
　Associates　

　Fundamental personnel policy　

Honda is proud of the spirit of independence, fairness, and trust  
that emerges from our basic principle of respect for the individual. 
We believe this spirit should permeate all our relationships, not only 
with those in the Honda Group, but also everyone in all companies 
with which we do business. Honda also believes that human beings 
are born to think, create, and express their individuality, thus realizing 
their hopes and dreams. We strive to attract individuals who share 
this belief and who will respect one another’s individuality. We seek 
to foster an atmosphere of mutual trust and fairness in which our 
associates are able to realize their potential and share in the joy of 
creating new value for society. 
    Our goal is to maintain organizational structures and personnel 
policies in areas such as recruitment, training, evaluation, and 
assignments that foster a free and open atmosphere, encouraging 

each associate to face new challenges and achieve new successes. 
We seek to create an environment in which each person’s ambitions, 
abilities, and potential can be fully developed.

Securing diversity in the workforce
　Hiring based on individual merit　

　Employment of people with disabilities　

Even in the days when Japanese corporations tended to favor 
employing only graduates of a few elite educational institutions, 
Honda had an open-door employment policy, hiring the most capable 
and motivated individuals available. Additionally, we have avoided 
depending entirely on yearly hiring of new graduates by actively 
seeking mid-career hires of individuals with a diverse range of 
personal characteristics and experience. 
    In July 2007, we began offering new re-employment opportunities 
to associates who felt compelled to leave their positions due to 
reasons such as a need to provide nursing care to a family member 
or to accompany a spouse being transferred to a distant location. 
This program offers those associates the possibility of returning to 
employment at Honda once their life circumstances permit. 

Honda provides jobs to people with disabilities at its facilities  
in Japan in an effort to expand their employment opportunities.  
We also offer employment at affiliates Honda Sun, Honda Sun R&D, 
and Kibounosato Honda. We strive to create an environment that 
allows associates with and without disabilities to work alongside  
one another and to make adaptations to ensure that workplaces  
and opportunities are fully accessible. 
    Employment of individuals with disabilities at Honda factories  
in Japan in FY2010 stands at some 2.21%, or 1,017 individuals,  
well above the legally mandated level of 1.8%.

Hiring of new graduates

2006 2007 2008 2009 2010

Men 806 1,084 1,152 1,265 749

Women 121 170 180 220 117

Total 927 1,254 1,332 1,485 866

Note: New associates joining Honda in April of each year

Hiring of people in mid-career

2005 2006 2007 2008 2009

Men 241 551 732 595 26

Women 15 22 28 51 3

Total 256 573 760 646 29

Employment of individuals with disabilities

*Laws governing the employment of people with disabilities stipulate that employment of one 
individual with a serious disability is equivalent to employing two less severely disabled individuals 
for purposes of calculating the number of disabled employees and percentage of employment. 
Data depicted in the graph is current as of June 1 of each year.
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Honda’s fundamental personnel policy

Respecting independence Ensuring fairness Fostering mutual trust

Independence Fairness Trust

Honda respects each 
associate’s individuality, 
autonomy, and freedom

of thought.

Honda allows all individuals
to compete equally and freely 

without regard to gender, 
national origin,

educational history, etc.

Honda encourages associates 
to work together in a spirit

of mutual respect, trust, 
validation, and honesty.
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Re-employment of retirees
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　Rehiring retirees　

In view of dwindling birth rates, the need to reinforce the social 
insurance system in Japan, and the importance of passing on the 
technical expertise crucial to the functioning of the workplace,  
Honda introduced a series of policies in April 2003 to create 
opportunities for those associates who reach the retirement age 
of 60. Our proactive approach preceded the introduction of laws 
governing the employment of retired individuals.
    Acting to provide greater peace of mind and assurance in the 
years after age 60 and to create an environment in which associates 
can make the most of skills gained over a lifetime, Honda instituted 
changes in April 2010 to create a new re-employment program 
designed in principle to offer re-employment in operations that take 
advantage of each individual’s specialized knowledge to all interested 
associates until the age of 65. About half of all associates faced 
with mandatory retirement at age 60 have expressed an interest in 

re-employment, raising expectations that their extensive experience 
and specialized knowledge will play an important role in a variety of 
workplaces throughout the company.

