
Employees

Manufacturing (Monozukuri ) Is about 
Developing Human Resources (Hitozukuri)
Central Glass is a “Monozukuri” (manufacturing) company that has continually 
provided superior products with higher added value in order to enrich people’s 
lives. We focus on Hitozukuri (developing human resources) as the foundation of 
our corporate growth and strive to enhance our human resource development and 
HR programs with the aim of creating an environment where each individual can 
demonstrate his or her capabilities and skills to the utmost.

Employment and Development of Diverse Human Resources
Central Glass works to employ and develop diverse human re-

sources while furthering the development of a company culture 

where each and every employee can work enthusiastically.

We strive to put in place policies to support people raising 

children and caring for family (see “Initiatives to Support Work 

and Family Life Balance” on page 27), to globalize, and to hire 

a multinational workforce to take advantage of experiences from 

various cultures and values. As of the end of FY2017, our em-

ployment rate of persons with disabilities was 2.41%, higher 

than the 2.0% employment rate mandated by law in FY2017. 

Central Glass is committed to continually advance our employ-

ment of persons with disabilities and to creating accommodat-

ing environments where they can exercise their diverse abilities.

Employment status data

Item FY2015 FY2016 FY2017

Number of employees 1,645 1,662 1,666

Number of new recruits 64 83 75

Average age 36.4 years old 36.2 years old 36.3 years old

Average years of continuous 
employment

14.7 14.5 14.8

Number of non-Japanese 
employees

5 5 6

Number of employees on 
shortened or staggered working 
hours during child care

16 20 30

Percentage of persons 
with disabilities

2.20% 2.21% 2.41%

Creating a Healthy and Vibrant Corporate Culture

First Action Plan to Promote Female Workplace Participation

Target 1   Establish a target percentage for female hires in 
recruitment (quantitative target).

Target 2  Reconsider working styles.

 　1.  Change from “overtime as the norm” to “overtime 
as something extra”

 　2.  Create an environment where taking paid leave 
is the “norm”

Target 3  Conduct an awareness/environmental survey.

With the formulation of our Action Plan to Promote Female 

Workplace Participation, we are striving to reform working styles 

and change awareness by making the most of the diverse human 

resources represented by our employees, providing effective ed-

ucation, reforming our working environments, and increasing 

productivity, in order to foster a healthy and vibrant corporate 

culture that allows all employees to succeed.

Our goal is to become a company where each and every 

employee can feel themselves grow and gain motivation to work 

over the long term.

First Action Plan to Promote Female Workplace Participation and Performance Results
Major 
Issues

(P) FY2017 Action Plans (D) Performance Results (C) Ratings (A) FY2018 Initiatives
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Establish a target percentage for female 
hires in recruitment.
(Double the average over the last five years)

・ Succeeded in doubling the average over the last five 
years, including the first recruitment of women at 
sites employing a three-shift system.

◎
Actively recruit women and establish 
a comfortable work environment for 
employees with diverse backgrounds.

Reconsider working styles.
　1.  Change from “overtime as the norm” 

to “overtime as something extra”
　2.  Create an environment where taking 

paid leave is the “norm”

1.  Succeeded in reducing annual overtime by 5.1 hours per 
person relative to the previous year by establishing specified 
days to leave work on time twice a month (“Smart Day”).

2.  Succeeded in increasing annual leave taken by 1.2 days per 
person relative to the previous year by introducing a planned 
leave program to encourage employees to take at least one 
day of paid leave per month.

◎
Raise awareness about efficient work-
ing styles and encourage change in 
managers’ attitudes about time man-
agement.

Conduct an awareness/environmental survey.
・ Conducted surveys on subjects such as the workplace 

environment for both raising children and caring for 
family members, as well as about the desire to work.

◎
Heighten awareness of relevant 
regulations, policies, and specif-
ic examples.

Rating: ◎ : Achieved target △ : Achieved most targets but not all × : Additional measures required
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Mental Healthcare
In recent years, the challenge of mental health issues faced by companies has become a social problem. Individuals who suffer from 

mental disorders hurt both the atmosphere and productivity of the workplace. Companies have an obligation to consider safety of 

employees. The scope of this duty not only includes the prevention of injuries and accidents, but also the monitoring of mental health, 

and a more sophisticated and prudent approach is needed.

The Central Glass Group has been encouraging every employee to assess their level of stress by introducing annual stress checks 

since FY2009 as a primary step to prevent mental disorders. Our policy is to have employees who have shown a high level of stress 

consult with an industrial physician, and then examine aspects such as the workplace environment. We have also put in place a 

Return to Work Support Program to support people on leave due to mental health issues in cooperation with industrial physicians, 

prevent recurrence of the condition after their return to work, and achieve a smooth transition back into professional life.

