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① Promote Employee Understanding and Practice of 
the New ANA Group Course of Action (ANA’s Way)

 We established an office for Group Culture Promotion in 
April 2012 and created ANA’s Way — the new ANA Group 
Course of Action — by gathering a broad range of opinions 
from all Group employees. (See “Conceptual Framework of the 
ANA Group’s New Mission Statement” on page 54 for details.) 
Using ANA’s Way as the basis of our actions, we will create 
unique value in the global marketplace to become the world’s 
leading airline group in customer satisfaction and value creation.

② Develop Global Human Assets 

Able to Act on the World Stage

 Expanding our focus from Asia to the world, we are 
promoting the development of employees, who are valuable 
assets, so that they may develop the ability to understand 
various cultures, customs and values, and to display their 
abilities in a more global field in our aim to become the 
world’s leading airline group in customer satisfaction and 
value creation.
 To further enhance the ANA Global Talent Program, 
which started in the fiscal year ended March 2012, we are 
conducting the core initiatives of (1) improving global-level 
responsiveness at each workplace, centered on the front 
line; (2) systematically developing global human assets; and 
(3) promoting local hiring at offices outside Japan in the 
fiscal year ending March 2014.

 In support of the ANA Group’s new Mission Statement 
and Management Vision and in order to realize the full 
strength of each individual Group company in our holding 
structure, we take great care to develop and shape 
employees who seek to take on new challenges. We have 
implemented the four-point human assets strategy shown 
at right as a priority issue to proactively set in motion a 
positive cycle that leads to improvement in corporate value 
by increasing employee loyalty and human asset value.

 Specific measures include increasing opportunities for 
dispatch overseas, cross-cultural seminars, intensive and  
selective development of global human assets, an open 
recruitment system for training, Star Alliance training, internal 
seminars given by employees from overseas, reorganization of 
the human resources system at offices outside Japan, a 
“Global Job Posting” that is open to all employees, an 
exchange program that brings employees hired outside Japan 
to Japanese offices and “One Team, One ANA” — an open 
seminar for creating dialogue across national boundaries. As 
we improve the global responsiveness of employees in offices 
in Japan, we will create an environment in which employees 
hired overseas can also display their abilities to a greater 
extent and we can meet the expectations of our stakeholders, 
including our customers around the world.

③ Promote Diversity and Inclusion to 

Make Variety an Advantage

 Diverse individuals give the ANA Group an advantage. We 
believe that open discussion that goes beyond differences in 
race, age, gender and personal values creates new value that 
leads to individual and corporate growth. For this reason, we 
promote an environment that provides career support so that 
employees can work energetically while displaying their 
strengths and individuality. In support of the large number of 
female employees in the ANA Group, mainly on the front line, 
we have created a corporate atmosphere in which these 
employees can plan lifelong careers, even when their life 
stages change, through interaction among employees and 

ANA Group Human Assets Strategy

Relationship with Employees
▶See page 92 for human resources data.

ANA Group Human Assets Strategy

❶  Promote employee understanding and practice of the 
new ANA Group Course of Action (ANA’s Way)

❷  Develop global human assets able to act on the world 
stage

❸  Promote diversity and inclusion to make variety an 
advantage

❹ Cultivate human assets to strengthen the Group

Specific Initiatives

Circulating ANA’s Way to all Group employees

Seminar on childcare leave
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Project at Yamaguchi Ube Airport

Reaffi rming Our Commitment to Customers on 
the Occasion of Our Sixtieth Anniversary

 “Thank you for 60 years.” On December 1, 2012, employees gathered at all 

50 domestic and 35 overseas airports that ANA serves to raise large banners with 

this message for departing flights. The banners were filled with numerous hand-

written messages to customers from employees all over the world.

 Members of the project discussed, planned and carried it out to bring together 

all employees of the ANA Group on its sixtieth anniversary and to use the occasion 

to once again express their gratitude to the customers who have supported the 

airline since it was established. Other measures to celebrate the ANA character 

on the airline’s sixtieth anniversary included a “Good Job Relay” that allowed co-

workers to express their appreciation for each other’s daily efforts.

mentors using methods such as career design and seminars 
for employees taking maternity and childcare leave. In 
addition, the introduction from 2012 of a system for allowing 
leave, under certain conditions, for employees to go with their 
spouses who are posted overseas, as well as an area-based 
career-track system for the Tokyo area, are part of our efforts 
to enhance systems that allow employees to choose employ-
ment arrangements that support continuing careers and meet 
diverse values and needs.

