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Provision of a rewarding work experience requires work style reform from many standpoints, such as enabling work-
life balance, raising productivity, and embracing diversity. At this event, people from both the program-design 
and program-user sides came together to talk about the kind of work style reform the JX Nippon Mining & Metals 
Group is aiming for.

(held July 2019)

Please tell us what the JX Nippon Mining & 
Metals Group is aiming for in work style reform, 
and give us your own thoughts on work style.

Morii: Work style reform in the Group is based on the 
Strategy to Energize Individuals and Organizations 
drawn up in fiscal 2016. To solve the management 
issues facing each business and grow into the future, 
it’s essential to create a workplace that draws on the 
strengths of people with various backgrounds and 
values, and one where they can each have rewarding 
work experiences.
Nakano: As a recent trend, I sense that the attitude 
of just doing what needs to be done and then going 
home is taking root. Still, shorter work hours will not 
happen unless people are constantly thinking about 
how to come up with proper answers to the issues 
confronting them quickly. In that sense, I feel the 
need for Groupwide education aimed at improving 
problem-solving skills.
Wakumura: After I took a year off for childcare leave, 
my thinking on work style changed completely from 
before the leave. Before going on leave, I would often 
take on work all by myself, whereas after returning 
from leave I began to work as part of the organization. 
I have started to concentrate on achieving results in 
the limited time available, even if it means passing 
work on to others occasionally.
Kato: In my job in technical marketing, I sometimes 
find myself saying, “There must be a better plan than 
this,” or “This would be another way of tying things 
together,” feeling motivated to keep on working until 
I’m satisfied that things are just right. But as I have a 
small child at home, in reality I tend to wrap it up once 
the work gets to a certain point.
Kawaguchi: From the human resources standpoint, 
naturally we communicate targets such as reducing 
work time and raising productivity. Yet reducing 
work time itself is not the objective. I see it as my 
responsibility to convey clearly that beyond this target 
is a vision we have for growth of the Company.

What are the main initiatives the Group is 
implementing from the standpoint of work-life 
balance?

Morii: Work-life balance is generally thought of as 
balancing the demands of work and home. In our 

Group, however, we consider it especially important 
to enhance both work and home life. Among the main 
initiatives, of course, are those aimed at reducing 
work time and encouraging employees to take their 
annual paid time off. To reduce work time, we have 
set a goal of keeping total working time within 2,030 
hours a year. In the childcare and family care area, we 
have introduced programs that are comparable to 
those of other firms; but I am troubled by issues such 
as people not being aware of the programs, or feeling 
guilty about actually using them.
Kato: I took a month off for childcare from May 2017. 
My supervisor agreed to it when I asked, but also 
admitted to a lack of knowledge about the program 
because no one had ever made use of it before. I 
myself was at first uneasy, as nobody around me had 
used the program. In the end, though, I was glad I 
took advantage of it. Having experienced the trials of 
childcare directly, even after returning to work I was 
able to commit to working hard so I could go home as 
early as possible.
Wakumura: When I took childcare leave, I struggled to 
come to terms with the idea because I was concerned 
about falling behind my peers due to such a long 
leave, and about whether I would be able to return to 
work. Fortunately, I was allowed to resume the same 
job after my return, but I longed for some support to 
ease the worries about my post-leave career.
Morii: A certain amount of time is needed for easing 
back into the work routine after returning to the 
job, so employees should not feel rushed when they 
return. We would like people making use of leave 
programs to consult often with their superior, before 
taking leave, during the leave, before returning to 
work, and after returning, so as to maintain motivation 
and ease concerns. From fiscal 2019 we have revised 
the way the 
program is run 
to ensure proper 
communication 
using a consultation 
sheet.
Kawaguchi: It’s 
important that 
people have 
accurate knowledge 
about the programs. 
There are many, 
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for example, who mistakenly believe that family care 
leave is for employees to take care of family members 
on their own. In fact, the care is provided mainly 
by helpers and other third parties; and the leave is 
intended for employees making the arrangements for 
such care. To reduce this gap in understanding, the 
Human Resources Department is preparing handbooks 
and making them available on the intranet, seeking 
to make employees aware of the purpose of the 
programs and how to use them. I would very much like 
management to take a look at the handbooks as well.
Nakano: If someone working under me says they 
would like to take childcare leave or family care leave, 
I would definitely want them to do so as much as 
necessary. No doubt some employees are afraid their 
work won’t get done while they are away, but others 
around them can step in for support, and that will 
even give those others a chance to learn another job.

