
To steadily implement the initiatives for the promotion of 
diversity, we have set the total diversity index from the medium-
term management plan GP25 2nd stage in which the seven 
diversity items were indexed as our own indices and have  
been promoting the initiatives.
In particular, the percentage of male employees taking childcare leave 
exceeded 50%, which was the goal in 
fiscal 2026 in the entire group and reached 
60.4% (results in fiscal 2024) because of 
the effect of internally informing it through 
the distribution of the leaflet (mean value 
of the number of days taken: 11 days). 
Combined with the initiatives that we have 
promoted, such as the ratio of female full-
time employees hired, this is leading to 
the groundwork for employees who reach 
various life events regardless of gender to 
more flexibly work.
We also hold the Daiken Kids Day that the 
employees’ children visit the workplace as 
the opportunity for the employees’ 
families to deepen their 
understanding, foster the creation 
of an atmosphere in the workplace 
that values the pleasant working 
environment and families, and put 
effort into re-acknowledging the 
work-life balance.

The degree of attainment in fiscal 2023
The degree of attainment in fiscal 2024
The degree of attainment in fiscal 2026 (Goal)

The ratio of newly graduated female full-time 
employees hired (graduates from university/
graduate school)
Goal: 50%

The female 
full-time 
employee ratio
Goal: 20%

The percentage 
of male 
employees 
taking childcare 
leave
Goal: 50%

The female manager ratio
Goal: 2.0%

Managers’ diversity 
training attendance rate
Goal: 100%

Long-term 
care seminar 
attendance rate 
at the age of 40
Goal: 90%

The degree of attainment of 
the employment rate of 
persons with disabilities
Goal: 100%
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Improvement of 
corporate value

Based on the group corporate philosophy and its practice system, the Daiken Group has upheld the development of autonomous 
human resources that support the growth and can respond to changes (human resource development policy) and the pursuit of 
an organization in which human resources fully exercise their abilities, mutually inspire each other, and grow/challenge (internal 
environmental improvement policy) as the policies and has been promoting the initiatives from the perspectives of the promotion 
of diversity, workstyle reform, human resource development, health and productivity management, and challenge-oriented 
corporate culture. By continuously deploying the measures from five perspectives, we will lead to producing the favorable cycle, 
maximizing human resource value by improving individual performance, and improving the entire group’s corporate value.

We promote the workstyle reform to make employees feel happy to be the members of the group. Thus, we will enhance 
the individual employees’ performance and the group’s power and continue to create new shared value.

▼Optimization of working hours
In addition to the setting of the no overtime day and putting the light out all at once at 8:00 p.m. in offices that we have put effort into 
and by implementing the automatic computer shutdown from 7:30 p.m. to 7:00 a.m. on the next morning since 2017, we have been 
maintaining appropriate working hours. In addition, regarding the individual overtime situations, including managers, we prevent long 
working hours by managing the progress status and make use of it for optimization and promotion of the efficiency of work allocation.

▼Improvement of flexible workstyles
By enhancing each and every employee’s autonomy and realizing the workstyles without being bound by time and space constraints, 
we will improve the work-life balance.

▼Results in fiscal 2024 ▼Trends in results

▼Improvement of the leave systems (Major leave systems)
To realize the employees’ healthy and efficient workstyles, we have improved the systems to be able to take sufficient leave.

Work at home Work in the office and at home
Full-time work at home In principle, work at home without coming to the office
Staggered work shift Being able to set the opening time at 30-minute intervals from 7:00 to 10:30 a.m.
Satellite office Being able to use the contracted satellite-type shared office

Flexibly leaving office Set 15 minutes before the closing time as the time to flexibly leaving office and be able to freely leave office 
as soon as one’s work is done

The paid leave system on a half day or 
an hourly basis

Being able to take paid leave on a half day or an hourly basis

The system to take annual paid leave 
consecutively

The system to take two-day or three-day consecutive leave once in the half-year period