④Cultivate Human Assets to Strengthen the Group
 To make greater use of the valuable potential of each 
Group employee, we create human asset policies for each 
Group company according to its business characteristics and 
specialization, and Group companies cooperate in developing 
personnel through the strategic promotion of hiring, job 
assignment, education, training and employee treatment. In 
2007, we established ANA JINZAI (Human Assets) University 
to provide educational opportunities across the Group with 
ANA’s Way at their core.
 For group training, in addition to hierarchical training, we 
select human assets who are organizational leaders for 
intensive development at the ANA Group Business School. 
Students not only learn business skills, but also reconsider 
their own sensibilities and spirit through experience-based 

cultural training and fieldwork outside their companies, then 
draw on what they have learned and experienced to work 
independently toward their own image of a leader. Further, 
they work through difficulties together with other students with 
different specializations, work histories and duties to produce 
results as a group, giving rise to new values and building 
strong teams. 
 In addition, we promote cross-divisional human asset 
development in various other forms including a full range of 
open seminars and correspondence courses that employees 
are free to choose based on their individual personalities and 
duties, temporary transfers of personnel among Group 
companies and a job posting system.

Group cross-divisional stratified training
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Childcare

●  Conducted seminars for people taking childcare leave 
six times during the fiscal year ended March 2013.

●  Conducted “Mom and Dad’s Workplace Visit” day 
(ANA Kids’ Day) at the head office, Haneda, and 
Osaka Crew Training Center during the fiscal year 
ended March 2013.

●  Extended the pregnancy and childcare leave system 
to cover early pregnancy; introduced options including 
reduced working hours, childcare days and fewer 
work days, as well as a partial employment system 
for cabin crew.

●  Enhanced the at-home childcare service support system.

●  During the fiscal year ended March 2013, 447 people 
took pregnancy and childcare leave.

Nursing Care

●  In addition to nursing care leave, employees can 
accumulate special leave days, carried over year by 
year, that can be used for nursing care (maximum of 
120 days).

● Conducted nursing care seminars (Haneda and Narita).

●  The ANA Group contracted with a non-profit organiza-
tion (NPO) that assists with support for both work and 
nursing care, and introduced the NPO to employees.

●  During the fiscal year ended March 2013, 29 people 
took nursing care leave.

ANA HOLDINGS INC.

 In promoting diversity, the ANA Group believes it is 
essential to create an environment in which employees can 
fully demonstrate their abilities and work with enthusiasm. 
ANA’s Motivation Promotion Office places importance on 
individual lifestyles and values to promote work-life balance 
that creates synergies for the Group as a whole. With activi-
ties that include maintaining various systems, reviewing 
operations to introduce ways to reduce working time, and 
conducting nationwide seminars with outside experts, the 
Motivation Promotion Office works to create a culture that 
accommodates diverse working styles.

Promoting Work-Life Balance

Lecture by Professor Mariko 
Miyagi of Hosei University

Career Design Lecture for Women 
Working in the ANA Group

 In January 2013, the ANA Group held an in-house lecture to encourage female 

employees to think about ways of balancing work and family life. The lecture included 

many ideas to help women change their perspectives on career development, such as 

the importance of continuing to work while overcoming life events, career-planning 

issues specific to women, and raising children in cooperation with one’s partner rather 

than taking on the entire responsibility alone. 

 The lecture was followed by a talk session in which a 

flight attendant who is working on international flights while 

raising three children and a female manager answered ques-

tions on balancing work and child rearing, and systems for 

cooperating with colleagues. The social gathering after the 

lecture provided an excellent opportunity for participants to 

widen women’s networks across divisions of the ANA Group. 

Creation of Work Arrangements to Accommodate 

Diverse Working Styles and Support Personal 

Development

●  Leave system (Waku Waku Leave System) for study 
abroad or volunteer work

●  Introduction of telecommuting system

●  Leave system to accompany spouse posted overseas

●  Area-based career-track system (Tokyo area only)

Social gathering after the lecture
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Relationship with Employees

Improving Employee Satisfaction
 Based on the belief that warm, enthusiastic and lively 
employee activity is directly connected with corporate 
growth and customer satisfaction, the ANA Group conducts 
an annual employee satisfaction survey to monitor items 
including employees’ thoughts and attitudes about their 
work. We conducted the tenth such survey in the fiscal year 
ended March 2013, receiving responses from more than 
30,000 people, including overseas employees, at 49 Group 
companies. The response rate was 94.4 percent. We 
distributed the survey results to companies and depart-
ments for use in specialist-run information meetings, Group 
discussions and other workplace communication. 