Working from home, or telecommuting, is 
an important option for improving the labor 
productivity of the organization. What is the 
Group’s stance on this?

Morii: Regarding working from home or 
telecommuting, we have been conducting studies 
about how best to design such a program. I believe 
that simply transferring the usual work style to home 
presents too many challenges, making it important 
to review the work style, and exercise ingenuity in 
transforming it to enable working from home. As it 
stands currently, people are constantly apologizing 
to those around them for causing trouble when they 
make use of the work-from-home option. Rather, it 
should be something that produces new value.
Kawaguchi: Today there are services like Skype, and 
it is increasingly easy for people to chat as if they 
were sitting right next to each other. The atmosphere, 

though, is still one 
where it is difficult to 
choose the work-from-
home option. That’s 
the biggest obstacle. 
I believe the only way 
is to keep up with 
efforts to change this 
atmosphere so that 
working from home 
becomes as accepted 

as any other work style.
Wakumura: I am 
currently making use 
of the work-from-
home  program. The 
motivation was that I 
wanted to somehow 
find time for childcare. 
Now that I am actually 
working this way, I find 
that I have learned to 
organize all my work 
into the work I do when 
I come to the office and the work I do from home. I 
feel this has resulted in highly efficient working. The 
issue is still communication, though, so I am actively 
using tools like Skype.
Kawaguchi: It will take a persistent effort, through trial 
and error, until this way of working finally takes hold. 
In the era ahead of us, I think it’s impossible to choose 
to eliminate the work-from-home  program.
Nakano: It’s the lack of precedent that makes things 
difficult. In terms of the methods to be used, ours is 
a time when teleconferencing and other tools make 
it possible to conduct conferences face-to-face. 
If people feel a need for a certain kind of system, 
they can ask and improvements can be made, which 
also means the environment has to be one that is 
amenable to such improvements.
Kato: When, for example, people in my department 
go on a business trip to China, the US, Europe, or 
other places, they often do not see their supervisor 
or colleagues in the same department for one or 
two weeks. So they are already somewhat used to 
communicating mainly by email or telephone at such 
times. From what is being said here, I realize working 
from home once a week or so should not be a 
problem.
Wakumura: My own supervisor encouraged me to 
make active use of the work-from-home program, 
which was a good thing; but in the case of male staff 
in their 30s with a wife who also works, there is a tacit 
atmosphere that makes them hesitate to work from 
home. It would be great if we could encourage such 
employees to use this program and if that would lead 
to energizing the workplace.
Morii: It would be helpful if people would share 
more success stories, like how Ms. Wakumura clearly 
divided the work to be performed at the office and 

from home, achieving greater efficiency. I believe 
it will then be important for not only users of the 
program but also their superiors to think about 
the best way of incorporating such ideas into their 
own workplace. It will be quite difficult to change 
the current atmosphere without creating a positive 
workplace culture in which those wishing to work from 
home are always encouraged to do so.
Nakano: From the standpoint of raising productivity, I 
think it’s important also to raise individual skill levels. 
The Company has a Self-Innovation Support scheme 
that provides an environment conducive to self-
improvement. I took an outside program on critical 
thinking. Although similar training is available in the 
Company, I decided to apply for an outside program 
because I wanted to deepen my understanding to 
polish my skills so that I can use these abilities on the 
job. My desire is to raise my own skill levels and go on 
from there to effectively raise productivity.

In the area of diversity, what thinking guides 
the initiatives of the Group?

