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Digital talent development

Training system

Global human resource development

With Our Mission and Our Vision at the core, we are 
constantly cultivating human resources capable of realizing 
strategies such as business development that goes beyond 
leasing	and	finance.

The basic framework of our training system consists of 
rank-based training in conjunction with global, digital trans-
formation, and diversity training.

In rank-based training, we conduct various forms of 
training tailored to junior, mid-level, and management-level 
employees to develop their knowledge and capabilities. At 
the same time, we are also working to further expand our 
global, digital transformation, and diversity training.

Due to the COVID-19 pandemic, we have been using 
online tools in our training since FYE March 2021, and this 
has afforded us flexibility in terms of when and where to 
hold training and the number of training attendees. 

Furthermore, in order to support career advancement, 
we have a system that allows employees to change career 
track and an in-house job posting system through which 

Promotion of digital transformation is essential if we are 
to realize Our 10-year Vision, and digital talent capable of 
leading that transformation is critical.

To develop digital talent, we first assess all employees 
and	officers	for	their	level	of	understanding	of	digital	trans-
formation, then conduct rank-based training to enhance 
digital transformation literacy. We also encourage participa-
tion	in	e-learning	and	the	acquisition	of	qualifications.

As a global business with firm roots in each country in 
which it operates, the Mitsubishi HC Capital Group focuses 
on cultivating global talent to support its operations.

For example, for our employees in Japan, we provide not 
only training to acquire language skills, but also cross-cul-
tural training to build understanding of different cultural 
backgrounds and promote smooth collaboration with 
employees	at	overseas	affiliates	and	local	partners.	We	are	
working to enhance a training system that ties directly to 
employees’ daily work. 

In addition, we encourage junior employees to cultivate 
a global perspective through training that fosters interest Basic Policies and Initiatives

The Mitsubishi HC Capital Group welcomes a diverse 
group of talent with different career paths and values. We 
provide a work environment where each employee feels 
motivated and energized to play an active role, and support 
their	self-growth	and	self-fulfillment.

To that end, we strive to maximize work engagement 
by implementing a global human resources management 
strategy with three focal points: strengthening human 
resources, utilizing human resources, and creating a 

comfortable workplace. In this way, each employee’s full 
potential comes into play and is put to best use through 
strategic resource allocation.

The work-life balance of our employees is important to us, 
and we keep this in mind as we promote the development 
of human resources who can contribute to the creation 
of social value by time and again taking on challenges, 
creating, and transforming.

Human Rights & Human Capital Initiatives

The Group educates and raises awareness among all 
employees about human rights and also provides training 
on human rights as they relate to certain jobs and business 
operations. We ensure respect for human rights through 
these efforts. Specifically, we provide yearly e-learning 
sessions for all employees including those from Group 
companies to raise awareness about human rights, and also 
integrate human rights training into new employee training, 
rank-based training, and specialization-based training such 
as credit screening and A/R management training.

In conjunction with Human Rights Week, we issue a 
Group-wide call to employees and their families for slogans 
to raise awareness about human rights, and recognize those 
of particular merit.

The Group Code of Ethics and Code of Conduct include 
sections on “Respect for Human Rights and the Environ-
ment,” and the Code of Conduct states under “Respect 
for Human Rights” that “Consistent with the fundamental 
spirit of respect for humanity, no employee engages in 
any discriminatory act or human rights violation on the 
ground of gender, sexual orientation, age, nationality, race, 
ethnicity, political opinion, beliefs, religion, social status, 
lineage, illness, or disability.”  

The Group’s Compliance Manual also states, under 
“Respect for Human Rights and the Prohibition of Discrim-
ination,” that “All Group employees must respect basic 
human rights and must not engage in any discriminatory act 
or human rights violation on the ground of gender, sexual 
orientation, age, nationality, race, ethnicity, political opinion, 
beliefs, religion, social status, lineage, illness, or disability.”