Yukihide Nishi  Central Glass Plant Services Co., Ltd.

My wife and I work while we take care of our three sons who are two, five and seven years old. I applied for 
staggered working hours to take care of my children from May of 2017 as my wife was returning to work after 
finishing her child care leave.

The program for staggered working hours during child care has let me postpone the start of my workday 
by one hour. This system helped deepen the bond between my family because I could cooperate with my wife 
in raising our children, such as seeing off my oldest son to elementary school, dropping off and picking up 
my other sons from kindergarten, and doing housework.

This experience has given me a chance to reflect on efficiently using my time to balance raising my chil-
dren and doing housework, and I will utilize this experience in time management at work.

Applicable periods for child care support system (from pregnancy to child-raising)

(can be extended until the child is one year 
 and six months or until two years old)Child care leave

6 weeksPregnancy 8 weeks After 1 year 1 year and 6 months After 2 years Before elementary school enrollment First grade Elementary school 
graduation

Nursing care leave for children

Parental leave

Maternity leave

Childbirth leave (3 days)

Staggered working hours during child care

Childbirth preparation leave

Shortened working hours during child careShortened working hours during child care

Delivery date

* Only female employees are eligible for maternity leave, and only male employees are eligible for childbirth leave; all other measures are open to both male and female employees.

Initiatives to Support Work and Family Life Balance
We are building systems to support people who are raising chil-

dren or caring for family members, that surpass those mandated 

by law. In FY2017, Central Glass began offering half-day leave 

for preparing for child birth, raising children, caring for a sick 

family member, or for nursing care. Female employees using 

the childbirth and parental leave programs have become a norm 

in the company culture, and male employees are also taking 

advantage of programs that include childbirth, child care and 

nursing care leave. Furthermore, female and male employee us-

age of child care leave and staggered working hours while raising 

children is increasing.

We are also developing systems for nursing care programs by 

eliminating the concerns of employees caring for family mem-

bers through informing and publicizing model cases that include 

clear usage procedures of the systems, so that they can balance 

work and care for their family members when necessary.

Child care and Nursing Care Programs
Childbirth preparation 
leave*

Two days off per month for hospital visits, etc. dur-
ing pregnancy.

Maternity leave Legally mandated leave before and after childbirth.

Childbirth leave
Three days off within a one-month period around the 
expected delivery date.

Child care leave

Legally mandated child care leave.
Child care leave is available to employees with children be-
tween the ages of one year and six months to two years old.
Up to five days of paid leave from the first day of leave.*

Parental leave* One day off per month for child care.

Nursing care leave 
for children

36 days off per year for nursing care for children.*

Shortened working hours 
during child care*

Shortening of working hours by a maximum of two 
hours per day.

Staggered working 
hours during child care

One-hour postponement of the start of the workday 
for staggered working hours during child care.

Nursing care leave*
Total of 365 days of leave, which can be divided 
into up to three periods.

Time off for nursing 
care

Ten days off per year for nursing care and to attend 
to family members.*

Shortened working 
hours for nursing care

Shortening of working hours by one hour per day.

An asterisk indicates a program surpassing that mandated by law (the program itself, the length of time, etc.)
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Employees

Central Glass’s Education System
The education that Central Glass provides to employees has two pillars: education for career development to foster global human re-
sources and candidates for managerial positions, and education about Monozukuri to pass on and develop advanced techniques and 
skills. In both cases, we offer a wide range of educational opportunities including position-based education programs organized accord-
ing to the participants’ ages and positions, as well as selective education programs organized according to work duties and abilities.

Position-based education programs Enhancement programs Eligibility-based education programs Selective education programs
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Monozukuri education Education for career development

Training for executives 
on temporary dispatch

Training for newly appointed managers

Education for HR assessment 
and development

Training for newly appointed 
assistant managers

5th-year training

2nd-year training

OJT system (On-the-Job Training)

Training for new employees/
Training at plants/Department speci�c training

Distance 
learning

Preparatory 
education 

for employees to
be transferred

overseas 
(language study)

Language study
 (English/Chinese/

Korean)

QCC Group-wide 
Conference/ 
Lecture for 
engineers/ 

Various study groups

Training for 
employees of 
administrative 
departments

New leader training

Subleader training

S-Rank training

J-Rank training

OJT system (On-the-Job Training)

Training for new employees / 
Follow-up training for new employees

Approximately every �ve years
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Management training

Skill acquisition 
support system
Senior Engineer

 (SE) training
(passing on skills)

Active Expert 
Center (AEC) 

training
(fostering leaders)

[For all employees]     Distance learning      Language study(English/Chinese/Korean) 
 Preparatory education for employees transferred overseas (language study)

Training for Selected AEC Trainees
Central Glass has been conducting education for selected train-

ees at our Active Expert Centers (AECs), aiming to foster new 

generations of technical leaders at our plants. The AECs estab-

lished at each plant are educational centers dedicated to pass-

ing on and developing technical skills. Each year, candidates for 

the next generation of leaders are selected from our manufac-

turing plants and leave their posts for one year of education as 

AEC trainees.