Morii: We think a key to the growth of the Company 
is building an environment conducive to active 
involvement by diverse human resources, and we are 
therefore putting active effort into this area. For some 
time, we have been implementing initiatives in such 
areas as the continued employment of workers aged 
60 and older, hiring of persons with disabilities, and 
women’s empowerment. We have also been making 
steady efforts toward ensuring full acceptance of 
sexual-minority employees, including revising rules, 
and holding courses and workshops for persons 
in general affairs and human resources to enable 
consulting services.
Kawaguchi: We have to address diversity as a 

means of making 
the Company more 
competitive. This is 
especially true because 
we have been doing 
more mid-career hiring 
lately, and we can 
expect the percentage 
of employees aged 
60 and older to 
increase. In terms 
of how we develop 

the business in the 
future, I expect it will 
become increasingly 
common for people 
from various countries 
to be active in the 
workplace, and we 
will need to make 
sure we successfully 
strengthen our 
competitiveness 
through greater 
diversity.
Nakano: Earlier, I mentioned the outside program I 
attended making use of the Self-Innovation Support 
scheme. Along with people from the same industry, 
there were people wanting to start up businesses 
overseas, and people from places like Indonesia and 
Thailand, for example. And, of course, they were 
of many different ages. This environment made me 
keenly aware that it’s important to accept a wide 
range of values, not just those in the Company.
Wakumura: We also have an annual training program 
for the first five years after entry, which serves 
to deepen camaraderie among those joining the 
Company at the same time, while being useful for 
sharing our thinking as a company. However, outside 
programs are also attractive in that they help our 
employees to understand diverse values.
Kato: The number of non-Japanese employees seems 
to have increased in recent years. Working together 
with them has driven home to me the importance of 
respect for diversity. They are all good at Japanese 
and I’m sure they have other strong skills. It would be 
a shame if they were unable to exercise those abilities 
to the full due to cultural differences or different 
ways of thinking. I would also like to think more about 
understanding their situations.
Morii: It’s not easy to change the culture and way of 
thinking with which someone was born and raised, 
nor should it be necessary to do so just because they 
entered a company. At the same time, as is true of 
any personnel system, I believe it’s important to think 
about the standpoint of the people we work with. 
We won’t get anywhere if we invite people to work 
with us expecting them to excel, but we insist they do 
things the Japanese way. We didn’t even start hiring 
mid-career professionals in earnest until a few years 
ago. Therefore, we still have some way to go in this 
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respect. It really is important that we move forward 
together in mutual acceptance and respect.

Please give us your final thoughts.

Morii: The Long-Term Vision of the Group toward 
2040 calls for us to move to technology-based 
management. Achieving this will require a flexible 
organization where diverse people, including highly 
skilled human resources, can be actively involved. 

Our big mission is giving substance to this. If we are 
to introduce policy measures so that various people 
with different backgrounds and values will be able 
to achieve self-realization while feeling motivated 
to work and satisfied with their lives, it will also be 
important to hear frank and unreserved views as we 
have here today. As we go forward, I would like us 
to take on the challenge of work style reform in the 
Group, while keeping our ears attuned to the voices 
of employees.

■ Creating Appropriate Personnel Evaluation Systems 

The Company has introduced a Competency Evaluation 
System based on competency models and a Performance 
Evaluation System centered on management of missions and 
goals. In Competency Evaluation, employees are interviewed 
by their supervisors based on competency items, and the 
resulting assessment of whether they have the necessary 
competency is used in deciding promotions. In Performance 
Evaluation, employees meet with their supervisors to 
discuss the extent to which they attained missions and goals 
agreed on with the supervisor at the beginning of the fiscal 
year, and the degree of challenge presented by the goals. 
Their performance is then evaluated, and the results of 
these evaluations are reflected in employee bonuses. The 

■ Workplaces Where Women Play Significant Roles 

As of March 31, 2019, a total of 1,184 female employees 
were working in the Group worldwide. Of these, 26.4% 
occupy managerial positions (supervisor class and above). 
JX Nippon Mining & Metals employs 282 female employees 
(including part-time employees), of whom approximately 
30% are in 
managerial 
roles. There 
are no gender 
differences in 
base pay.

