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Human Resources Initiatives

Supporting employees taking on 
challenges, learning, and growing

In the years ahead, our operating environment will likely 
experience increasingly significant changes, including 
those affecting the labor market and diversification of 
customer values. Panasonic believes that possessing a 
diverse pool of human resources capable of fully maxi-
mizing their capabilities during such times will be the 
driving force behind the Company’s transformation and 
growth. To this end, we are stepping up our initiatives for 
the development of employees that are ready to take on 
challenges, the creation of organizations that engage in 
co-creation, and diversity and inclusion.

1.  Developing employees that are ready to take on 
challenges

One of our global initiatives is the roll-out of the “A Better 
Dialogue” project to support every employee’s personal 
growth and challenges by mainly utilizing one-on-one 
meetings to enhance the quality and quantity of dialogue 
with their respective managers. In addition, we have put 
in place a system of global core common knowledge that 
can be accessed by all global employees so that each indi-
vidual employee can deeply understand the importance 
of learning and engage in self-studying. By utilizing this 
system, employees can acquire 24 areas of global com-
mon knowledge that should be mastered.
 In Japan, we launched the “A Better Workstyle” pro-
gram in fiscal 2019. This initiative has two aims: (1) to 
have every employee choose a better working style and 
grow as an individual whilst feeling that their work is 
rewarding; and (2) to achieve further development of the 
Company. As part of the initiative, employees concretely 
express their aspirations (what they aim to become) and 
goals (what they want to do) for the future. And in order 
to create an environment in which they can continue 
to grow, we have thus far provided more opportunities 
that facilitate growth, primarily through external working 

experiences and in-company multitasking.
 In fiscal 2021 we are further evolving this program and 
relaunching it as “A Better Workstyle 2.0” to generate new 
value and contribute to our customers. In order to create new 
value for customers, we believe we need to once again reas-
sess our existing values from the ground up. For that reason, 
we have identified all of the items that each employee should 
be mindful of implementing on a daily basis from their respec-
tive standpoints and compiled them into 10 statements. We 
are also simultaneously implementing the following three ini-
tiatives (1) Better self-determination: Individuals should take 
up the challenge of adopting a new working style and creating 
value based on their own judgment in order to fully maximize 
their own capabilities. (2) Better cooperation and co-creation: 
Individuals and organizations possessing various capabilities 
and values should cross boundaries to connect with others in 
order to generate new value. (3) Better working environments: 
Organizations should enhance productivity as much as possi-
ble by making full use of digital technology to reform business 
processes and reviewing inefficient systems and rules.

2. Creating organizations that engage in co-creation
Our mission for organizational development is to create 
organizations and a culture in which individuals and teams 
can fully exert their true potential. Based on this approach, 
Panasonic continues to undertake a number of initiatives in 
countries and regions around the world. For example, at our 
Tesla business site in North America, we have listened to 
the opinions of employees closest to the frontline regarding 
certain issues. In response, we established a high perfor-
mance culture management framework for ramping up the 
support of the leadership team in order to solve those issues, 
which is helping transform the mindset of every employee. 
In Japan, we set up a dedicated team at the head office in 
2015 to carry out activities for a total of 90 business sites and 
departments, mainly focusing on building relationships within 
organizations, encouraging dialogue, formulating visions, and 
providing leadership development support.
 Also, every year as a global initiative we ask all employees 
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to participate in an employee opinion survey as a way of con-
ducting a fixed-point observation of employee engagement. 
The results of the survey are shared in the workplace and 
used to improve the workplace environment, for example, 
through the aforementioned initiatives on the development of 
employees and the creation of organizations. We are begin-
ning to see some positive results come out of these initia-
tives, such as an increase in real value regarding the growth 
opportunities that the Company extends to employees to 
support their personal growth.

3. Diversity & Inclusion
Panasonic brings together people of different back-
grounds—whether it be geographically, culturally, or his-
torically—as well as people possessing different capabilities 
and attributes, such as gender, age, race, beliefs, religion, 
nationality, sexual orientation, or gender identity. We aim 
to always be a Group that draws on the collective wis-
dom of all employees to spark innovation. To that end, we 
implement initiatives regarding diversity in different regions 
worldwide so that each and every employee can harness 
their individuality and actively demonstrate their abilities.
 For example, in Japan we are focused on developing an 
environment in which our diverse pool of employees can 
prove themselves, mainly by running unconscious bias train-
ing sessions*1 for management education and organizing 
networking sessions to further facilitate communication 
among employees with disabilities, foreign national employ-
ees, female employees, or employees that consider them-
selves to be part of the LGBTQ community. In Europe too, 
from the perspective that diversity in the leadership group 
can help boost productivity and profitability, and with the 
aim of nurturing female leaders and diversifying the pipe-
line of human resources, we run a Women in Leadership 
Program throughout the year to improve skill levels and 
change mindsets mainly through 360-degree evaluations, 
coaching, and the drafting of personal transformation plans.
* Please refer to our Global Diversity Policy for more information about how 

Panasonic develops and utilizes its diverse pool of human resources.

Creating safe and secure workplaces

The COVID-19 brought about an opportunity to rapidly accel-
erate our transformation of working styles. Based on the 
assumption that all employees are conscious about prevent-
ing the spread of infection to create safe and secure work-
places, CEO Kazuhiro Tsuga sent a message to all employees 
of the Panasonic Group saying that the Company would opti-
mize the way of management by combining real operations 
with digital technology, while urging every employee to act 
autonomously in an effort to continue increasing organiza-
tional productivity through cooperation and co-creation. As 
such, we are working to raise employee awareness and fos-
ter a culture of systematization in order to hasten the maxi-
mum use of digital networks throughout the Company. More 
specifically, in order to enhance the value we generate, we 
are endeavoring to optimize real and digital operations for 
each job type and workplace and are implementing initia-
tives that raise the productivity of both organizations and 
individuals. In addition, we are reviewing our personnel/labor 
management systems and frameworks, particularly those 
regarding working hours and locations.
 To thoroughly ensure compliance we implement various 
initiatives and measures that aim to raise awareness of com-
pliance across the entire Group and foster a culture of com-
pliance in the workplace. In fiscal 2021 we are reaffirming 
employees to check that they have a correct understanding 
of the laws and regulations pertaining to their business and 
region and to utilize our global hotline “EARS”*2 in order to 
detect issues from an early stage and prevent incidents from 
occurring. We are also stepping up awareness activities aimed 
at eradicating various forms of harassment in the workplace.
*1 Unconscious bias training

So that we can create organizations capable of realizing a whole host of 
synergies, this training aims to equip employees with a correct understand-
ing and awareness of unconscious bias.

*2 EARS (Ethical Action Real Solutions)
Panasonic’s internal whistle-blowing hotline for employees to report concerns 
about compliance matters. All reports concerning compliance matters go 
through an independent, external system operated by a specialist firm. Reports 
can be submitted anonymously, confidentially, and without fear of retaliation.
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https://www.panasonic.com/global/corporate/sustainability/employee.html



