016. In FY2017, however, it 
went under the goal due to the scarcity of female 
graduates who majored in mechanical engi-
neering and electrical/electronic engineering, 
who are our primary recruitment targets. Going 
forward, we will continue to uphold this goal and 
continue our efforts to recruit female workers.

Nabtesco has established three action plans 
pursuant to the Act on the Promotion of Wom-
en’s Participation and Advancement in Work-
place (enforced on April 1, 2016). We continue to 
make efforts to implement these action plans.

Proactive Employment of Women

Our Action Plan Following the Act to Advance Women's Success in Their Working Life

Measure 1:  Propose new work styles to employees on the shorter work hour scheme by 
introducing home working and teleworking systems

Measure 2:  Introduce a mechanism to formulate a medium-term development plan to 
educate employees in a systematic manner

Measure 3: Review evaluation elements and criteria by analyzing evaluation results

Total Number of Newly Recruited Main Career Track Employees (New Graduates) and 
Percentage of Non-Japanese Nationals (Unit: persons)

2013 2014 2015 2016 2017
Total number of newly recruited 
main career track employees

41 30 29 15 27

Number of non-Japanese 
nationals

16 8 10 2 4

Percentage of non-Japanese 
nationals

39.0% 26.7% 34.5% 13.3% 15.0%

* The calculation scope covers only Nabtesco Corporation. The figures are based on the human resources data

Total Number of Newly Recruited Main 
Career Track Employees (New Graduates) 
and Percentage of Women

0

10

20

30

40

50

0

6

12

18

24

30

2017201620142013 2015

(No. of Person)

(FY)

(%)

19.5 30

23.3

7.4

27

41

8 7

2

26.7

15

4

27.6

29

8

 Total number of newly recruited main career track 
employees    Total number of newly recruited main 
career track women    Women as a percentage of total

*  The calculation scope covers only Nabtesco Corporation. 
The figures are based on the human resources data.

*  The calculation scope covers 
only Nabtesco Corporation. The 
figures are based on the human 
resources data.

Focusing on Employees’ Growth and Development

(Unit: persons)
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In FY2013, the statutory employment rate 
of persons with disabilities was raised 
from 1.8% to 2%. Since FY2015, we have 
achieved the 2% rate by actively hiring 
persons with disabilities as a result of our 
new graduate recruitment.

In FY2015, we established Nabtesco 
Link Corporation, a Group company intend-
ed to promote employment of persons with 
disabilities in Gifu Prefecture, as part of 
efforts to fulfill our social responsibilities. 
In FY2016, the company was approved by 
the Ministry of Health, Labour and Welfare 
as a Specialized Subsidiary Company that 
meets the requirements under the Act on 
Promotion of the Employment of Persons 
with Disabilities.

Nabtesco Link hires its employees 
directly from special needs schools locat-
ed in the prefecture, thus contributing to 
local employment. Moreover, Nabtesco has 
fostered exchanges with these local special 
needs schools by arranging factory tours 
and by offering space on factory premises 
for the students to sell products they have 
made.

The Nabtesco Group continues its con-
certed efforts to hire persons with disabili-
ties in order to promote employment in our 
operating regions.

Promoting Employment of Persons with Disabilities

Employment Rate of Persons with Disabilities

1.5

1.6

1.8

1.9

2.1

2.2

1.7

2.0

20162015201420132012

Statutory employment rate of persons 
with disabilities (Before April 1, 2013)

Statutory employment rate
of persons with disabilities

(Since April 1, 2013)

(%)

(FY)

1.83

2.19
2.10

1.89

1.98

*  The FY2015 employment rate is the average of the nine-
month fiscal period. The culculation scope covers only 
Nabtesco Corporation. The figures are based on the human 
resources data. 

Nabtesco’s continued employment system 
provides a consolidated environment for 
experienced employees to maximize their 
performance levels, such as special benefit 
for those with advanced expertise.

Due to the revision of the National 
Pension Act, the rate at which Nabtesco 
re-employs retired employees will further 
increase beyond the present level of over 
70%.

Experienced employees are sharing 
their skills with their successors and at 
each production site team members are 
conducting activities to turn their tacit 
knowledge into explicit knowledge. These 
activities have become an intellectual asset 
to support our current technical capabili-
ties. 

