Mechanisms Supporting Anritsu’s Future

Human Resources

Stance on Social Issues

A company is a group of people with different ways of
thinking and different values, and an employer is responsi-
ble for giving due consideration to the human rights of
each employee. In order to better secure human resources
and respond to the risks and needs of a diversifying market
in an aging society with a declining birth rate, we believe it
is increasingly important for companies to promote diversity

management. For Anritsu, for which overseas sales account
for 70% of total sales (in fiscal 2020), maintaining its
current business and achieving the Company vision re-
newed in April 2021 requires creating an environment in
which a diverse group of employees can work actively and
share their values.

Workstyle Reform

Workstyle in COVID 19 Disasters

We have made efforts to build a computer network so as to
allow people to work from home just as they would at the
office. We have also implemented a special leave program
so that people can take time off without hesitation. In
addition, we provide a teleworking allowance and have
made available a counseling service to help people care for
their mental and physical health. These and other efforts
are aimed at establishing work environments that enable
people to work in safety and security.

Life-Work Balance

Placing the lifestyle of each individual at the center of how
they spend the 24 hours of each day and where they place
work in that day, the Anritsu Group is focused on enabling
its employees to enjoy a harmonious life-work balance (we
use this term to emphasize “life” first, rather than the more
common “work-life balance”). We seek to improve employ-
ee productivity by encouraging them to pursue a fulfilling
personal life as well as an equally fulfilling professional life.
In line with Anritsu Corporation’s Action Plan to Support
Child-Rearing (6th stage), which began in fiscal 2020 (see
the table on the right), we have focused on promoting
improved life-work balance among our employees. In fiscal
2021, we are striving to improve working conditions as part
of our workstyle reform.

Efforts by labor and management through the Commit-
tee for Promoting Life-Work Balance are also underway.
Anritsu was recognized as a “company supporting
child-rearing” by the Ministry of Health, Labour and Wel-

fare in 2015 and 2018 and was awarded
the Kurumin Triple Star Certificate by the
ministry in 2020.

I Anritsu Corporation’s Action Plan to Support Child-Rearing
(6th Stage, April 1, 2020 to March 31, 2024)

Objectives Measures Actions

Improve working
conditions toward
workstyle reform

Review and improve the | From April 2020:
workplace environment | considering and design-
so employees have a ing a flexible system
better life-work balance | that offers workstyle
options (such as
telework)

Draw up, consider Cultivate a workplace
and implement a culture in which

plan for revising and | employees feel free to
reinforcing childcare | take days off or leave
systems for a better life-work

balance

From April 2020:
promoting a workplace
culture that is more sup-
portive of men taking
childcare leave

Employee Satisfaction Survey

The Domestic Anritsu Group conducts an employee satis-
faction survey with all employees every year to ascertain
their levels of satisfaction and identify issues that may need
to be addressed. The survey results are disclosed to all
employees through the intranet, and departments receive
feedback for applying the results to improve their work-
place environments.

FY2016 | FY2017 | FY2018 | FY2019 | FY2020

Response rate 95% 93% 92% 98% 98%

Satisfaction with

86% 88% 88% 87% 90%
the workplace

Satisfaction with

work 73% 70% 70% 70% 75%

Diversity

Career Development for Cultivating Female Leaders
Women-focused recruiting and career-development initia-
tives are underway at Anritsu to support female employees
more directly involved in the process of growing the Com-
pany and raising its corporate value while also supporting
them to maintain a life-work balance.
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Appointment of Directors

In the appointment of directors, Anritsu looks beyond
gender or nationality to consider knowledge, experiences
and abilities as well as to diversify the board. In fiscal 2019,
Hanako Noda was appointed as executive officer and CTO,
and she has since headed the Advanced Technology Re-
search Center.



In fiscal 2021, Nozomi Ueda was appointed as an outside
director and member of the Audit & Supervisory Commit-
tee. She has expertise in corporate governance and compli-
ance.

Promotion to Managers

As a GLP2023 target, we seek to increase the proportion of
female managers (globally) to 15% by FY2023.

In fiscal 2017, we revised the tier-based training system for
young workers and leaders, which had accepted only
workers recommended by department managers until fiscal
2016, to allow participation by anyone who meets certain
conditions. This helped raise the female participation rate
from around 12% through fiscal 2016 to 17% in fiscal
2017, 20% in fiscal 2018, 14% in fiscal 2019, and 27% in
fiscal 2020. Other measures, such as the training program
aimed at supporting the advancement of women’s careers,
also proved to be successful, leading to the appointment of
two female managers in fiscal 2020 and two more in fiscal
2021 (14% of all newly appointed managers in both years).

Career Support Programs

We have been conducting various training programs exclu-
sively for female employees. In fiscal 2020, a round-table
discussion and workshop were held by female employees
pursuing promotion to management positions. We will
continue to provide female employees with career develop-
ment programs.

Recruitment Activity

Anritsu hires new employees on a gender-neutral basis in
all positions, be they in office administration or technical
areas. We attained the goal set in fiscal 2016 of raising the
ratio of female employees in Japan to 20% of all new
recruits by 2020 as a result of public relations activities
focused on female students and the best use of websites
and job fairs. We continue to work toward the goal of
maintaining a female employee ratio at 20% or higher of
all new recruits and seek to further increase the number of
female employees who will play an active role in the Anritsu
Group.

I Ratios of Female Employees Among New Graduate
Recruits of Anritsu Corporation
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Human Resources Development

The real source of a company’s value is the diversity of its
human resources, and for the Anritsu Group, where
technology is a core competence, the hiring and
development of human resources capable of leading
technical innovation is a key management issue. With that
in mind, and without regard to nationality or gender, the
Domestic Anritsu Group is focused on continuously
developing employment plans that prioritize diversity in
both education and training programs to support the
independent growth of our employees.

To encourage employees to build their strengths
independently and update their skills at their own initiative,
Anritsu provides on-the-job training as well as educational
and training programs. On-the-job training helps employees
gain the skills and expertise built up by Anritsu over many
years of operations, while off-the-job education supports
employees’ self-improvement and self-development.

Off-the-job education is built on the concept of voluntary
choice of what and when to learn and to learn about their
strengths and true capabilities. Comprised of level-based
training and a self-development program (Learning
Content), the education programs are shared across the
Anritsu Group. The average hours of training per employee

at the Domestic Anritsu Group was 7.4 hours for fiscal
2019 and 5.3 for fiscal 2020 (hours of training on programs
organized by the Human Resource Department).

The training of engineers was previously conducted at
the initiative of business departments to which the
engineers belong, but since fiscal 2020, it has been
conducted by human resources staff in cooperation with
business departments. The human resources staff, who are
assigned exclusively to the training of engineers, also work
with the Engineering Division, launched in April 2020, to
help newly hired engineers become full-fledged engineers
and to plan and provide cross-sectional training programs
for engineers across the Anritsu Group.

For childbirth and childcare, we also have programs that
go above and beyond legal mandates for taking leave,
returning to the workplace, and working shortened hours
both before and after workers give birth. We provide and
familiarize all employees, both male and female, with the
relevant information so that they can feel good about
making use of these programs and balance childcare with
work. Five women and four men took childcare leave in
FY2020. We will continue working to raise awareness and
promote a better understanding of these programs.
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