
26 companiesNumber of subsidiaries confirming 
prohibition of child labor and forced labor 
(implementation at subsidiaries where the 
company president has changed)

Release of educational videos on business 
and human rights on the company-inter-
nal portal (total number of video views in 
the three months following the release: 
3,429 times)

Number of participants in human rights 
training

Implemented SAQ*1 targeting six overseas 
subsidiaries

Number of subsidiaries and suppliers 
subject to human rights audits and 
corrective measures

29% (Kawasaki Heavy Industries, 
Kawasaki Railcar Manufacturing, 
Kawasaki Motors)

Ratio of employees for whom both 
“supportive environment” and “employee 
engagement” are high (employee 
engagement survey results)

7% (Kawasaki Heavy Industries, Kawasaki 
Railcar Manufacturing, Kawasaki Motors)

Rate at which women, foreign nationals, 
and individuals with mid-career hires are 
promoted to senior manager or above

17.8% (Kawasaki Heavy Industries, 
Kawasaki Railcar Manufacturing, 
Kawasaki Motors)

Rate at which male employees take 
childcare leave

13 products and cases
Commercialization of products including 
the self-propelled industrial robot, 
TRanbo-7, and of the three-wheeled 
electric vehicle, noslisu

Number of products and cases of 
commercialization in three focal fields of 
the Group Vision 2030

8 cases
Projects aimed at the implementation in 
urban areas of leading-edge technology 
services such as 5G in 21s11sadinininin(anbCukuch as1.071 s 5G in 21s11sadinininin(anbrd
[22c (ons, f)20 trd )]Ta13.9 ch a(y)14
[22munit0n3goc)15 (oss6nobo)9.9 (6,anb2 (ak)1 23)1R.9 (tse fiD Y)48slc



The Foundation of Our Business Activities

Personnel System Reform toward
Realization of Our Vision

Promotion of Human Resource Activities

Realization of a “culture of challenge” and “treatment 

regardless of age”

Toward the achievement of our vision and further 

growth beyond, Kawasaki has introduced a new personnel 

system since 2021 that places importance on the abilities, 

roles, and results of employees and carries out evaluation 

and treatment regardless of age. Additionally, to promote 

the growth of employees, the new system gives greater 

credit to people who challenge difficult issues and 

encourages a spirit of challenge among our employees.

“Challenge & Commitment”

“Challenge & Commitment” is an initiative that promotes 

challenges in new fields so as to achieve our further 

growth as a Group. 

        By not only conducting routine work but also 

setting more challenging targets and boldly making 

challenges, we will enhance our results as an organization. 

At the same time, our aim is to foster and grow our 

employees through detailed conversations with supervisors 

at the time of setting goals and follow-up. In addition, 

to further clarify reflection in performance assessment, 

through absolute evaluation we reflect target achievement 

directly in bonuses and have increased the portion paid 

in accordance with the degree of target achievement.

Abolishing the seniority factor 

We have revised the wage, bonus, retirement pay, and 

personnel evaluation systems, abolishing age-linked 



The Foundation of Our Business Activities

Human Resource Development Policies

Occupational Safety and Health

External Evaluation

Training for project 
managers who can 
carry out projects for 
entire systems, 
including peripheral 
facilities

Further development 
of human resources 
who can support the 
business expansion 
worldwide

Reinforcing 
development of 
managers who can 
continuously lead 
business reform

Systematic manager 
development

FY2023 (Results)Item

Employees with Disabilities

Percentage of Employees with Disabilities

484 persons*

2.52%*

* Kawasaki Heavy Industries, Kawasaki Railcar Manufacturing, Kawasaki Motors,   
  and Kawasaki Heartfelt Service

The Kawasaki Group Policy on Human Resource 

Management, our fundamental policy on human capital, 

also declares our commitment to continuously fostering 

human resources with the mindsets to resolutely 

challenge change and to follow through on their own 

initiative. This commitment entails identifying by 

appropriate means the talents and ambitions of 

employees and enabling them to realize their ideal 

careers through work and skill development.

        Based on the above, the Kawasaki Group 

conceptualizes the development of human resources 

as follows:

Promoting Diversity

Crucial to the continued growth of the corporate value is 

the development of an organization that maximizes the 

ability of our employees worldwide to fully demonstrate 

their potential and attributes, regardless of such factors as 

their nationality, gender, age, religion, and disability.

        We employ people with wide-ranging attributes 

including disabled persons, foreign nationals, and seniors. 

To bring together these diverse attributes with employee 

skills and to achieve our vision of “Trustworthy Solutions 

for the Future,” we undertake various measures including 

promoting active participation by women, supporting 

employees balancing work with childcare and nursing care, 

promoting active participation by non-Japanese nationals, 

promoting understanding of LGBT individuals, and 

achieving workstyles with awareness of the life-work 

balance as well as results and efficiency.

