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Presentation 

 

 

Ono: Thank you. I would like to explain according to the materials.  

First of all, here is an overview of sustainability. 
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This slide shows Corporate Philosophy, etc. 

Our Corporate Philosophy is “For people, Society and the Earth,” Our Vision is “Circulating resources for a 
sustainable future,” and Our Mission is “Create a sustainable future.”  

Our Commitment is “For people, society and the earth, circulating resources for a sustainable future.” 

The figure on the lower left is an imaginary representation of circulating resources for a sustainable future. 
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Next, renewal of Our Values. 

This time, we have reviewed Our Values. The reason for this is that Our Values we have up to now were 
established in 2017, and since then there have been major changes in the business environment, or quality issues 
that arose in 2017 for our Company. We have been implementing various reforms to regain the trust of our 
customers. 

In addition, we have decided to review our values against the background of having redefined the vision we are 
aiming for in the Medium-term Management Strategy FY2031, which I have just explained. 

There were several important points in this review, one of which was to involve as many employees as possible 
in the review process. In fact, we asked volunteers to first create a draft of the renewal of Our Values, and then 
have all group employees vote on the draft. We then took the method of consolidating opinions. 

As a result, 83.3%, or over 80% of the total number of employees, participated in the voting, and half of those 
who participated in the voting also sent in comments. Based on the results, and after further discussions by the 
management, the values shown on the slide were determined. 

Our Values are listed in the five categories below, and the role of Our Values is guiding principles to fulfill Our 
Commitment. The story Our Values weave is “We challenge, change, and grow together. We express praise 
and appreciation to encourage growth, for a better tomorrow.” 

I will not explain each of these five values in detail, but I feel that it is very significant that we, including the 
management team, have established these values with the participation of many of our employees. 

By building on the values-based actions of all employees in the Group, we would like to aim to build a new 
organizational culture and increase corporate value. 
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Next, this is the value creation process, which is also shown in the integrated report.  

I won’t go into details, but we are showing here a diagram of the circulation on the left side. 

We are working to expand the resource recycling by recovering used and discarded products from the market, 
and to strengthen the supply of high-performance materials and products—mainly using the useful metal 
resources extracted from the recycling.  

This is the big picture we are trying to create and supply renewable energy power as a source of electricity to 
support these efforts. 
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This is materiality. Please see page seven. 

We have been reviewing materiality in the formulation of the Medium-term Management Strategy and every 
fiscal year and have selected the materiality based on two axes of the importance to our stakeholders and the 
importance in light of Our Commitment. 

These are to be reviewed annually, and if necessary, revised. In addition, from this fiscal year, based on the 
idea that addressing sustainability issues is the very essence of sustainability management itself, we have 
identified sustainability issues as materiality. 

In any case, we believe that addressing the sustainability issues shown here will help us pursue both economic 
and social value. 
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Next, page eight. 

These sustainability-related issues can be broadly divided into two categories: those that contribute to 
enhancement of the management system on the lower side, and those that contribute to the environment and 
society, as shown by the color coding on the left side. 

In terms of sustainability, the lower side is necessary issues for our Company to remain sustainable in the capital 
market itself, so to speak. On the upper side are the issues that we must address to make society and the 
environment sustainable through our business activities. 

In any case, all business divisions—including Group companies—will be involved in these efforts, which will 
be coordinated by the corporate division as shown on the slide. 
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One of the major sustainability issues is the promotion of resource recycling. Topics related to this are explained 
on page nine. 

On September 1 of this year, we established a company called Mitsubishi Materials Europe in the Netherlands, 
and have just started its operation. As you know, Europe has a very large market in terms of resource recycling, 
and it is also at the forefront of the world in terms of securing the environment and important mineral resources. 

The establishment of Mitsubishi Materials Europe was based on the idea that it is necessary to think and 
formulate strategies in Europe and implement them in Europe in order to expand resource recycling in such 
regions. 

The organization consists of several divisions, including the recycling design division, and each of these 
divisions is affiliated with a company that operates businesses in Europe. The Tungsten Business Division 
currently intends to bring H.C. Starck Holding, which is in the final stages of closing with M&A, under its 
umbrella. 

The bottom side shows a punch picture of the concept of resource recycling in Europe. The Company is seeking 
to increase efficiency and scale by collecting together E-Scrap and tungsten recycled materials generated in 
Europe. And each should be treated as appropriate. For example, the E-Scrap will be brought to smelters in 
Japan, and the tungsten scrap is envisaged to be brought into H.C. Starck Holding after the M&A is completed.  
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From here, I would like to talk exclusively in terms of corporate governance initiatives. 