Promoting Employment of Senior Persons

Re-Employment Rate of Retirees

0

20

40
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80

100

0

20

40
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80

100

20162015201420132012

(Persons)

(FY)

(%)

68

29
24

52

82.5

74.4

100.0

73.1 83.7

36

 Number of retired employees re-employed 
 Percentage of retired employees re-employed

*  The culculation scope covers only Nabtesco Corporation. 
The figures are based on the human resources data.

Nabtesco Link Corporation
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Other Support

1. Integrated benefits program
2. Nabtesco corresponding education program
3. Qualification support program
4. English/Chinese lessons at each site
5. Support for club activities

Support for Childcare and Eldercare

1.  Parental leave: Up to two years. This leave can be taken even when the spouse is 
devoted to full-time child-rearing.

2.  Nursing care leave: Up to a total of two years per family member who needs eldercare, 
but if the number of days taken off by an employee under the system does not exceed 93 
days during the two-year period, the employee can take the leave also after the end of 
the period. (revised in April 2013)

3.  Shorter working hours for childcare: Working hours can be reduced by two hours per 
day until the beginning of the child’s fourth grade of elementary school.

4.  Sick/injured childcare leave: This leave is available until the beginning of the child’s 
fourth grade of elementary school. Ten days (unpaid) or any necessary number of days 
that can be covered by the accumulated expired paid leave system (paid)

5.  Paternity leave: This leave can be taken when the employee’s wife gives birth to a child. 
Five days (paid)

6.  Shorter working hours for nursing care: Working hours can be reduced by two hours per 
day.

7.  Financing by the Kyosaikai employee cooperative society to support employees taking 
childcare/eldercare leave

8.  Consideration for employees who are engaged in childcare/eldercare when transferred 
(avoiding change of workplace, etc.)

A good balance between work and a sat-
isfying private life provide a source of new 
values and concepts, and will help each 
employee demonstrate high-quality per-
formance. Based on this belief, we have 
a wide spectrum of schemes in place to 
promote a healthy work-life balance. We 
created a childcare support handbook 
that summarizes childcare-related laws 
and internal systems to help employees 
understand the difficult systems in place 
and undertake necessary procedures more 
easily. In January 2016, we created a nurs-
ing care support handbook to explain the 
nursing care leave system, which allows 

employees to take leave repeatedly for 
up to a total of two years, as well as other 
support systems and consultation services 
to provide employees with alternatives to 
giving up their careers while committing to 
family responsibilities.

Work-Life Balance

Brochures

Focusing on Employees’ Growth and Development
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Breakdown of Employees who Resigned or Retired (FY2016)  (Unit: persons)

(1) 
Total number

Retirees
among (1)

Those who resigned 
for reasons related 

to the company 
among (1)

Those who resigned 
for personal reasons 

among (1)

Managers 16 11 0 5

General 
employees 

50 32 0 18

Total 66 43 0 23

*  The number of voluntary resignation of executive officers and those who had been re-employed are excluded. The calculation 
scope covers only Nabtesco Corporation. The figures are based on the human resources data.

Nabtesco promotes labor management 
and related measures based on employee 
turnover data that details the reasons for 
leaving the company. 

The graph on the right shows the rates 
of male and female employees that re-
tired or resigned from Nabtesco. The rate 
of employees who resigned for personal 
reasons has remained around 1%, which 
shows that Nabtesco provides its employ-
ees with a good work environment

Stability of Workforce

Rate of those who resigned for personal reasons

0

3.0

6.0

7.0

1.0
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5.0

2.0

20162015201420132012

(%)

(FY)

0.7

1.7

6.0

3.8

3.2

0.6

2.9

1.1

5.7

3.1

1.8

0.7

3.1

1.0

3.5

 Male (Total turnover rate)　  Female (Total turnover rate) 
 Rate of those who resigned for personal reasons

*  The culculation scope covers only Nabtesco Corporation. 
The figures are based on the human resources data.

Breakdown of Regular Employees (as of December 31, 2016) (Unit: persons)

(1) 
 Number of perma-

nent employees

Number of manag-
ers among (1)

(2) 
 Number of newly 
hired employees

Number of new 
graduates among (2)

Male 1,940 323 68 40

Female 210 2 15 11

Total 2,150 325 83 51

* The calculation scope covers only Nabtesco Corporation. The figures are based on the human resources data.
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Human Capital Development

We clearly state, “Employees are essential 
assets” in The Nabtesco Way. 