As part of energizing individuals and organizations, the 
Company seeks to ensure that the working environment 
is one where even employees with commitments such as 
pregnancy, childbirth, childcare, parenting, or family care 
can make the most of their abilities. To this end, personnel 
systems undergo regular review to enable assistance from 
the two aspects of work style support and financial support.
 Starting in fiscal 2018, we have been taking steps to instill 
a more thorough understanding of these systems, preparing 
a handbook on the support available for balancing work 
and childcare or family care. The handbook provides an 
overview of the systems, shows how to use them, and 

The Group values diversity in both human resources and 
work style. In compliance with relevant laws and regulations 
in Japan and overseas, the Group is pursuing initiatives 
including the continued employment of workers aged 60 
and older, hiring of persons with disabilities, and women’s 
empowerment, and is developing programs with sexual-
minority employees in mind. Moreover, we have drawn up 
and are implementing a plan for the five-year period to 
fiscal 2020 in accordance with Japan’s Act on Promotion of 
Women’s Participation and Advancement in the Workplace.

competency model and performance evaluation items for 
managerial staff are structured so that 50% of the items 
evaluated relate to personnel management.

■ Self-Statement System 

A Self-Statement System was introduced to help the 
Company understand the aspirations of individual 
employees and reflect them in personnel development 
and elsewhere. Under this system, employees submit this 
statement on the specified form once a year, looking back 
on their work and indicating their ambitions, as well as 
other matters of relevance, such as any reason why they 
cannot accept job transfers that would involve moving 
residence and how long that will remain the case.

Personnel Systems

Childcare and Family Care Systems

Initiatives Promoting Diversity

describes how managers can give assistance. We also 
revised the systems so that cumulative annual paid time off 
can be used, in case of hospital visits for illnesses requiring 
repeated or ongoing treatment, or for infertility treatment.

育児･介護
両立支援ハンドブック

多様な働き方を
実現するために

Handbook on support systems for balancing 
work and childcare or family care

Special	Column

Overview of Childcare and Family Care Systems
Pregnancy/childbirth Childcare/parenting Family care
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 Support from social insurance and employment insurance

Note:  Telecommuting is also available for reasons other than childcare or family care.

Pre- and post-childbirth time off Time off to care for an ill child Family care time off

Family care leaveSpecial measures for mothers during pregnancy and 
within one year after childbirth

Childcare leave (length can be shortened, and leave 
period can be changed more than once)

Maternity time off Exemption from overtime work exceeding limit

Exemption from late-night work

Shorter workday (expanded applicability, enabled use along with flextime)

Flextime (revised core time, enabled use along with shorter workday)

Cumulative annual paid time off (added “childcare” to conditions for use)

Telecommuting

Return-to-work system

Childcare/family care subsidies

Return-to-work grant

Childcare leave benefit (employment insurance)

Onetime maternity/childcare benefit, additional 
onetime maternity/childcare benefit (health insurance)

Maternity allowance, additional maternity allowance 
(health insurance)

Family care leave allowance

Family care leave benefit (employment insurance)

Exemption from paying social insurance premiums (health insurance and employees’ pension) during pre- and post-childbirth leave, childcare leave, etc.

Childcare concierge service

Support for babysitter use

Exemption from overtime work

Childcare time

 Programs revised or newly offered since fiscal 2016

Targets
1. Steadily increase the number of female employees, and 

ensure that at least 30% of newly hired university graduates 

are women, to cultivate female managers early on.

2. Improve working environments to create workplaces in which 

all employees including women can do fulfilling work.
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Survey scope:  Companies in which JX Nippon Mining & Metals has 50% or greater voting rights directly or indirectly (excluding 
H.C. Starck Tantalum and Niobium GmbH)

Counting of seconded employees: Includes employees being seconded to and from the companies subject to this survey

Labor unions have been formed at nearly all Group 
companies in Japan. At each Group company, good 
relations built on mutual trust are maintained between 
management and employees. At regular meetings 
between representatives of management and the labor 
union, management discloses details of the company’s 
business; while at the Health and Safety Committee 
meetings, causes of accidents and incidents are analyzed 
thoroughly. In such ways, labor unions play an important 
role as partners with management, including by conveying 
information and gathering views within the organization. 