 

Page 11 shows the composition of the Board of Directors, year by year since 2015. 
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The major change occurred in FYE March 2020, where the Company changed its institutional design to a 
company with a Nomination Committee, etc. Accordingly, as shown in the pie chart at the bottom of the page, 
the overall number of the Board of Directors is 10 to 11, of which a majority are Outside Directors. Finally, 
seven-elevenths of the Directors are now Outside Directors, two of whom are women. 

On the other hand, we have statutory committees for Nomination, Audit, and Remuneration, as well as a 
voluntary Sustainability Committee. The Nomination and Remuneration Committees consist of 100% Outside 
Directors. 

 

Page 12 shows a table published as an appendix to the Directors’ skills matrix. 

This is a summary of the proposals and opinions expressed by each Director from what point of view on several 
issues in order to achieve the Medium-term Management Strategy, which is the sole issue to be discussed by 
the Board of Directors. 

In this table, the names in red indicate Outside Directors newly appointed from June 2024. 
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Next page, please.  

Here is a slide showing the content of the Board of Directors’ discussion, etc. 

In addition to the 16 meetings of the Board of Directors held each year, we also hold briefings for Directors 
once or twice a month, and the topics discussed at these briefings are shown on the right side of this slide. 

Many of the discussions are about individual business strategies and various underlying strategies. 
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This is an evaluation of the effectiveness of the Board of Directors. See page 14. 

We conduct the evaluation of the effectiveness every year and request a third-party organization to conduct an 
evaluation once every three years. 

This section describes the contents of last year’s evaluation of the effectiveness. While it was confirmed that 
the effectiveness was ensured, there are two issues that need to be addressed. We need to deepen the discussion 
on the development of core management human resources and medium-term competitive advantages of the 
Company. 

That is all for my part of the explanation. 
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Tanaka: Next, I would like to explain our efforts regarding climate change. 

 

Page 16 is about our efforts towards achieving carbon neutrality. 
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Regarding GHG emissions, we have traditionally reported in accordance with the Act on Rationalization of 
Energy Use and Shift to Non-fossil Energy and the Act on Promotion of Global Warming Countermeasures, 
and our target management has been in line with this report. 

In last fiscal year’s performance reporting, the operation of the Act on Promotion of Global Warming 
Countermeasures was significantly revised, and emissions of valuables-derived resources and limestone-
derived emissions—which were previously not included in the Scope 1 reporting items—are now included in 
the scope of reporting. 

As for valuable resources, we are promoting resource recycling efforts by purchasing E-Scrap for smelting and 
recovering metals from it. This process emits CO2 from the combustion of the plastic content of the E-Scrap, 
which is included in this year’s legal reporting. 

At the same time, our company’s goals were also reviewed in line with the operation of the new act. The new 
target is a 47% reduction in emissions, excluding greenhouse gases generated by resource recycling efforts, in 
FYE March 2031 compared to FYE March 2021. Emissions excluding greenhouse gases generated by this 
resource recycling initiative are emissions based on the calculation of adjusted emissions under the Act on 
Promotion of Global Warming Countermeasures. 

We have made strengthening our resource recycling efforts a pillar of our Medium-term Management Strategy, 
and we intend to promote resource recycling and curb greenhouse gas emissions together.  

In addition to energy conservation at manufacturing sites and reduction of fossil fuel consumption, we will 
develop products that contribute to a carbon neutral society and technologies for CO2 capture and processing, 
etc. We will also utilize applicable technologies and aim to achieve carbon neutrality in FYE March 2046, 
including GHGs released through our resource recycling efforts. 
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Next, page 17. 

The risks and opportunities of climate change on our business are assessed using 1.5℃ and 4℃ scenarios and 
incorporated into our business strategies. 

We see the increased demand for EVs, increased sales of our related products due to increased demand for 
batteries, expansion of our renewable energy business due to increased demand for renewable energy, and 
expansion of our recycling business due to the shift to a recycling-oriented society as positive impacts. 

 

In GHG emissions, our group has set a target of Scope 3 reduction by 22% in FYE March 2031 compared to 
FYE March 2021. In order to achieve these goals, it is important to promote the reduction of GHG emissions 
not only from our business operations but also from the entire supply chain. 

We are in the process of exchanging information with copper concentrate suppliers, our main supplier, of which 
we have signed a memorandum of understanding with Anglo American to establish a sustainable and 
responsible supply chain, and we have been exchanging views from time to time since then. 