ANA Virtual Hollywood
 Initiated by ANA Group employees, ANA Virtual 
Hollywood is a program in which employees execute 
projects that move the hearts of customers, just as film 
directors produce Hollywood movies that have the power to 
enthrall their audiences. ANA Group employees in any 
company or line of work can participate to share ideas and 
develop proposals, which they present directly to the 
executive in charge. These activities started in 2004, and a 
total of approximately 580 employees had participated by 
the fiscal year ended March 2013.
 In addition to creating new value from the standpoint of 
customers, these activities have supported the creation of 
worthwhile places to work, with greater group cohesion and 
the value of open communication, in order to realize the 
ANA Group Management Vision.

Fostering a Corporate Culture of Praise
 The ANA Group conducts the initiatives on the right in 
the belief that widely sharing praise received from 
customers and valuing mutual employee recognition of 
work and conduct help to further bring out the ANA 
Character in each employee.

Delivering Customer Feedback to Employees

Payslips

 ANA has been printing customer 
compliments on the cover sheets of 
monthly payslips since October 2004. 
This practice, proposed by an employee, 
reconnects employees with customer 
feedback each time they receive their 
remuneration.

Praising Colleagues’ Work

Good Job Card

 We promote the exchange of Good 
Job Cards, where employees who find something praise-
worthy about a colleague write it down on a card and 
hand it over. This 
nurtures respect 
for colleagues and 
engenders an 
atmosphere where 
employees can 
feel confidence 
and pride. 

Award System to Foster a 

Corporate Culture of Praise

 The ANA Group has various award programs. One of 
them, the ANA Group President’s Award, was established to 
give concrete form to the ANA Character and foster a 
corporate culture brimming with originality and creativity. The 
“Wow!” Award is presented to recognize employees and work 
units that inspire colleagues with original, outside-the-box 
ideas. In the fiscal year ended March 2013, the “Gate Buffet,” 
in which snacks and refreshments are served at boarding 
gates when passengers are inconvenienced by significant 
departure delays on international flights at Narita Airport, was 
selected as an example that realized these objectives.

Other Measures for the Propagation and Practice of ANA’s Way

Bamboo lanterns made by customers and ANA Group employees 
decorate Aso Kumamoto Airport at the Sora Akari event.

Employees of ANA Air Service Tokyo Co., Ltd. and the Narita Division 
of ANA Catering Service Co., Ltd. received the ANA Group 
President’s Award.

ANA payslip

Good Job Card
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Fundamental Approach
 The ANA Group specifies conduct for all Group officers 
and employees in the ANA Group Code of Conduct to help 
resolve human rights issues.

Promotion System
 Dedicated staff in the Human Rights Awareness Room 
of ANA’s Personnel Department formulate and execute 
plans for raising human rights awareness. In addition, the 
ANA director responsible for personnel leads the Human 
Rights Education Promotion Committee, which reports on 
the status of progress.

Helpline
 The ANA Group has a helpline for consultation on 
subjects such as sexual and power harassment. It is 
available to all executives and employees, including 
temporary personnel. The privacy of the counselor and 
the caller is protected, with the assurance that no punitive 
measures will be taken against those who seek consultation 
or cooperate in confirming facts. The Group has also 
commissioned consultation services at external institutions. 
We make employees aware of the consultation services 
available through methods such as displaying posters 
within the Group and  distributing stickers.

Human Rights Initiatives

 In April 2012, ANA’s Personnel Department established the 
Group Disabled Person Employment Promotion Office, which 
supports the creation of meaningful work for disabled people 
at more workplaces. People with disabilities made up 2.07% 
of the total workforce of ANA and seven qualified companies 
(including two special subsidiaries) as of June 2013.