Recognizing health and safety as a particularly important 
theme to be confirmed between management and labor, 
90% of Group companies with labor unions include matters 
relating to health and safety in their labor agreements.
 When changes are made in the company organization or 
business activities, adequate time is given to preliminary 
explanations and discussions before conducting the 
necessary procedures, in accordance with the labor 
agreement. In fiscal 2018, there were no strikes or lockouts 
in the Group.

Employment Data (JX Nippon Mining & Metals Group)Maintaining Good Labor-Management Relations

Data Relating to Diversity (JX Nippon Mining & Metals)

Membership in labor unions (as of March 31, 2019) 

Use of childcare leave program in fiscal 2018

Rate of return from childcare leave (Percentage of 
employees who took leave and then returned to their jobs)

Male Female Total Age 29 or younger Age 30 to 49 Age 50 or older Total

No. of union 
members

5,111 594 5,705 956 3,798 951 5,705

Membership rate 62% 50% 60% 70% 66% 40% 60%

No. of newly hired employees (April 1, 2018 to March 31, 2019)

Male Female Total
Age 29 or 
younger

Age 30 to 49 Age 50 or older Total

New hires 791 157 948 366 479 103 948

Percentage of total number employed as of 
March 31, 2019

10% 13% 10% 27% 8% 4% 10%

Japan North America South America Asia Europe Middle East Total

New hires 576 27 145 190 2 11 951

Percentage of total number employed as of 
March 31, 2019

8% 23% 14% 16% 8% 22% 10%

No. of employees ending employment (April 1, 2018 to March 31, 2019)

Male Female Total
Age 29 or 
younger

Age 30 to 49 Age 50 or older Total

New hires 589 121 710 136 378 196 710

Percentage of total number employed as of 
March 31, 2019

7% 10% 7% 10% 7% 8% 7%

Japan North America South America Asia Europe Middle East Total

New hires 315 19 171 178 1 26 710

Percentage of total number employed as of 
March 31, 2019

4% 16% 17% 15% 4% 52% 7%

Male Female Total

No. of employees 
using program

3 7 10

No. of employees 
eligible to use 
program*1

108 7 115

Usage rate (%) 3% 100% 9%

Male Female Total

No. of employees 
returning to work 
in fiscal 2018

2 5 7

No. of employees 
planning to 
return

2 6 8

Return rate (%) 100% 83% 88%

*1  Male: Employees with a child born within the fiscal year 
Female:  Employees whose post-childbirth time off ended during the fiscal year and 

who can take childcare leave

No. of employees (by employment status and employment contract type; as of March 31, 2019)

Male Female Total

Full-time

Open-ended contract 7,492 989 8,481

Fixed-term contract 723 147 870

Subtotal 8,215 1,136 9,351

Part-time

Open-ended contract 20 26 46

Fixed-term contract 68 22 90

Subtotal 88 48 136

Total 8,303 1,184 9,487

Japan North America South America Asia Europe Middle East Total

Full-time

Open-ended contract 6,352 13 923 1,123 20 50 8,481

Fixed-term contract 565 107 98 97 3 0 870

Subtotal 6,917 120 1,021 1,220 23 50 9,351

Part-time

Open-ended contract 44 0 0 1 1 0 46

Fixed-term contract 88 0 2 0 0 0 90

Subtotal 132 0 2 1 1 0 136

Total 7,049 120 1,023 1,221 24 50 9,487

No. of employees (by region; as of March 31, 2019)

Japan North America South America Asia Europe Middle East Total

Male 6,330 95 943 867 18 50 8,303

Female 719 25 80 354 6 0 1,184

Total 7,049 120 1,023 1,221 24 50 9,487

Retention rate after return from childcare leave 
(Percentage of those still employed 12 months after 
return from leave)

Male Female Total

No. of employees 
returning to work 
in fiscal 2017

7 9 16

No. of employees 
still employed 12 
months later

6 9 15

Retention rate 
(%)

86% 100% 94%

Status of rehiring efforts in fiscal 2018

No. of age-limit retirees 17

No. of reemployed 14

Reemployment rate (%) 82%

Persons with disabilities as a percentage of the 
workforce in fiscal 2018

Percentage of 
employees with 
disabilities
(the legal requirement 
is 2.2%)

2.4％
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