The trainees receive three months of fundamental educa-

tion before being assigned a theme by the plant and carrying 

out information gathering, analysis and discussion repeatedly 

while visiting the production areas. This practical education ef-

fort works to solve problems in the manufacturing areas while 

investigating the root causes.

The training for selected AEC trainees has accepted 136 

candidates since it began in FY2006. By continually educating 

employees as trainees and sending them back to their depart-

ments, we are building a culture able to augment improvement 

activities with excellent teamwork and an increased base level 

performance.

Number of trainees by �scal year

Fiscal year Number of trainees

2013 11

2014 10

2015 11

2016 9

2017 10

Study Abroad Programs
Central Glass has established MBA and MOT programs to send 

employees to graduate schools worldwide for two years, aim-

ing to cultivate future management candidates. The goal of the 

MBA program is to encourage the development of employees 

with high levels of management skills through systematical-

ly learning specialized knowledge about management. On the 

other hand, the goal of the MOT program is to encourage the 

development of employees who can advance strategic research 

and technological management through extensive study of tech-

nology and management.

In addition, the short-term study abroad program sends 

employees to foreign language schools for three to six months 

in order to foster practical abilities and international awareness 

through language study.

Number of participants in each program

Fiscal year MBA/MOT Short-term study abroad

2013 4 2 (Canada: 1, India: 1)

2014 2 2 (Canada: 1, China: 1)

2015 4 2 (USA: 2)

2016 4 3 (USA: 2, China: 1)

2017 2 2 (USA: 1, China: 1)
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Cultivating Global Awareness and Understanding Diversity
Central Glass conducts training to foster a global mindset in 

employees so that they can participate on the world stage. In 

FY2017, we conducted training to teach the ideal form of hu-

man resource management and leadership in a multicultural 

environment for mid-level employees in order to provide an op-

portunity to develop their communication skills and their under-

standing of differennt cultures.

Central Glass also began accepting interns from overseas 

universities at our plants in FY2012 in an effort to promote 

employee awareness of diversity and improve communication 

with people from different countries. In FY2017, we hosted 

three interns from the United States. Through English lessons 

from the interns and interactions in the workplace, our em-

ployees gained confidence in communicating in English and 

learned to appreciate different cultures and values.

Number of Interns Accepted

Fiscal year
Number of 

interns
Nationality of intern(s)

2012 1 UK

2014 2 USA, Korea

2015 1 USA

2016 2 USA

2017 3 USA

*No interns were hosted in FY2013.

Bene�ts of Interactions with Interns

・I hesitate less in speaking English thanks to having the 
opportunity to speak English every week.

 (Kazuki Kubo, Glass Manufacturing Technology Center)
・I started to enjoy having conversations in English without 

being limited by my use of grammar.
 (Chiharu Takimoto, Glass Research Center)
・I realized the importance of actively communicating because 

there are different cultures and ways of thinking.
 (Shin Kitagawa, Glass Manufacturing Technology Center)
・I want to learn from the interns who have strong motivation 

to allocate their time toward independently studying what 
interests them.

 (Atsuko Inoue, Glass Manufacturing Department, Matsusaka 
Plant)

Yuji Katada  Saint-Gobain Central Sekurit (Qingdao) Co., Ltd. (China)

I joined a short-term study abroad program in Beijing, China for approximately six months. I attended uni-
versity from eight in the morning until noon on weekdays to primarily study pronunciation and basic Chinese 
grammar as well as learn about the cultures and values of various countries through my interactions with 
classmates. I took private lessons from two to four in the afternoon before practicing and studying at a library 
or a café until ten at night, and then I would watch Chinese television shows before going to bed. I immersed 
myself like this in the Chinese language every day. I also found a Chinese language partner who would teach 
me Chinese in exchange for Japanese lessons as a way to increase my exposure to native Chinese.

After my short-term study, I was assigned to work in Qingdao, Shandong, where our joint venture with 
Saint-Gobain is located, and I now work together with my local colleagues while using Chinese. I continue to 
study because I still get confused at times by things like proverbs and the local dialect. I want to continue 
to learn everyday Chinese through my interactions with the local people so that I can become able to use 
Chinese fluently in my work.
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