Refreshment leave 20 years of service………..Within three consecutive days
30 years of service………..Within five consecutive days (A travel voucher worth 100,000 yen will be given)

Volunteer leave Up to five days of leave per person will be given in one year
Fertility treatment leave Up to 10 days of leave per person will be given in one year
Menstrual leave The system to have an absence by reporting it if it is severely difficult for a female employee to work on a 

day of menstruation period

Based on the idea that our employees’ health is the essential foundation for the group’s sustainable growth and development, we try to 
improve our employees’ awareness of health and have started the initiatives toward the preservation and improvement of mental and 
physical health. We formulated the Daiken health and productivity management policy in 2021 and have been putting effort into the 
improvement of health measures for both aspects of mind and body since then, such as the payment of the health promotion allowance, 
the introduction of the Femtech* program that approaches health issues specific to women, such as menstruation/PMS, consultations on 
fertility treatment, and the implementation of a walking event and health seminars led by the company. In March 2024, we were certified 
as the Health & Productivity Management Outstanding Organization (Large-Scale Company Category) jointly selected by the Ministry 
of Economy, Trade and Industry and Nippon Kenko Kaigi. We will continuously put effort into setting indices to measure the effects of 
measures and actively providing support for our employees who are willing to conduct health-promoting activities and create a virtuous 
cycle of the productivity improvement and company growth.
*Femtech…It is a made-up word for which female and technology were combined and is a product or service that can solve health issues that women have with technology.

◦ Implementation of a company-wide 
walking event using a walking app.
◦Operation of the Femtech program
◦�Payment of the health promotion 

allowance (Initiatives for the 
measures against quitting smoking)

●�Promotion of playing a 
role without being bound 
by age and gender

●�Support for achieving a 
balance between work 
and personal constraint, 
such as child rearing, 
nursing care, and medical 
treatment

●�Operation of the internal venture 
system to solicit new business 
ideas from employees

●�Operation of the suggestion system 
to solicit operational improvement 
ideas at the manufacturing bases

●�Improvement of support for the 
employees’ career design

●�Development of the human 
resource development plan 
and improvement of the 
education program based on 
the plan

●�Introduction of the Femtech program that 
approaches health issues specific to women

●�Payment of the health promotion allowance 
for nonsmokers

●�Institutionalization and 
establishment of flexible work 
styles

●�Promotion of labor saving and 
automation

●�Pursuit of a sense of satisfaction 
and job satisfaction

Maximization 
of human 
resource 

value

Workstyle reform

Promotion of  
diversity

Challenge-oriented 
corporate culture

Human resource 
development

Health and Productivity 
Management

Promotion of 
diversity

Workstyle 
reform

https://www.daiken.jp/sustainability/social/workingreform.html

https://www.daiken.jp/sustainability/social/health.html

Workstyle Reform Promotion Policy

Health and Productivity Management

Health and 
Productivity 
Management

Degree of improvement of 
presenteeism Degree of influence on life Degree of satisfaction of 

the program

Improved 
by 

8.5 points

Improved 
by 

33.4%
91.3%

Results of the Femtech program questionnaire survey in fiscal 2024 Major factors of being certified as the Health & Productivity Management Outstanding  Organization
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9.9 
hours

72.9%

(Surveyed six months after participating in the program)

Through the Femtech program, we implement online medical examinations and 
the prescription of pills for the applicants, which are borne by the company.

 P.53-54  ESG Goals

Aim to support life stages and for diverse human resources to take active roles

Creating the pleasant workplace toward the realization of the work-life balance

Initiatives toward the preservation and promotion of mental and physical health

Kids Day
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Evaluation:
Setting of the place to admire and commend 

how they are practicing philosophy

For the purposes of becoming aware of the group corporate philosophy 

and creating an opportunity to review one’s action, we have been holding 

the philosophy sharing workshop in training by rank, which is for the 

young and middle level employees as well as new managers, since fiscal 

2019. In the workshop, check the group corporate philosophy and group 

conduct guidelines from one’s daily 

operations, discuss and share the 

state of practicing philosophy, and 

facilitate the improvement of action. 