 
 

 

15 
 

 

Next, page 19. 

In April of this year, we introduced a system of internal carbon pricing, under which we set our own hypothetical 
price for GHG emissions and uses it to make investment decisions. 

An internal carbon price of ¥10,000 per ton is set and used to make investment decisions for capital investments 
that contribute to reducing the Company’s GHG emissions. 

The internal carbon pricing system will be actively promoted to encourage investments that contribute to 
decarbonization. 
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Next slide, please. 

Apart from the Company’s overall emissions, we are also working on the calculation of carbon footprint, which 
measures the amount of CO2 emitted in the manufacturing of our products. 

We manufacture a wide variety of products, and while there are many different methods of calculation, we are 
making preparations to ensure reliable calculations. 

For individual products, the carbon footprint of electrolytic copper has been calculated and third-party 
verification has been completed. We aim to complete third-party verification of electrolytic lead by the end of 
this fiscal year. 

For Scope 2, as described on the right side, the metals business—which accounts for approximately 60% of our 
electricity consumption—had originally planned to switch to renewable energy-derived electricity in stages 
until FYE March 2036. However, we have decided to bring this forward significantly and complete the 
switchover by FYE March 2029 for the Naoshima Smelter & Refinery and Onahama Smelter & Refinery and 
by the end of this fiscal year for other business sites.  
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Biodiversity conservation is also an inseparable issue from climate change. Refer to page 21. 

As part of its environmental policy based on the sustainability policy, the Group states consideration of 
biodiversity and promotes ecosystem-friendly business activities throughout its entire value chain, including 
the development of natural resources. 

In October of last year, our Teine Forest, one of the Materials’ Forests was certified as Nationally Certified 
Sustainably Managed Natural Sites, and in August of this year, it was registered in the international database 
called OECM. 

In light of the publication of the TNFD framework for biodiversity last September, we have also conducted a 
pilot analysis at three of our sites based on the LEAP approach presented in the framework. Biodiversity issues 
are at a turning point internationally toward nature positivity, and we intend to strengthen our efforts in this 
area. 
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Next, I will explain our efforts regarding SCQ. 
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Page 23 discusses our initiatives on promoting safe work environment. 

In April 2014, the Group launched the Zero Occupational Accident Project, and we are working to strengthen 
our safety & hygiene infrastructure.  

Our goals for this fiscal year are to achieve zero serious accidents causing four or more lost workdays and to 
eliminate fires, explosions, and other accidents. 

First, the graph on the left shows the trends in injury accidents causing four or more lost workdays. The non-
consolidated figure in red indicates that last year was the worst performance in the past five years. On the other 
hand, as shown in red in the graph on the right, the number of fires peaked in 2022 and has been on a steady 
decline since then. 

 

 

Based on these, we have identified five issues and initiatives for this fiscal year, which are shown in red. Please 
refer to page 24. 

New items to be addressed from this year will be items two and three. 

 



 
 

 

20 
 

 

Turn to page 25. 

The Safety and Health Education Center, Midori-kan, onsite at our Saitama Office, provides hazard sensitivity 
training and safety and health education for our Group and partner companies.  

We also provide sensitivity training using VR. 
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Next, page 26. 

As shown on the left, the program menu for the hazard experience devices includes more than 40 hazard 
experience programs in 10 categories for a variety of situations. 
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Continue on page 27. 

These are recently added new menu items: scraper hazard simulation training, walking hazard simulation 
training, which is dangerous to your feet when you are walking with your phone.  

Additionally, we have also introduced a new KYT training course. 
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This is a VR hazard experience device configuration and an example scenario. See page 28. 

The system allows visitors to experience accidents such as being caught in a conveyor, crashing and falling 
down from an overhead crane, as shown on the right, while stimulating the arms, fingers, legs, chest, etc.  

The actual experience is very frightening, and visitors are surprised. 
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From here, page 29, we will explain our compliance initiatives.  

A total of eight initiatives are being undertaken this year in the areas of training, surveys, and others. 
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Here are some specific examples of our efforts. See page 30. 

First, on the upper left is the participatory training at specific sites. Four domestic sites have been selected for 
this initiative, and participatory training incorporating role-playing will be conducted from Q3 to Q4. 

Next, on the lower left, the intranet discloses and explains what the investigation process will look like if you 
consult with the employee reporting system. This is an effort to ensure that when the reporting system is used, 
confidentiality will not be compromised and that no disadvantage will be caused to the informant, so that he/she 
can use the employee hotline with peace of mind. 