Basic Policy on Human Rights Human Rights Training and  
Raising Awareness

Human Rights

Human Capital

employees can apply for jobs that they want to do. We 
also offer a career development program that supports 
employees in developing skills on their own initiative 
through training open to all employees and self-develop-
ment support.

As the abilities and expertise required by each business 
division become more diverse, we put in place the neces-
sary company-wide interpersonal skills training programs 
and conceptual skills training programs needed for organi-
zation and project management. In addition, each business 
division has its own customized technical skills training and 
a training rotation plan through which employees can gain a 
variety of work experience within the division.

Since FYE March 2020, we began holding meetings to 
discuss and examine these initiatives for the purpose of 
human resource development and sharing and bolstering 
succession plans at each business division. Through this 
and other initiatives we are enhancing the effectiveness of 
training.

in working overseas. We have an ongoing overseas trainee 
program that dispatches junior staff to other countries every 
year, which creates opportunities for them to come into 
direct contact with overseas businesses.

Through this system, junior employees gain practical 
experience overseas, while we develop and expand our 
future global core talent base. 
For	employees	at	overseas	affiliates,	we	provide	training	

to promote understanding of and better engagement with 
the Mitsubishi HC Capital Group. We also provide training 
that brings together local employees from various countries 
and regions to nurture camaraderie across the Group.

We select digital transformation core talent from among 
employees with a high level of corresponding skill and 
background, regardless of seniority or position, and we 
have been introducing more practical training programs in 
terms of both offensive and defensive approaches to oper-
ations in order to further accelerate the development of 
core talent.

Sustainability Management

https://www.mitsubishi-hc-capital.com/english/sustainability/social/index.html


32 MITSUBISHI HC CAPITAL INTEGRATED REPORT 2022MITSUBISHI HC CAPITAL INTEGRATED REPORT 2022 33

Initiatives to support childcare

Initiatives to support women’s success in the workplace
Mid-career recruitment initiatives

Employing people with disabilities

Certified as a Health & Productivity Management Outstanding Organization

We position the promotion of diversity as an important 
management strategy for the further expansion of the 
Mitsubishi HC Capital Group’s business domains and global 
operations.

One of our action guidelines is “Diversity: Embrace diver-
sity and respect each other.” With this as the foundation, 
we aim to realize a vibrant organization that can create 

We are working to expand the support system and create 
a work environment that enables employees of all genders 
to balance work and childcare.

Employees taking childcare leave are provided with a 
tablet device with access to the Company intranet and can 
participate in roundtable discussions with others also on 
childcare leave. This enables them to return to work more 
seamlessly after their period of leave.

We work actively to support women’s success in the 
workplace. Our efforts have been recognized with the 
second-level “Eruboshi” mark from the Minister of Health, 
Labour and Welfare for excellence in the implementation 
of initiatives to promote women’s active participation and 
advancement in the workplace. We have also formulated 
an action plan based on the Act on Promotion of Women’s 
Participation and Advancement in the Workplace that aims 
to raise women’s representation in management positions 

We train generalist human resources geared to function 
in various departments, but we also cultivate professionals 
to lead business areas. As our business has grown more 
sophisticated and globalized in recent years, we have 
stepped up mid-career recruitment of professionals and 
strengthened programs to develop specialized skills.

We position the employment of people with disabilities as 
part of ensuring the success of diverse human resources.

In October 2017, we established the Business Support 
Group within the Human Resources Department as a central-
ized organization for the placement of people with disabili-
ties. This group serves as a company-wide point of contact 
for promoting the employment of people with disabilities.

In October 2019, we established the Business Associ-
ate Employment System. This system provides a pathway 
for contract employees who have worked for the Company 
for at least one year to become permanent employees. We 
are also working to enhance employment conditions for 
employees with disabilities.