In fiscal 2024, 129 employees 

attended the workshop.

For the purposes of facilitating understanding of the group corporate 
philosophy and nourishing a culture where practicing philosophy will be 
admired, we implemented the Daiken Awards to collect and commend 
the cases of practicing philosophy in daily operations since fiscal 2020. 
Regarding the manufacturing 
category, we held the case 
presentation competition in fiscal 
2024, and 12 teams participated from 
the manufacturing departments and 
subsidiaries at home and abroad and 
made a presentation on their activity 
content, results, and connection with 
philosophy and shared it.

Department 
head class

Managerial 
position class

Responsible 
person class

Middle level 
team leader 

class

Training by rank Skill enhancement training
By job type and theme Personal 

developmentSales Manufacturing Global Theme

Enhancement of the development/ 
following-up of young employees

Enhancement of business 
skills for each rank

Prioritized market 
enhancement 
program

Senior management 
candidate development training

Training for new department heads

Department head candidate 
development training

Finance Accounting

New employee orientation

Career plan training

Follow-up training 
after joining the company

Coaching

Ability to make decisions

Training for new managers
Evaluator training
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Training for those 
in the middle level 

young rank in 
manufacturing

Follow-up training 
for young 

manufacturing 
employees
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Training for those promoted

Presentation

Problem resolution (Practical version)

Business communication

Logical thinking 
(Basic problem resolution version)
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Development of subordinates/
guidance for junior colleagues
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Key training system

Three pillars of the Daiken Human Resource Development Policy

1. Provision of learning opportunities Active provision of learning and growth opportunities to meet the 
expectations of stakeholders through business and contribute to society

2. Support for career development Support for career development from the medium- to long-term perspective 
that respects individuality

3.  Revitalization of OJT and formation  
of a culture of learning independently

Nourishment of an organizational culture to continue refining themselves 
and can grow together by motivating surrounding people

Implementation of the survey on the degree of penetration of the group 
corporate philosophy

We have implemented the survey on the degree of penetration of the group corporate 
philosophy since fiscal 2018 and have been considering and promoting the penetration 
measures based on the changes in our employees’ awareness of the group corporate 
philosophy. The score in fiscal 2024 was 61 points, up 1 point from the previous fiscal year, 
and cleared 60 points, which is the goal in fiscal 2026, the final year of the GP25 3rd Stage, 
for the second straight year. In addition to the deployment of the penetration measures on 
a company-wide basis, deployment of the penetration measures in units of department 
where the department heads served as the leaders was considered to contribute, and we will 
continuously promote the initiatives toward the improvement of the degree of penetration of 
the corporate philosophy.

Trends in the scores of the degree of penetration of the 
group corporate philosophy

Fiscal 2018 
results

Fiscal 2020 
results

Fiscal 2022 
results

Fiscal 2023 
results

Fiscal 2026 
goals

60 pt

Fiscal 2024 
results

61 pt57 pt56 pt52 pt

60 
points

 or 
more

Implementation of the employee satisfaction survey
We have been implementing the surveys on employee satisfaction and the degree of feeling 
job satisfaction since fiscal 2020. By grasping the employees’ view of work and motivation/
anxiety factors, we make use of them for the creation of rewarding workplaces and aim 
at improving satisfaction for all workplaces. While employee satisfaction in fiscal 2024 was 
57.4%, up 3.0 points from the previous fiscal year, the degree of feeling job satisfaction was 
50.5%, down 0.5 points. We analyzed the survey results from various angles, such as work 
contents, the amount of work, and the workplace environment, will reflect them in the future 
human resource strategy and measures and aim to improve both indices.