The upper right is an example of a special harassment website that has been opened to the public to raise 
awareness of the issue. The website explains what harassment means in the first place, case studies of 
harassment that have occurred in our Company, what to do if you see harassment in the workplace, and what 
you need to be aware of to prevent yourself from becoming a perpetrator of harassment. 

As shown in the lower right-hand corner, we are distributing videos on anger management and the eradication 
of drunk driving on the intranet and encouraging all employees to watch them. 
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Next, on page 31, is a description of our quality-related initiatives. 

In order to strengthen its quality management governance system, the Group has shared the quality issues that 
arose in 2017 throughout the Group and has been working to implement and strengthen each of the measures 
shown here. 

We have been building a system to prevent the leakage of non-conforming products under the reactive quality 
management system. These measures are incorporated into ISO9001 and other quality management systems 
and are implemented on an ongoing basis. 

Thanks to these efforts, the leakage of non-conforming products has been largely controlled, and we are now 
moving into the proactive quality management phase to prevent the production of defective products. 
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Page 32 is an explanation of quality education. 

Our quality management system based on ISO9001 is the basis of our quality control and quality assurance.  

With the aim of developing ISO9001 internal auditors, internal auditor training for newly appointed employees 
is held periodically. We proactively engage in preventive activities, and support human resource development 
to establish and maintain a quality management system. 
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From here, we will explain our human rights initiatives. 

 

Page 34 provides an explanation of human rights due diligence, or so-called human rights DD. 
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The PDCA cycle of human rights DD is a loop of tracking and monitoring effectiveness of efforts to address 
negative impacts shown in point one, prevention and mitigation of negative impacts in point two, demonstration 
and evaluation of effectiveness in point three, and explanation and disclosure in point four. 

By the last fiscal year, we completed identification and assessment of human rights risks based on SAQ at all 
105 Group bases.  

In the current fiscal year, we are in the process of implementing measures to reduce human rights risks at each 
base to prevent and mitigate negative impacts on human rights. 

 

Next page, please.  

Examples of items identified as risks in last fiscal year’s survey are shown in the table below left. 

Some bases fail to explicitly prohibit discrimination at all stages of the employment process. In addition, 
although harassment prevention measures have been implemented at most sites, the number of such cases has 
not decreased. Third, particularly at some overseas sites, local labor laws and employment cultures prevent 
appropriate labor-management negotiations. Fourth, some Group companies have not sufficiently informed 
their suppliers about the CSR Procurement Guidelines. 

These risks have been recognized and are expected to be eliminated this fiscal year. 
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Other initiatives related to human rights are shown on page 36. 

One is to expand the scope of human rights DD, as well as the functions of remedial measures.  

And more recently, we are in the process of complying with the Modern Slavery Act. 
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Next page.  

Here is the roadmap for human rights DD. 

Basically, we will promote risk reduction activities by following the PDCA cycle I explained earlier. In doing 
so, we will contribute to stable corporate growth by fully fulfilling our corporate responsibility to respect human 
rights and actively responding to the needs of society while reducing risks related to human rights. 

This concludes my part of the explanation. 
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Nogawa: I, Nogawa, would like to explain our efforts regarding human capital. 
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Here is a diagram of the value creation process that Mr. Ono mentioned earlier in his presentation. 

This represents the Group’s business process, and one of the management thrusts that supports and accelerates 
this process is the human resource strategy. Since this human resource strategy itself forms the basis of the 
Group’s human capital approach, I would like to discuss the human resource strategy as well. 

This human resource strategy consists of two pillars within the Medium-term Management Strategy FY2031. 
The first pillar is to win by developing each individual’s strengths and maximizing them. In other words, 
maximizing the value of human resources and creating an organization dedicated to winning, with the goal of 
ensuring that management strategic goals are achieved and that they are done right with the will to do so. 

The second pillar is a foundation for employees to create and grow together with each other and with the 
company. In other words, the goal is to build a foundation for co-creation and growth that aims to create an 
awareness, organizational climate, and structure that will serve as a base to support various initiatives related 
to human capital.  

The human resources strategy is built on these two pillars. 

 

Next, page 40.  This is also shown in the integrated report.  

The human resources strategy consists of the two pillars I just mentioned, and what were the results in the last 
fiscal year, FYE March 2024, regarding the priorities and the main measures? We are steadily advancing with 
measures and targets towards the end of FYE March 2026, the final year of Phase 1, and measures and targets 
towards the end of FYE March 2031, the final year of Phase 2, of the Medium-term Management Strategy 
FY2031, respectively. 
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Page 41, please.  