Promoting the active participation of women 

The Company has set targets for 2025 to double the 

fiscal 2020 number of female managerial staff to over 

116 and to maintain the female ratio for career-track 

administrative positions to at least 30-40% and that of 

career-track technical positions to at least 5-15% among 

newly hired graduates.

        We hold seminars for managers of workplaces to 

which female employees are assigned for the first time 

to help them understand how to nurture such employees 

over the medium to long term. We also host joint 

seminars with other companies to incorporate insights 

from external role models on how to help women achiev e 

personal growth. In recognition of these efforts, in 2016 

Kawasaki received Eruboshi (2nd level) certification in 

recognition of outstanding efforts in promoting the 

active participation of women in the workplace.

Supporting employees balancing work with childcare 

and nursing care

To create an environment that facilitates continued 

employment by employees who are having difficulty 

performing both childcare or nursing care and work, we 

created systems that exceed national standards including 

a childcare leave system that is available until an 

employee’s children reach age three, a family care leave 

program that is available for up to three years, and an 

accumulated leave program that allows employees to 

accumulate and flexibly use up to 60 days’ of unused 

annual paid leave, thereby supporting a good balance.

Measures to prevent excessive working hours

Measures to prevent excessive working hours include 

proper management of attendance and labor affairs as 

well as labor-management meetings for reducing total 

working hours. We are currently investigating measures 

based on the results of the discussions at those 

meetings. In addition, to prevent health problems that 

can be caused by overworking, we have set stricter 

standards than those mandated by law, requiring 

employees who have worked 45 hours or longer of 

overtime in each of two consecutive months or 60 

hours or longer in one month to undergo checkups for 



Policies Relating to Human Rights Due

Material Procurement, which contains the Group's 

sustainable-procurement philosophy, and its expectations 

for its suppliers in that regard, as well as the Kawasaki 

Group Sustainable Procurement Guidelines, which further 

fleshes out the content of the aforementioned policy by 

stipulating by-laws on its expectations for its suppliers. In 

fiscal 2022, based on growing social demands for 

sustainability initiatives in the supply chain, the name of 

these guidelines was changed from its initial name of the 

Kawasaki Group CSR Procurement Guidelines, and the 

contents were revised. When revising the guidelines, 

the RBA*� Code of Conduct was referred to, every 

aspect, including consideration for compliance, human 

rights, labor, occupational safety and health, and the 

global environment, was covered, and the Kawasaki 

Group Code of Conduct was incorporated to clarify the 

Group’s policy to enhance the sustainability of its entire 

supply chain.

Impact Assessments



The Foundation of Our Business Activities

Compliance Policy

Compliance Promotion Structure

�*�O�G�P�S�N�B�U�J�P�O���4�F�D�V�S�J�U�Z���.�B�O�B�H�F�N�F�O�U���4�Z�T�U�F�N�

Unauthorized
access

��

Director Responsible for DX Strategy (CISO)

Management Committee

Board of Directors

Other illegal 
online activities

C
ollect inform

ation

C
onsider responses,

im
prove as necessary

A
ctions

Report/Instruction

Report/Instruction

Reports/Decisions

Presentations/Reports

A
ctions,

 counterm
easure

im
provem

ent

Security technologies

Security products/services

• Firewalls, encryption,
  malware countermeasures

• Monitoring for 
  unauthorized access

• Authentication, VPNs

• Other new technologies

Kawasaki Group information assets

Main Initiatives in Fiscal 2022

Compliance
education measures

Compliance
awareness survey

Enhancement of
whistle-blowing
system

In addition to e-learning for employees in 
Japan, new e-learning programs were 
conducted at overseas subsidiaries.

Surveys of awareness were conducted in 
Japan and at overseas subsidiaries.

Rules were revised, employees were 
designated, and other measures were taken 
to ref lect amendment of the Whistleblower 
Protection Act.

Strengthen Anti-corruption
Measures Throughout the Group

The Group's business entails numerous opportunities 

for contact with government agencies and public 

of�cials, and we are aware that there is a high likelihood 

of exposure to corruption risk. Accordingly, the Group 

takes action through its business activities and employee 

training under a compliance system in accordance with 

various policies to prevent all forms of corruption 

including bribery of domestic and foreign public 

of�cials, bribery of business partners, embezzlement, 

and money laundering.

        We use a risk-based approach that makes reference 

to the Corruption Perceptions Index from Transparency 

International to identify high-risk sites, and take 

measures to establish the bribery prevention rules at 

our overseas subsidiaries. As of June 2023, all 

subsidiaries in Asia and South America had completed 

the adoption of rules.