In order to share the company’s ideal im-
age of the human capital where it is the peo-
ple who make the company, and to define the 
direction that all employees should follow, the 
Nabtesco Group established the Basic Policy 
on Human Capital Development and has been 
providing a range of educational opportunities 
in line with this policy ever since.

Basic Policy on Human Capital Development

Basic Policy on Human Capital Development

Develop personnel who can think 
and learn on their own at all times as 
members of a global corporate group, 
and create a culture that values and 
supports learning.

Focusing on Employees’ Growth and Development

FY2015 Education Scheme (as of May 2017) Mandatory

Category Position-specific  
training

Training for  
specific purposes

Global Human 
Resource 

Development 
Training

Technical training

Lead 
department

Human Resource 
Development Dept.

Human Resource 
Development Dept.

Manufacturing 
Technology 

Dept.

Human 
Resources

Dept.

Human 
Resource 

Development 
Dept.

Human 
Resources Dept.

Intellectual
Property Dept.

Quality 
Promotion 

Department

Compliance 
Promotion 

Dept.

M
anagers

G
eneral 

m
anagers

M
anagers

G
eneral em

ployees

G
rade 7

G
rade 6

G
rade 5

G
rade 4

G
rade 3

G
rade 2

G
rade 1

10th-Year Intellectual P
roperty Training

5th-Year Intellectual P
roperty Training

Interview
er Training

Ethics Edification Training as a M
anufacturer

Target Setting Training

Training for Newly 
Appointed General 

Managers

Training for  
Newly Appointed  

Managers

Upper-level  
Problem-solving 
Training (Training  

for employees  
promoted to Grade 6)

Entry-level  
Problem-solving 
Training (Training  

for employees  
promoted to Grade 4)

Training for  
New Employees

Fundam
ental Technical Training for 

Engineers

O
JT Staff Training

Fundam
ental Training for clerical position

Training for N
ew

ly Em
ployed M

id-career-hire Em
ployees

Training for C
andidate Forem

en
Training for 
M

anagers’ 
M

anagem
ent

Fundam
ental Skill Training for Engineers

Sem
inar on life after retirem

ent

P
re-overseas P

osting Training

Fundam
ental C

om
pliance Training (provided w

ithin the position specific training)
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Training for New Employees 59

Entry-Level Problem-Solving Training (for 
those promoted to Grade 4) 53

Upper-Level Problem-Solving Training (for 
those promoted to Grade 6) 42

Training for Newly Appointed Managers 24

Training for Newly Appointed General 
Managers 10

Training for Candidate Foremen 21

Training for Newly Employed Mid-Career-
Hire Employees 132

Selective Training for One and Second-year 
Engineers 24

Second-Year Research Report & Presentation 34

Second-year Retrospective Training (office 
worker) 28

Second-year Training at the Head Office 
Technical Department 35

Second-year Training for Clerical Position 14

Third-year Training for Engineers 33

Third-year Training for Clerical Position 8

Third-year Retrospective Training (head 
office worker) 43

Basic Management Program 19

Studying at domestic and overseas business 
schools 12

Studying overseas (overseas trainee) 4

English Writing Training 21

Intensive Study Camp for English 
Conversation 3

English Presentation Training 13

Training on Marketing 15

Workshop on Designing 15

Training for those to be transferred 
overseas 7

* The number of trainees above includes also trainees from subsidiaries.
* Number of Training for Newly Employed Mid-Career-Hire Employees inclues transferring employees from Hyest Corporation

Number of Trainees  (Training Provided by the Human Resources Development Department from January to 

December in FY2016) Annual total number of 
participants 

(for training provided 
by Human Resources 
Development Dept.)

Total hours of training:

23,780 hours

The number of hours 
of training per person:

11 hours

As overseas business is expected to con-
tinue to expand, it is becoming increasingly 
important to develop globally competitive 
human capital. We introduced a system to 
register in advance employees slated to 
work overseas so that we can provide them 
with essential training in a planned man-
ner. It also builds a database of the experi-
ences of those actually working overseas to 
share useful information on overseas work 
among employees, thereby enhancing the 
entire Nabtesco Group’s global abilities. 