Within the Company’s human resources strategy, there are three main KPIs. I would like to introduce these 
three. 

The first KPI is continuously retaining and developing management leader candidates to maximize the value of 
human resources and create an organization dedicated to winning, which I mentioned as the first pillar of our 
human resource strategy. We set an ambitious goal in the Medium-term Management Strategy FY2031, and to 
achieve this goal, our top priority is to develop human resources, particularly at the management level, who 
will lead businesses in expansion of resource recycling and enhancing the supply of high-performance materials 
and products by enhancing profitability. 

To this end, we select next-generation leadership talent every year, based on the performance and potential of 
each individual, who are selected based on criteria common to the entire Company. One of the main KPIs is 
the number of people selected to be candidates in the succession plan for the Executive Officers. 

The second KPI relates to the second pillar of our human resource strategy: building a foundation for co-creation 
and growth. The second KPI is to ensure diversity at the decision-making level. Specifically, for the sustainable 
growth of our Group, it is necessary to create innovations that are not bound by existing frameworks or existing 
ways of working.  

To achieve this goal, we aim to achieve a ratio of 30% or more of diverse attributes, and to foster an awareness 
and culture that recognizes diverse compositions and creates new value from different opinions. For this reason, 
we have set the second KPI as ensuring diversity. 

The third KPI relates to engagement. As employees work together with each other and with the Company to 
create and grow, as one of the indicators to measure the degree of alignment between employees’ job 
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satisfaction—which plays a key role in all human capital initiatives—and the Company’s direction, we have 
been conducting this engagement survey for two years now. The third KPI is to continuously improve this score. 

 

 

Next, I would like to explain a little about each of the KPIs. 

The first KPI is developing and retaining human resources for business growth. 

We have been working to develop the next generation leadership talent since 2005, which means that we have 
been doing this for about 20 years. However, two years ago, we introduced a job-based personnel system for 
managers and changed the grading system. And we revamped this Next-Generation Leadership Talent 
Development Program this time. We are also taking this opportunity to select talented people from younger 
generations for our next generation leadership talent development efforts. 

As a KPI, we are currently monitoring the ratio of those selected people to candidates in the succession plan 
for the executive officers. We have set a target of 70% by FYE March 2026 and 80% by the end of FYE March 
2031, and the results of the most recent selection conducted this year shows 65%. 

It should be noted that the percentage of women among those selected for this Next-Generation Leadership 
Talent Development Program has increased from 3.9% two years ago, or less than 5%, to 15% for this year’s 
selection. 
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The next page will discuss the second KPI. This is about ensuring diversity. 

As for diverse attributes in management positions, we have positioned not only women, but also non-Japanese 
people, people who joined our group as mid-career hires, and people with disabilities as diverse attributes and 
used the percentage of these attributes in management positions as a KPI. 

We have set a target of 20% by the end of FYE March 2026 and 30% by the end of FYE March 2031. In fact, 
the actual result as of the end of FYE March 2024 was 24%, and although we achieved the target for FYE 
March 2026 ahead of schedule, the breakdown shows that there is still much room for growth and improvement 
in the ratio of women in management positions. 

As of April 1, 2024, the most recent date, the percentage of women in management positions has grown to 
3.4%. However, we are still aiming for more than 5% in FYE March 2026, and we will exert further efforts in 
these areas. 

In addition to numerical achievement of ensuring diversity, we are actively developing initiatives based on the 
concept of equity and inclusion, where people with diverse attributes, and by extension, all employees, can 
realize their full potential. 

One thing I would like to mention is that on March 8 of this year, International Women’s Day, we held an event 
under the name DEI Forum. This is a joint event with eight nonferrous metal companies and the Japan Mining 
Industry Association. A number of employees from eight companies and the Japan Mining Association joined 
the event. I believe that we were able to demonstrate our sincere commitment to DEI, diversity equity and 
inclusion as an industry. We would like to strengthen these efforts in the coming year and beyond. 
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On the next page, we talk about the third KPI: engagement survey. 

We have been conducting this engagement survey for two years now, where we monitor whether the direction 
of employees and the Company are in alignment. It consists of a total of 30 questions and is organized into five 
categories. The five categories are work, colleagues, organization, compensation, and growth opportunities. 
The percentage of people who responded positively to these 30 questions is taken as a KPI. 

The goal is to reach 75% by the end of FYE March 2026 and 80% by the end of FYE March 2031, and the 
result of the most recent survey conducted in FYE March 2024 now shows 73%. 