Building healthy working environments

　Promoting workplace diversity　

　Support for career development　

Honda has always been an industry leader in introducing shorter 
workweeks. The company instituted a five-day workweek in 1972. 
Other initiatives enjoyed by associates for more than 30 years include 
the banning of overtime on Wednesdays and some Fridays and the 
introduction of a policy encouraging all associates—both labor and 
management—to use their allotted vacation time in full.
    As a result, total working hours averaged 1,851 per associate 
in 2009, and associates averaged 19.1 paid vacation days, putting 

In keeping with the fundamental principle of respect for the 
individual, a core part of the Honda philosophy, Honda strives to put 
in place an environment in which a diverse staff can make the most 
of their abilities by recognizing and respecting the differences in one 
another’s personalities, regardless of their various personal attributes. 
Honda defines diversity initiatives in this way, and we created a 
special organization within the Human Resources Division in 2007 
to promote diversity throughout the company over the long term. 
We have also worked to strengthen initiatives promoting workplace 
diversity since 2008, with a focus on expanding opportunities for 
women in Japan. In addition to awareness-raising initiatives including 
holding lectures, providing information through in-house publications, 

Honda launched the Career Support Program for female associates 
ranging from new hires to employees in mid-level positions in 
October 2009. The program, which is designed to boost two-way 
communication, reflects our emphasis on the importance of two-
way communication with supervisors in associates’ professional 
development and complements the three or more interviews 
associates have with their supervisor each year. 

Honda at the top level of the automobile industry in terms of 
reducing actual working hours. 
    Also, in order to encourage its associates to take regular  
annual paid vacations and use their vacation time effectively 
to refresh themselves and increase their motivation, Honda has 
introduced a system whereby associates are accorded blocks  
of three to five consecutive paid holidays, depending on their years  
of continuous service.

and conducting management training, we have put in place programs 
to help associates balance the demands of work and family life.
    We have also actively supported career development as a means  
of expanding opportunities for women since 2009.

Counseling hotlines dedicated to balancing work, 
parenting, and nursing care responsibilities

Honda created a counseling hotline at each worksite’s general affairs 
department in January 2010 in order to accommodate counseling 
requests from associates striving to balance work and family 
responsibilities and to promote awareness and utilization of the 
company’s support programs. 

    The program is designed to prompt a new awareness of career 
development on the part of associates and to facilitate measures  
that actively support the achievement of individual associates’  
career plans. 
    As the first such measure in 2009, we held career development 
training for female associates and their supervisors to facilitate 
discussions of career directions and goals while fostering increased 
awareness of career development.

C S R  R e p o r t  2 0 1 0 37



Gaining 
knowledge
and expertise 
through 
experience
●On-the-job 

training program
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training groups
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improvement 
●Language 
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distance 
education
●Inter-industry 
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Basic approach to personnel training

On-the-
Chance Training

Providing opportunities for associates
to display and develop abilities
●Two-way communication

Acquiring new knowledge
and expertise outside the workplace
●Training programs

Off-the-
Job Training

On-the-
Job Training

Self-
improvement

Job
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to training

(Fiscal year)

(Suggestions)

Suggestions for improvement received*

*Number of suggestions as of the end of July each year; cumulative total as of the end of July 2009: 
approximately 8.589 million
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Developing abilities and human resources
　An approach based on on-the-job training　

　Respecting associates' opinions and independence　

Honda’s approach to personnel education is based on on-the-job 
training: building specialized skills and professional capabilities 
through direct experience. Honda has established on-the-job training 
programs for each job description, setting qualitative and quantitative 
targets for the knowledge and skills to be acquired. These programs 
provide an opportunity for associates to acquire specialized skills and 
managerial capabilities while helping supervisors assess and foster 
the aptitude of the associates they manage. To supplement these 
on-the-job training programs, Honda also offers off-the-job training  
designed to provide associates an opportunity to enhance their 
careers by developing new specialized skills or management 
capabilities. To support associates who wish to take the initiative to 
learn new skills, acquire knowledge, and cultivate themselves in order 
to fully realize their own potential, Honda offers opportunities for 
language learning, distance education, and inter-industry exchanges.