Furthermore, in October 2021, we developed and expand-

In	2022,	we	were	certified	as	a	Health	&	Productivity	Man-
agement Outstanding Organization in the large enterprise 
category	for	the	fourth	consecutive	year	under	the	Certified	
Health & Productivity Management Organization Recogni-
tion Program established by the Ministry of Economy, Trade 
and Industry and led by the Nippon Kenko Kaigi workplace 
health organization.

We attribute this result to our health care system that 
encompasses occupational health physicians, public health 
nurses, and specialized organizations such as external coun-
seling services, as well as to our efforts to enable flexible 
working styles and work-life balance.

Basic policy on promoting diversity

We established the Diversity Promotion Office within the Human 

Resources Department to promote diversity and inclusion.

So far, we have worked to expand various training programs to support 

women’s success in the workplace and enhance support systems that 

ensure employees can continue their careers while taking on child or 

nursing care responsibilities.

Our training programs for female employees aim not only to develop 

skills but also to foster a mindset for success through the construction of 

networks that include senior female employees who act as role models 

and female colleagues of the same generation.

To support male employees in taking on childcare responsibilities, we 

also focus on encouraging male employees to take childcare leave.

The Human Resources Department is promoting this through measures including 

regular e-mail communication with the heads of each department to encourage male 

employees in their department to take childcare leave.

We	also	offer	e-learning	programs	for	everyone	up	to	and	including	Company	offi-

cers to address not only gender issues, but also to promote workplace transparency 

and understanding of unconscious bias that might hinder self-awareness and growth.

We will continue working to further promote diversity and inclusion in order to 

create a work environment where all employees with diverse attributes and back-

grounds can each maximize the potential of their individuality and strengths.

Mitsubishi HC Capital initiatives to promote diversity

new value by bringing together a diverse group of human 
resources who represent a broad range of individual attri-
butes such as nationality, age, and gender; and differences 
in life stage, experience, and values; and who can leverage 
one another’s strengths and bring out the most out of each 
person’s motivation and talents. 

In addition, we hold career interviews for returnees aimed 
at supporting proactive career development while main-
taining a balance between work and childcare.

We are also actively working to encourage men to take 
childcare leave, and to this end we have set up a childcare 
leave consultation desk and published a childcare leave 
guidebook targeting male employees.

(section manager or above) to 20% or more.
We are working to enhance the support system for bal-

ancing work and family in order to create a work environ-
ment where women can grow and play an active role, while 
supporting	their	specific	life	event	needs.

As well as expanding rank-based training for women, we 
also conduct training on diversity for all management-level 
employees to raise awareness throughout the Company.

We believe a recruitment and development plan for 
professionals from a medium- to long-term perspective is 
essential and hold meetings with various business divisions 
operating in key areas to promote discussions on (1) a train-
ing system that includes a predetermined job rotation and (2) 
strategic and proactive external recruitment.

ed an education and training system for enhancing job skills.
By offering a career path to permanent employment, reg-

ular consultations, fair evaluation and employment condi-
tions under the goal management system, and continuous 
education and training, we are providing a workplace where 
employees with disabilities have their needs accommodated 
and can work at ease in an active role, as we develop human 
resources able to contribute to enhancing corporate value.

In addition, by conducting education and training for 
employees and managers who work with and supervise 
employees with disabilities, as well as by posting articles on 
the Company intranet about disabilities and related work-
place topics, we are embedding inclusive work practices 
among teams of employees with and without disabilities.

Maintaining and improving the health of employees is 
essential for realizing healthy lifestyles that promote positive 
wellbeing, which is one of our priority key challenges.

By practicing health management, we endeavor to create 
a workplace where every employee works with energy, in 
good health and to their full potential. In doing so, we will 
continue our efforts to realize coexistence and co-prosper-
ity with social values and sustainable growth.

For details, visit our website at
https://www.mitsubishi-hc-capital.com/english/sustainability/
social/employees_and_families.html
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Senior Manager,  
Diversity	Promotion	Office 
Human Resources Department,  
Human Resources Division

Sachie Oizumi
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