Content and Targets of Specific Initiatives
 In the fiscal year ended March 2013, the ANA Group held 
a total of four cross-divisional meetings for managers of 
people with disabilities at Group companies, which confirmed 
basic knowledge of issues such as Group policies for 
employing people with disabilities and the regulatory 
framework for their employment. Participants also shared 
case studies of successful programs at each Group company 
and held discussions on issues and solutions. The Group also 
conducts ongoing training on employment of people with 
disabilities to deepen their interaction and mutual 
understanding with ANA Group colleagues who have a 
proper knowledge of disabilities, in addition to promoting 

employment. The Group will continue to achieve and maintain 
the legally mandated ratio of employees with disabilities at all 
Group companies and will upgrade its overall scheme for 
responding to changes in the operating environment such as 
regulatory revisions. In addition, the Group will promote a 
barrier-free work environment by enhancing capital expendi-
ture and support systems and share specific considerations 
required within the Group to enhance its responsiveness.

Promoting Employment of People with Disabilities

ANA Group Joint Interviews for People with 
Disabilities Held for the First Time

 The ANA Group held joint interviews for people with disabilities in March 2013 at Haneda 

Airport, with the participation of 18 Group companies. A total of 224 people attended, 

 including people with disabilities and representatives from institutions that provide support 

 for them. In addition, corporate booths set up to explain the ANA Group allowed people to 

learn about working conditions and various occupations in the ANA Group for people with 

 disabilities. The ANA Group will periodically hold these joint interviews, and the Group 

Disabled Person Employment Promotion Office will provide leadership to unify Group initia-

tives to further promote upgrades in the working environment for people with disabilities. Explanation of workplace diversity in the ANA Group

Discussion among staff in charge

Explanation of the ANA Group’s 
policies on employment activities 
for people with disabilities
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Relationship with Employees

Safety and Health Initiative
 Ensuring employee safety and health and pleasant 
working conditions is fundamental to corporate 
activities. Our business offices independently carry out 
initiatives through their health and safety committees, 
which have been established at offices nationwide.
 To prevent problems such as lifestyle-related 
diseases, the ANA Group considers it important for 
employees to proactively modify their behavior. For this 
purpose, we diligently develop programs for improving 
employee health and maintaining a sustainable 
environment, including seminars, walkathons and 
lectures on health held around the country.

Mental Healthcare
 Since 2006, ANA has been promoting employee health 
under its Health Frontier Declaration and has expanded its 
mental health support system. During the fiscal year ended 
March 2013, ANA made available an Internet-based mental 

 Labor unions and crew associations are organized at ANA 
and most Group companies.
 We conduct labor-management discussions under 
themes such as improving employee motivation and 
employee treatment, benefits and labor practices, and work 
to achieve a shared awareness of operating challenges and 
the competitive environment by linking daily exchanges of 
information and opinions to business management. In 
addition, we discuss tasks in familiar workplace environments 
and each business office.
 The ANA Group will strengthen communication between 
labor and management with the aim of improving fundamental 
quality while building relationships on mutual trust and 
cooperation.

health improvement program to all employees and worked to 
prevent mental disorders by helping employees understand 
their own stress conditions through a learning program based 
on the results of monthly stress checks to raise stress 
tolerance. In addition to conducting ongoing mental health 
training for newly appointed managers by professional 
counselors, we help protect and maintain the mental health of 
employees and their families through methods such as 
providing opportunities for consultations with industrial 
physicians and health nurses and counseling with specialized 
external institutions.

ANA Welfare Plan — A Program for 
Motivation and Fulfillment
 For employees to lead a full life, they need a viable life 
plan that looks at each life stage. The ANA Welfare Plan 
helps to provide motivation and a sense of fulfillment to 
every employee at each stage of their careers, from 
recruitment to post-retirement. The program offers 
employees the choice of a scheme best suited to their 
particular lifestyle and covers six different categories: 
health, finances, insurance, lifestyle support, leisure 
support and post-retirement.

Employee Safety and Health

Labor-Management Relations

ANA Group Occupational Safety and 
Health Policies

The ANA Group enhances employee value by 
improving and maintaining occupational safety and 
health. This is accomplished through:

❶  Accident prevention programs and programs 
encouraging employees’ mental and physical 
health;

❷  Various measures and management systems 
(PDCA cycle) aimed at improving safety and health;

❸  The observance of laws and regulations and 
implementation of activities raising employee 
awareness of occupational safety and health.
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Labor-management cooperative activity for recovery (Ten-Year 
Coastal Forest Restoration Project in the Tohoku Region)