We organize regular English writing 
and presentation classes to provide our 
employees with opportunities to gain and 
improve basic English language skills 

required for global business commu-
nications. In FY2012, we introduced the 
“Overseas Trainee Program” in which our 
employees can study and work aboard. By 
the end of FY2016 we had sent a total of 17 
employees overseas under this program.

Development of Globally Competitive Human Capital

English Writing Training

Position-specific training .....................................  To meet qualification requirements when 
joining the company or being promoted

Purpose-specific training .....................................  To achieve personal goals regarding 
operation of management and human 
resources systems

Global human resource development training ...  To enhance skills and knowledge to fulfill 
duties on a global scale 

Technical training .................................................  To improve technical knowledge and skills

Target
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We established The Nabtesco Way in October 
2012. The Nabtesco Way is a collective term that 
means our Corporate Philosophy, Our Promis-
es, Action Guidelines and Action Declaration. In 
FY2016, the fifth year since the establishment 
of The Nabtesco Way, we held a workshop for 
employees who exhibited a certain attribute.

The diagnosis of our organization conducted 
in 2015 revealed that newer employees—those 
who joined the company after Nabtesco Corpo-
ration was founded—had a poorer understand-
ing of and felt less affinity for The Nabtesco Way, 
as compared to more longstanding employees. 
We therefore invited 196 such newer employees 
to join the workshop to share positive aspects of 
their workplaces and examples of practices they 
perceived as being unique to Nabtesco, from the 
perspective of The Nabtesco Way. The workshop 
provided them with a deeper understanding of 
the background to The Nabtesco Way as well as 
helped them share its aims. 

We have also held the “Nabtesco Way 
Month” every April since FY2013 to raise em-
ployee awareness about The Nabtesco Way. 
For the fourth Nabtesco Way Month, marked in 
FY2016, “Way” meetings were held at 412 work-
places across Nabtesco, including nine Group 
companies in Japan, with the participation of a 
total of 3,921 employees. Participants discussed 
and shared The Nabtesco Way experiences and 
discussed how they could apply The Nabtesco 
Way in their own business operations.

Activity to Increase Employees’ Awareness of The Nabtesco Way

412workplaces

“The Nabtesco  
Way Month”

(Workplace Meeting)
Participants in FY2016

Group companies in 
Japan

9companies

3,921persons

Workshop on The Nabtesco Way

The Nabtesco Group is proactively endeav-
oring toward the development of human re-
sources at Group companies outside Japan. 
For example, we are implementing various 
training programs aimed at improving the 
skills of locally hired personnel. In addition, 
we offer an OJT-based training program 
designed for skill enhancement, in which 
employees of overseas Group companies 
are assigned, for a certain period of time, 
to factories in Japan belonging to various 
business segments, including the railroad 

vehicle equipment, hydraulic equipment and 
commercial vehicle equipment businesses.

By offering opportunities to deepen their 
understanding of the Nabtesco Group’s 
corporate culture and The Nabtesco Way that 
supports it, and to learn specialist skills, we 
are developing workers who can contribute to 
economic development in their home coun-
tries. We will continue these efforts to rein-
force our overseas operational bases and to 
contribute to the economic and social devel-
opment of the countries in which we operate.

Development of Human Capital at Overseas Group Companies

Focusing on Employees’ Growth and Development

We provide new graduates who have joined 
the company with intensive training in a 
planned and systematic manner during 
their first three years of work, deeming this 
time to be optimal for enhancing their basic 
skills. Specifically, we provide them with 
annual training programs in consideration 
of their individual growth stage, thereby 
helping them to improve year by year.

We also give new employees on-the-job 
(OJT) training, believing it to be important 
to offer them hands-on work experience so 

that they can become an effective mem-
bers of the workforce as soon as possible. 
Under the OJT system, OJT staff members 
provide careful instructions to individual 
trainees, while the trainers themselves 
also receive training to maintain their 
high ability to provide such instruction. In 
addition, a common training plan work-
sheet designed to visualize the contents 
and progress of the training is used for all 
trainees to create a uniform, high-quality 
training environment.

Improving Basic Skills of Young Employees to Immediately 
Become an Effective Workforce

Second-Year Research Report 
& Presentation
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