        We additionally implement compliance training on 

bribery prevention annually for employees in Japan.

Information Security Policy

Information Security

The Group has established the necessary information 

security management practices as corporate regulations 

to ensure compliance with domestic and international laws 

and contracts with clients and to protect our businesses. 

These corporate regulations are comprised of the underlying  

Policy on Information Security, along with various other 

Group policies as well as the internal rules and regulations 

for establishing administrative management guidelines, 

including those for the development, implementation, 

and use of information systems.

        We have also established the Product Security Policy 

as our policy for providing safe and secure products 

and services by preventing breaches from cyberattacks. 

In addition, we maintain guidelines to ensure proper 

security in activities throughout the entire product 

lifecycle, from product and service planning, development, 

and manufacturing to their operation.

Information Security Management
Structure

The Director in charge of DX strategy at the Group serves 

as chairperson of the Information Security Committee, 

while the General Manager of the DX Strategy Division, 

who is also an executive off  icer , oversees the execution 



compliance, risk management, and quality control, and 

can request reports on the status of these issues from 

the business execution side.

The Nomination Advisory Committee and the 

Compensation Advisory Committee have been 

established for the purpose of improving the transparency 

and objectivity of its deliberations. The Nomination 

Advisory Committee deliberates on the policies and 

standards regarding the appointment and dismissal of 

Directors and the appropriateness of such, and the 

Compensation Advisory Committee deliberates on the 

policies and systems regarding the compensation of 

Directors and the appropriateness of the individual 

compensation, and reports or advises the Board of 

Directors, respectively.

The Audit & Supervisory Committee comprises �ve 

Directors, including three Outside Directors. To secure 

effective oversight, the two internal Directors have 

been appointed as full-time Audit & Supervisory 

Committee Members. To ensure the reliability of 

�nancial reports, at least one person with suf�cient 

knowledge of �nance and accounting is appointed to 

the Committee.

Kawasaki has adopted an executive of�cer system in 

order to facilitate response to rapid changes in the 

business environment. To accelerate decision making, a 

great deal of authority over business execution 

decisions is delegated to the executive of�cers, who are 

appointed by the Board of Directors.

Management Committee

Kawasaki maintains a Management Committee, comprising 

mainly Representative Directors and internal company 

presidents, as an advisory body to the president. The 

Management Committee discusses matters that are 

Business Execution Framework

The Foundation of Our Business Activities

Board of Directors

Nomination Advisory Committee & Compensation 
Advisory Committee

Audit & Supervisory Committee

The Kawasaki Group’s basic stance on corporate 

governance is to raise enterprise value through effective 

and sound management while forming solid relationships 

with all stakeholders, including shareholders, customers, 

General Meeting of Shareholders

Directors (Board of Directors)

�"$•�M�J�B�U�F�E���D�P�N�Q�B�O�J�F�T

Key Internal Committees
Instructions

InstructionsSupervision

Audit/Supervision Mutual 
cooperation

Audit

Report

Report

Report
Appointment

Discussion

Audit/
Supervision

Audit

Consultation/
Advice

Consultation/
Advice

Discussion

Audit

Inspection

Resolution on 
appointment

Resolution on 
appointmentStatement of opinion

Resolution on 
appointment

Report

Instructions

Refer/Report Report

Instructions

Assistance

Management Committee

Nomination Advisory
Committee

Compensation Advisory
Committee

Deliberative bodies related to business risk
Management Strategy Meeting.
Major Project Committee

Audit & Supervisory Committee Independent Auditor

Auditing Department

Company-wide Compliance Committee

Sustainability Committee

Head Office and business segment Compliance Committees

Office of Audit &
Supervisory Committee

Company-wide
Quality Committee

Executive Officers Committee

President

The Board of Directors comprises 13 Directors (of whom, 

�ve serve as Audit & Supervisory Committee Members), 



compliance, risk management, and quality control, and 
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Director Compensation

Payment method Details

Basic compensation (�xed 
compensation)

Cash

Cash

Stock

Each Director’s pay grade is determined based on the missions assigned to them.

Short-term incentives 
(performance-based 
compensation)

Performance-based compensation is determined in line with single-year operating 
results and o ther indicators. Speci�cally, the amount of this compensation is determined 
based on consolidated o perating results and the level of achievement of each Director’s 
individual performance targets.
Pro�t attributable to owners of the parent is used as the indicator for assessing 
consolidated operating results, with the aim of providing incentives for the steady 
accomplishment of single-year operating results targets and promoting the sharing of 
value with shareholders.
The payment ratio applied to this performance-based compensation is determined 
based on the pro�t attributable to owners of parent for the year, as presented on the 
next page (see (i)). Details of the process for determining the level of achievement are 
presented in (ii) on the same page.