Honda fosters each associate’s drive and independence, and the 
company has put in place a number of systems to harness those 
capabilities to contribute to its ongoing reorganization and growth. 

Associate development and evaluation through  
two-way communication

Reflecting Honda’s emphasis on two-way communication with 
supervisors in associate development and evaluation, associates  
have at least three interviews with their supervisors each year.  
During the first interview in April, associates describe the future  
in their own words (including aspirations, personal objectives, etc.) 
and clarify their vision for the future and their direction going  
forward through their supervisor’s advice. They then work out their 
individual role based on the organization’s business goals for the 
fiscal year in question.
    During interviews in June and December, supervisors evaluate 
associate performance during the preceding six months, explain the 
reasoning behind their judgments, and share an assessment of each 
associate’s strengths and weaknesses. By facilitating a discussion 
of subjects such as future objectives and career directions, the 
interviews pave the way for associates’ skill improvement.
 

NH Circle

In NH Circle activities, associates take the initiative to get together 
to discover ways to improve their work, their workplace and their 
company. The abbreviation “NH” stands for “Now, Next and New 
Honda.” It’s all about taking new steps now toward creating the next 
great Honda improvement.
    During FY2010, a total of 140,338 associates and employees 
participated in 20,494 circles in 30 countries worldwide, including  
suppliers, affiliates, and dealers.

 
Improvement suggestion system

Honda has a system for encouraging all associates to make proposals 
as to how the company’s operations could be improved, whether 
in large ways or small. Launched in 1953, this initiative is one way 
Honda seeks to encourage a spirit of independence and innovation, 
fostering the growth and refinement of skills and capabilities.  
Each year, some 100,000 suggestions are received, of which about 
90% are implemented.
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Initiatives for occupational health and safety

Keeping everyone healthy

　Honda's approach to occupational health and safety　

　Approach to associate health　

　Mental health initiatives 　

　Total Health Promotion Plan (THP)　

　Creating safer workplaces　

“No safety, no production”: that’s Honda’s policy. Respect for the 
individual is one of the basic tenets of the Honda philosophy. Along 
with workplace safety and traffic safety, Honda considers ensuring 
the mental and physical health of associates to be one of its most 
important responsibilities. Besides making these views explicit in 

Honda has embraced a policy of helping associates lead healthy, 
well-balanced lives.
    As a company, we work to discover health problems early on 
through medical checkups and to treat them appropriately. Associates 
whose checkup indicates a health issue are given individual guidance 

Honda has implemented a number of companywide policies designed 
to foster associates’ mental health through rules that address the 
prevention of mental health problems and improvement of individual 
motivation, their early discovery and appropriate treatment, and 
support for associates returning to work after a mental health-related 
leave of absence. 
    The company, its associates, and its managers all play a role in 

In 1988, as part of a health and welfare program designed to help 
associates enjoy healthy and satisfying lives, Honda established a THP 
Committee and formulated a Total Health Promotion Plan offering 
ongoing, systematic support to encourage associates to maintain and 
improve their health. Consisting of a series of companywide policies 
based on raising awareness and motivating associates to take the 
initiative to live healthily, the plan encourages associates to prevent 

In addition to implementing an Occupational Health and Safety 
Management System to help prevent occupational accidents, 
Honda is involved in activities including practicing risk assessment, 
enhancing health and safety education, and raising associates’ safety 
awareness. In FY2010, we began strengthening measures to ensure 
workplace safety, focusing on preventing accidents in the workplace, 
minimizing traffic accidents, and preventing occupational illness. 
We’re setting the bar high on workplace safety and applying  
the entire organization’s resources to achieve the goal of good  
health for all.