The first survey was in FYE March 2023, and two categories that had relatively low positive response rates 
from these results were growth opportunities and organization. Based on these results, as you can see on the 
right side of this slide, we have implemented several measures to strengthen both the organizational area and 
the area of growth opportunities. 

As for initiatives for the organization, we held Town Hall Meetings. This is an opportunity for direct dialogue 
where executives themselves participate in a live Q&A session with employees to deepen their understanding 
of the Company. We took advantage of this opportunity to carefully explain the Company’s ongoing direction, 
strategy and competitive advantage. 

In the area of growth opportunities, we have strengthened our performance management, enhanced the quality 
and quantity of 1-on-1 communication between supervisors and subordinates, and held career events as a 
campaign to encourage thinking about career planning. As you can see in the upper right-hand side of the chart, 
the categories of organization and growth opportunities have improved. 

In addition, each business division analyzes the survey results and takes actions for improvement. As an 
example, as shown below on the right, the president of the Advanced Products Company personally visits 
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manufacturing sites and provides numerous opportunities for direct dialogue with employees there,and 
communicates with them in a polite manner. By doing so, we have a deep understanding of the Company’s 
direction and are also working to strengthen alignment. 

 

The next page is the last slide from me.  

The implementation of the human resource strategy that I have just described is not something that is left to 
human resources, but is promoted through the involvement of directors, business division personnel, and people 
from various other areas. 

Directors are deeply involved in human capital initiatives, including monitoring human capital initiatives such 
as diversity equity and inclusion, and interviewing those selected for next-generation leadership talent. 

Regarding human resources, I, CHRO, departments in charge of HR functions, and the Company’s human 
resources functions including HR business partners, work together to constantly check the effectiveness of 
human resources measures and exchange opinions on their effectiveness, and immediately make improvements 
if improvements can be made. 

In addition, a human resources committee was formed two years ago. The Executive Officers and the HR 
business partners, or HRBPs for short, which supports the executive officers, meet regularly to discuss solutions 
to human capital issues and to verify the effectiveness of various human resource measures and discuss how to 
respond to them. 

We also discuss the selection of next-generation leadership talent and training plans for those selected, as well 
as medium- to long-term personnel strategy issues as necessary.  

In the last fiscal year, FYE March 2024, the human resources committee met on average about once a month. 
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Finally, as noted on the left, we also hold Town Hall Meetings, which provide numerous opportunities for direct 
dialogue with employees and allow them to deepen their understanding of our personnel policies through live, 
direct exchanges of ideas with them. 

That is all for my explanation.  
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Question & Answer 

 

Participant [Q]: Thank you. I have three questions.  

First, in your first story of reviewing values, how do you plan to apply this to management, or how do you plan 
to apply it to human resource strategy, engagement, and so on? 

Second, two new Outside Directors have been appointed this time. What management issues are you aware of, 
and what kind of effect, or rather what kind of role, did you want to enhance by selecting these people? 

Ono [A]: I would like to talk about the background or the concept behind the appointment of the new Outside 
Directors. In the document, on page 12, contribution and perspectives, the two people in red have been changed 
since June 2024, so this is exactly the role we expect from them. This is written more as a role to be expected 
at the point of appointment, rather than as an achievement. 

Specifically, we are building a European company called MMEU abroad and doing other things. In order to 
promote resource recycling overseas, as a background, Mr. Kiriyama is very knowledgeable about how to 
develop human resources who can play an active role overseas and contribute to management. 

Ms. Sagara, who has a career at the current Ministry of Economy, Trade and Industry, was also involved in 
resource circulation, and in the resource circulation business, it is necessary for us to fully understand the 
national concept of resource circulation while receiving support from the government if necessary. 

In that light, we are likely to receive many suggestions. Also, of course, she was a career METI official, but she 
was also a technical bureaucrat, so we have appointed her with the expectation that she will provide suggestions 
from such a technical background. 

 

Participant [Q]: Regarding the internal carbon pricing, it is ¥10,000, but I believe other companies in the same 
industry set a higher price. What is the background and thinking behind your company’s decision to set this 
price? 

Tanaka [A]: I think your question is about how we decided on the ICP price of ¥10,000 per ton. In determining 
the price, we referred to the EU ETS, as we were at a stage where it had not yet been decided how much it 
would be traded for in the domestic GX League. 