Long-term incentives utilize a stock bene�t trust and are determined based on �xed 
points granted to Directors in line with their periods of service as well as perfor-
mance-based points granted for their accomplishments vis-à-vis individual performance 
targets. In principle, these incentives are paid to the recipients in the form of both 
Company shares and cash (the latter being in an amount equivalent to the value of a 
portion of said shares after conversion) at the time of their retirement as Director. The 
proportions of �xed points and performance-based points are designed to account for 
50% each when the recipient’s level of achievement is at a standard level. For the time 
being, the ratio of the �xed portion and the performance-based portion will be set at 
50%:50%, but in the future, the ratio of the performance-based portion will be raised to 
increase incentives to enhance corporate value over the medium- to long-term.
Details of the process for determining the level of achievement are presented in (ii) 
on the next page.

Long-term incentives
(�xed portion and
performance-based portion)

Basic Policy

Each Director sets their own targets in terms of 

addressing short-, medium- and long-term issues, 

including those associated with business units and 

operations under their supervision and Company-wide 

issues, with the degree to which these are achieved 

reflected in short-term and long-term incentives. 

These include targets pertaining to important financial 

indicators as well as targets associated with initiatives 

aimed at realizing the United Nations Sustainable 

Development Goals (SDGs), efforts to improve employee 

engagement, and other aspects of non-financial 

performance. Targets for the short- and medium-term 

issues are as described below, and actions and 

achievement levels for respective targets to be 

implemented by each Director toward their realization 

are established.

� Targets for short-term issues: Targets to be achieved 

by the end of the fiscal year

� Targets for medium- to long-term issues: Targets to be 

achieved in light of the Group Vision 2030

(ii) Process for Determining Level of Achievement 
of Individual Performance Targets

Setting of Targets

The compensation system for Directors is based on the 

following basic policy with the aim of achieving the 

Group Vision 2030, “Trustworthy Solutions for the 

Future,” established in November 2020.

Placing stronger emphasis on contribution to the 

Company’s goals, the revised compensation system is 

designed to reward each recipient based on their 

responsibilities and accomplishments. To this end, it not 

only provides short-term incentives but also rewards 

Directors for their contributions to medium- to 
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Establishment of a Risk Management Framework

Risk Factors Currently Covered in the Scope of Risk Management

Risks That the Company Should Pay Close Attention to Currently

The Kawasaki Group has built a Group-wide enterprise risk 

management (ERM)  framework to ensure the visualization 

of risks and the effectiveness of risk response. We seek to 

identify and respond to important risks that could exert a 

serious impact on our management, and we are 

endeavoring to further enhance our risk management 

as prescribed in our Group's management principles.

        To promote this Group-wide ERM framework and 

ensure sustained efforts, we are striving to bolster our 

risk management system for discussing important 

matters relating to risk management and monitoring 

their state of implementation. In addition, we have 

granted secretariat functions to the Risk Management 

Department in the Head Of�ce’s Corporate Planning 

Division, and each division at the Head Of�ce cooperates 

in promoting and supporting ERM. Furthermore, each 

business segment has built a similar setup, with the 

business segment manager in charge, and is establishing 

a system for tackling ERM activities.

        To properly deal with various risks based on this 

ERM framework, management methods, management 

systems, and so on are established and operated in the 

responsible committees or divisions depending on the 

type of risk. At the same time, a setup has been established 

to uniformly monitor the effectiveness and practicality 

of each management activity. In this way, risks are 

managed in both an individual and integrated manner.         

        Furthermore , regarding risks that, judging from risk 

monitoring and an analysis of global risk trends 

encompassing Kawasaki, should be closely watched, after 

discussion and selection in meetings of the Board of 

Directors held four times a year, steps are taken to ref lect 

them in business policy. With regard to risks that break 

out suddenly as a result of the recent geopolitical 

problems or climate, political, or economic instability, they 

are discussed in extraordinary meetings of the Board of 

Directors, and emergency steps are taken in response. 

        Of serious risks, especially in the execution of 

large-scale projects, we have been strengthening our 

advance risk check functions based on our recognition 

that it is important to conduct risk detection and proper 

risk assessment and to implement appropriate risk 

avoidance measures prior to the acceptance of orders. 

In addition, we have incorporated lessons learned from 

previous heavy loss cases and so on as strict company 

rules and have promoted the introduction of a risk 

control approach to keep the total risk of losses within a 

scale be�tting the �nancial condition of the organization. 

        Moreover, in a form that embraced the existing 
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