
Human Capital and 
Respect for Basic Human Rights

● Performance Against Materialities / KPIs (FY2022)

Teleworking implementation rate
(the Yokohama region where the company’s offices are located)

Serious occupational accidents
(non-consolidated)

Hours of training per employee 
(non-consolidated)

Ratio of female managers
(group)

Approach to Securing Human Resources

 49 %
14 hrs 19.7%

●● Collaboration with Partner Suppliers ●● BCP in the Supply Chain

●● Addressing Confl ict Minerals and Chemicals

Before the COVID-19 pandemic, we made it a practice to visit 
and hold regular conferences with 30-40 suppliers each year, 
and since the pandemic, we have managed to prevent supply 
from being impacted by persistently holding weekly meetings 
to enable communication, particularly with key suppliers. In 
addition, we hold Partners Meetings and Business Liaison 
Committee meetings online twice a year to provide a forum 
in which to exchange opinions. In June 2023, approximately 
30 companies from all over the world participated in these 
conferences, in which we shared information including on our 
sustainability initiatives.

Frequent disruptions of supply chains during the COVID-19 
pandemic brought the risks of relying on a limited number 
of suppliers to the fore. We took this as an opportunity 
to take steps toward multipolar procurement, separating 
multiple procurement regions as a basis for our work on risk 
reduction. We are also encouraging our existing suppliers to 
move ahead with multipolar procurement.

YAMASHIN-FILTER Group uses no conflict minerals 
whatsoever, and confirms that suppliers are not using them 
either. We manage chemical substances appropriately in 
keeping with the standards of each country.

Zero

At YAMASHIN-FILTER, we focus effort on the human resource hiring and training that are at the core of achieving our strategy of 
worldwide expansion and business diversification. In conjunction with this work, we make diversity a fundamental part of our efforts 
to secure human resources, and execute management with respect for the human rights of all people.

• Development of the next generation of leaders through selection of high-potential personnel and 360-degree assessment

•Systematic training of future management candidate personnel

• Building a system for recruitment and development of junior human resources aimed at optimal human resource allocation

•Consider outsourcing as a means of compensating for human resource shortages
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FY2019 FY2020 FY2021 FY2022

Number of locally-
hired managers at 
overseas locations

20 22 29 45

Unit FY2021 FY2022

Total training hours Hours 2,310 2,688
Hours of training per employee 
(average hours) Hours 12.2 14.0

Days of training per employee 
(average number of days) Days 5.4 6.1

 ●Training Results (Non-consolidated)

 ●Number of Locally-hired Managers at Overseas Locations

The scene at the Summit

●● Human Resource Development ●●  Fair Personnel Assessment and 
Compensation

●●  Globalization and Localization of Human 
Talent

Diversification of business operations and further global expansion 
presents us with a crucial management issue, the systematic 
development of next-generation leadership, including potential 
candidates for executive posts. As a company that keeps 
our functions from development to production and sales in-
house, we face the challenge of passing on our development 
methods, production technologies, etc. Acknowledging this, 
our human resources and business divisions work together 
under the leadership of top management to move forward 
with human resource recruitment and development.

We have adopted the Management by Objectives (MBO) 
system in order to assess employee abilities appropriately 
and link the results to their compensation. We conduct these 
evaluations twice a year, and division managers report the 
results to senior management to ensure the fairness of the 
evaluations.

At the Cebu Plant, our largest plant, we have Philippine 
nationals among our directors, general managers and 
managers, as our localization efforts move forward, including 
the localization of senior management. We regularly arrange 
information-exchange opportunities to bring managers of 
overseas subsidiaries to Japan, which deepens personal 
interaction with the Head Office staff and provides support 
for the further growth of overseas managers. In November 
of FY2022, we held a YAMASHIN Global Summit as the first 
international conference in the group in about three years. 
Approximately 40 participants attended, including managers 
from the Head Office and from overseas subsidiaries, all of 
whom joined in active discussions of initiatives on climate 
change, respect for human rights, and other sustainability-
related efforts.

Human Resource Development Initiatives for the Next 
Generation

We are implementing executive (and executive candidate) 
talent management, motivation-boosting measures, the 
appropriate matching of personnel to assignments based on 
evaluations of potential, elimination of the seniority system 
through appropriate personnel evaluation, introduction of 
a global matrix for overseas group managerial personnel 
evaluations and personnel system optimization, job rotation, 
and regularly scheduled rank-based training.

Training for directors and executive officers
Within one to two years after taking up an executive officer 
position, participation in external training to gain capabilities 
for the creation of management metrics, etc.

Managerial position training
Training on compliance and harassment prevention, and labor 
management training that forms the basis for taking on managerial 
positions, as well as hands-on training for division managers, 
including discussions based on lectures from management.

Morning sessions
Hands-on training on business skills such as how to 
effectively show documents and give presentations.

New employee training
Business etiquette and other basic training for professional 
development, product and technology training to gain a deeper 
understanding of our company, and manufacturing training at 
plants, etc., conducted over the course of one and a half months.

Human Resource Development Initiatives for 
Generational Technology Transfer

(persons)
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