It was just over ¥10,000. In addition, The IEA’s STEPS and NZE scenarios, which we referred to when 
assessing risks and opportunities based on the TCFD, were also around the ¥10,000 level in the FY2031 cross-
sectional price range. Although the exchange rate has changed considerably recently, it was around ¥10,000 at 
the time of the decision, and we made our decision based on this information. 

This price level does not mean that once it is set, it will never be changed, but rather that the amount will be 
reviewed as necessary as the operation of the system progresses. That is all. 

 

Participant [Q]: About the engagement survey, I would like to ask if there are any survey items that will help 
you to focus on winning or to improve results and profitability. In addition, with regard to growth opportunities 
and organization, where the percentage of positive responses was low, you are strengthening these areas. Please 
tell us how you are working on this. 
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Nogawa [A]: Thank you for your question. I, Nogawa, will answer your question regarding the engagement 
survey. 

As to your question about whether the engagement survey questions include the focus on winning and 
profitability, we do not have any questions that directly include the words “focus on winning” or “profitability.” 
However, in the organization category, there are questions related to our strategy and our competitive advantage 
in the industry. 

As for the second question regarding the engagement survey, initiatives in the area with a relatively low positive 
response rate, growth opportunities and organization, are shown in the second item on the right side of the slide. 

As for organizational actions, the CEO and CFO always participate in a Town Hall Meeting immediately after 
the announcement of financial results to directly answer questions from employees. We also explain in great 
detail how our business performance was and what measures we are going to take in the future in response to 
the financial results. 

Moreover, we have also been actively engaged in inner branding activities, which we have been doing for about 
three years now. In this way, our employees themselves have become evangelists, speaking about the 
attractiveness of our Company as a place to work and as a company in the non-ferrous metals industry. We are 
now making improvements in FYE March 2024 compared to FYE March 2023, as stated in the first item. 

As for growth opportunities, we include questions about opportunities for growth in one’s career in the 
Company, and our measures include strengthening performance management, improving the quality and 
quantity of communication with superiors and subordinates, and issuing a guide to discuss career opportunities 
in this context. 

Last year, we held a career event as a campaign to encourage thinking about careers, to learn about the people 
and work at Mitsubishi Materials. This was a tie-up between the inner branding activities of the corporate 
communications office and HR. Through these events, we have fostered opportunities for people to build new 
opportunities to develop their careers at the Company. 

Through these efforts, we have also seen an improvement in scores in the area of growth opportunities in last 
year’s engagement survey. This is the answer to the question. 

 

Participant [Q]: You mentioned that the switchover to renewable energy will be accelerated for Naoshima and 
Onahama. Please comment on the specifics of this initiative and its impact on earnings and increased costs, if 
possible. 

Tanaka [A]: How do we advance the switchover to renewable energy in the Metals business? Basically, we 
normally buy electricity, but we are bringing this forward by buying electricity from renewable energy sources 
in the form of certificates. 

Of course, this would result in a slightly higher electricity bill, but the switch this year is firmly factored into 
the budget and included in the profit plan in the budget. Although we do not disclose specific amounts, we are 
working to incorporate them into the budget. That is all. 

 

Participant [Q]: Is that going to be a simple cost increase? Are you saying that you do not plan to pass this on 
to the selling price or anything like that? 

Tanaka [A]: From a cost perspective, switching to electricity derived from renewable energy is a cost-
increasing factor. 
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Participant [Q]: The point is not only to raise costs, but also to add a premium for green coppers and other 
products, and although the market may not exist yet, I think it is important for your company to take the lead 
in fostering such a market. 

In light of the current business environment, is it still quite early? If it is very early, when will the demand for 
such green coppers be fostered in Japan? What do you think about that time frame? 

Tanaka [A]: You ask if or when copper with low CO2 emissions will be traded on the market at a premium. 

Currently, we are working on a system to measure how much CO2 is being emitted to produce copper. We have 
created a system to calculate the carbon footprint of copper and have received third-party certification for the 
calculation of the amount of CO2 emitted in producing copper through this process. 

We are aware that after this, the mass balance method will probably be used in some cases, and the calculation 
will be made for those with low CO2 emissions, or those with high recycling rates besides the CO2 perspective, 
which will then be traded at a higher price in the market. However, we have no idea when the trading will start. 

For now, I hope you understand that we are in the process of putting in place a system that will allow us to 
respond immediately when it comes. That is all. 

 

Participant [Q]: Regarding the human resource strategy, I probably have two or three questions. Regarding 
the Next-Generation Leadership Talent Development Program, what is the process for selecting the people who 
will be selected for the program? In addition, as regards those who were not selected for the Next-Generation 
Leadership Talent Development Program, it is possible to imagine that they may be less motivated. What kind 
of measures do you take to prevent such people from becoming demotivated? 