(%)

2020 2021 2022 2023 2024(Fiscal year)
45

50

55

60 Degree of feeling 
job satisfaction

Employee 
satisfaction

55.4
56.7

54.6

54.4

51.6

52.0

47.0
51.0

57.4

50.5

Employee satisfaction and the degree of feeling job 
satisfaction

Based on the results of the survey on the degree of penetration of the group corporate philosophy implemented to the group’s employees, 
we deploy the penetration measures from the three perspectives of transmission, sharing, and evaluation. By continuously following the 
philosophy penetration cycle of transmission, sharing, and evaluation, we promote the penetration of the philosophy in daily operations, 
regularly monitor the degree of penetration, and review for further effective measures.

Toward the achievement of the medium-term management plan GP25 3rd Stage, we aim to realize the challenges to new business domains 
and the creation of values that exceed the expectations and put effort into the improvement of the various systems that support employees’ 
challenges. The internal venture system to solicit business ideas started in fiscal 2022 and full-fledged proposals on the vegetable garden 
system approved for commercialization as the first case started in fiscal 2024. We explore new business domains that are unprecedented, 
such as management of a vegetable garden with abundant greens in an open space on the rooftop of a condominium or building in the urban 
area, and enhance our initiatives to turn them into a growing business in the future. In addition, for further enrichment of the internal venture 
system, we support employees’ challenges, such as holding a workshop to generate ideas, and promote creation of the challenge-oriented 
culture.

Believing that cultivating autonomy in our employees* is a key for our further growth and persistent corporate value improvement, we have 
provided various training opportunities for our employees to acquire the skills or knowledge needed for each service year, rank, and job 
type. From the medium-term management plan GP25 3rd Stage, we newly established skill enhancement training under the theme of the 
development of IT human resources that support the offensive and defensive strategies and the enhancement of the skills required for the 
expanding markets and the enhancement of the management foundation, in addition to the existing education and training, and have been 
enhancing the capabilities required for each rank. In addition, we have determined the fields to focus on education, encourage (1) IT literacy 
education and acquisition of the related qualifications for the development of IT human resources, (2) language education and acquisition of 
the related qualifications toward the expansion of the overseas business, and (3) acquisition of the related qualifications toward the expansion 
of the engineering business, as well as proactively invest in the human resource development, such as paying 20,000 yen as the financial 
incentive for qualification acquisition to the employees who have acquired the qualifications designated by our company. The number of 
participation cases in these human resource foundation enhancement programs is 816, and a culture for our employees who will bear the next 
generation to voluntarily learn is fostered.
*Autonomous human resources….Human resources who personally learn and think (inquiry), confront difficulty (challenge), and produce results (accomplish).

Initiatives in fiscal 2024

The president transmits his thoughts on the 
corporate philosophy as a message in the 
company-wide department head meeting 
and video streaming on the anniversary 
of foundation. Toward the formation of 
a culture to always have our technology, 
ideas, and passion upheld in the philosophy 
and to challenge, the top management is 
committed to initiatively set them into action.

We covered the unique initiatives by the 
departments that carried out operations 
while viewing the group corporate 
philosophy as the thing that is familiar 
to them in the company magazine from 
various perspectives. By transmitting 
the good cases of practicing philosophy 
to all group employees through the 
company magazine, we promote their 
understanding and enhance their 
awareness.

(1) Continuous transmission by the top management (2) Publishing the cases of practicing philosophy in the company magazine

Sharing:
Setting of the place to think 

about and discuss philosophy

Transmission

Evaluation

Transmission by the top management

Awarding ceremony In-house training

Special feature page in the company magazine

Sharing

Philosophy 
penetration 

cycle

Transmission:
Information provision to 

refresh awareness

Human Resource Strategies

https://www.daiken.jp/sustainability/social/talent.htmlHuman Resource Development Policy

Human resource 
development

Challenge-oriented 
corporate culture

 P.3  Corporate Philosophy

Development of human resources who will bear the next generation

Fostering of the challenge culture toward the further growth

Initiatives toward the penetration of corporate philosophy
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