its basic policy on occupational health and safety, Honda engages 
in initiatives designed to ensure that its workplaces are among the 
safest and most comfortable in the industry.

and counseling. 
    For their part, associates strive continuously to adopt healthy 
lifestyle habits by paying close attention to their own physical and 
emotional health and actively taking advantage of opportunities to 
exercise and improve their health.

helping to create an environment where all associates can take pride 
in their work, approach their jobs with enthusiasm and passion,  
and maintain an energetic outlook by valuing individual diversity  
and communication. 
    In October 2009, we distributed leaflets and pamphlets to 
associates in an effort to help create a work environment conducive 
to both physical and mental health.  

adult-onset diseases, track their physical fitness, participate in  
“Try Walk” events, and quit smoking. We also offer a range of 
exercise instruction, nutrition guidance, and related training programs 
and plan to strengthen efforts to improve exercise habits in response 
to the aging of the population, boost physical fitness, and redouble 
our no-smoking activities.
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2009 Topic: Building a healthy work environment at the Ogawa Plant

Building a people-friendly work environment
characterized by a sense of togetherness

Ogawa Plant initiatives

The Ogawa Plant is based on the concept of building a people-friendly work environment 
characterized by a sense of togetherness. 
    Honda saw the need to create a work environment that affords safety and peace 
of mind to all associates, regardless of age, gender, or disability. Planners observed 
operations at special-purpose subsidiary Honda Sun, which employs individuals with 
disabilities, and created a working group of female associates at Saitama Factory,  
whose views were incorporated into the plant design. As a result, the design incorporates 
a second-story pedestrian walkway that allows wheelchair-bound associates to reach 
their workplaces without passing through work areas on the production floor.  
Other efforts to create a people-friendly work environment included designing a female 
associate-friendly production line layout, enhancing restroom amenities, and using  
IC cards to improve security in the women's locker room.
    Ogawa Plant's designers also focused on communication among employees in an 
effort to create a sense of togetherness. This approach is reflected in their inclusion of 
a large break room in which employees working in different departments or production 
processes can meet and talk face to face. The use of glass walls in the cafeteria and 
offices helps create bright, open spaces. In addition to making it easy to see activity  
on production lines from offices and fostering group cohesion, this design feature makes 
it easy to rush to the production floor if anything happens.
    Another feature of Ogawa Plant is the placement of locker rooms immediately after 
the entry gate, making it necessary for associates who changed into uniform, to pass by 
the entrance to the facility's administrative offices on their way to the production floor. 
This layout creates natural opportunities for associates from different departments to 
share greetings and engage each other in conversation. 
    Ogawa Plant is striving to realize Honda's vision of the ideal manufacturing plant by 
allowing all associates to take pride and joy in their work while making the most of their 
individual personalities and skills.

The new Ogawa Engine Plant (located in Ogawa-machi, Saitama Prefecture), which was completed in April 2009, serves as a 

production facility for next-generation environmentally friendly engines built using Honda’s advanced production technologies. 

The facility leads Honda installations worldwide thanks to a design that aims to recycle resources and energy while minimizing 

environmental impact at the time of demolition. The structure was designed and constructed in accordance with universal 

design principles in an effort to create a people-friendly work environment characterized by a sense of togetherness,  

and various innovative design features help create this cohesion among associates.

The cafeteria features a bright, open feel. The facility’s restrooms were designed with input 
from female associates.

Katsuhide Nagai of the Administration Department 
of Saitama Factory’s Business Administration Division 
describes the facility’s step-less walkway.

The incorporation of unobstructed views of production 
and administrative departments creates a sense of 
togetherness at the plant.

The walkway serves to separate production and 
associate movement, improving safety at the facility 
and allowing associates to move about in comfort.
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