Nogawa [A]: First, the selection is done every year. In fact, there are three tiers in this Next-Generation 
Leadership Talent Development Program. The first is the layer before the management level, the second is the 
initial management level where they have just moved up to the management level, and the third is the 
management level further above that. We operate a Next-Generation Leadership Talent Development Program 
at three levels. 

We select people every year, and we look at both the individual’s performance in the most recent fiscal year, 
and the individual’s potential for growth. We look at both axes. People with high performance and demonstrated 
potential are selected. 

In reality, each department discusses whether to select this person who has both high performance and potential, 
or not to select that person. We have a process where we bring together the people, we want to finally select at 
the human resources committee meeting I mentioned earlier, where we hold discussions to finalize the selection. 

We make a selection every year and will review it. There are both those who were not selected last year but 
were selected this time, and vice versa, those who were selected last year but were not selected this year. For 
those who were selected for both, we have communication for those who were selected, and for those who were 
selected last year but not this year—in other words, those who were not selected—we have communication for 
them. We carefully and properly set the tone for the scenario, or the tone of communication, and ask them to 
speak in this tone.  

However, we do not invest in education only for those who are selected as next-generation leadership talent. 
Even if they are not selected, we have various training programs, internal job openings, and other mechanisms 
to change or accelerate their careers. 
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Not being selected as a next-generation leadership talent does not mean that they cannot expect to grow in their 
career with the Company. Furthermore, even if they were selected last year but not this year, there is a chance 
that they may be selected again next year, and we guide the site to communicate with them that they should 
continue to do their best. That is all. 

 

Participant [Q]: As is the fate of the metals industry, you will increase your volume with a growth strategy. I 
believe that your company is aggressively investing in facilities and equipment in preparation for 2030, but 
while emissions will increase as a result of these investments, emissions will also decrease as a result of 
improvements in specific consumption and initiatives to promote renewable energy. 

I think the targets are set based on both positive and negative figures shown in the form of a waterfall chart in 
the graph, and I wonder if the actual amount of emissions, actual amount of production, and the progress of the 
initiatives could change in the future. 

What I would like to ask you is how you will balance the flexibility to achieve carbon neutrality and the 
consistency with the growth strategy. For example, I think there should be a time lag, but in the part of the 
offensive strategy, the emissions will increase first. In response to this, is it possible to flexibly add to the 
reductions? What kind of discipline do you have in this initiative? 

Tanaka [A]: Tanaka here would like to answer your question. As the total amount of work increases, CO2 also 
increases, but are we okay with that? Simply put, this is what you are asking. 

On page 16 of the document, in the first part of my explanation, we have drawn a picture of reducing the amount, 
including the increased production. One of the things to do is to change to more efficient facilities, or to change 
fossil fuels to gas, etc., or to change to renewable energy electricity. 

The most difficult part is what is written below the dotted line, which are emissions from resource recycling 
efforts. If you look closely at this, you will see that the number has increased from 419 to 465. We are planning 
to expand the processing volume of E-Scrap in particular, but we understand that the amount of CO2 emissions 
will increase as we expand it, and that we cannot reduce it without some new initiatives at this point. 

I think it will be difficult to reduce the emissions involved in resource recycling at the bottom unless new 
initiatives are taken, such as technology to break down and separate copper and gold in the PC board before 
throwing them into smelting and refining. 

We will be working on this area from now on, but I believe it is necessary to develop the technology. That is 
all. 

 

Participant [Q]: About human capital investment and human resource strategies, I think there was a comment 
at the end of your explanation about reviewing effectiveness. I believe that METI’s standards for human capital 
investment also pointed out that although companies are making efforts, in many cases the review of returns on 
human capital investment, or the setting of objectives and targets, are not clear. 

In the case of your company, what KPIs do you have in mind to verify its effectiveness? For example, I think 
that the engagement score is not an end in itself. I think it’s about how to use it as a tool to link it to returns in 
terms of increasing corporate and shareholder value. Please explain how you think about the return on human 
capital investment, follow-up and review as KPI. Thank you. 

Nogawa [A]: I, Nogawa, would like to talk about how we are verifying the effectiveness of our human resources 
strategy, especially outside of human resources. 



 
 

 

44 
 

You are certainly right that improving the engagement score is a means, not an end in itself. In that sense, the 
goal of ensuring diversity is not to increase the number or the percentage of diverse attributes, and we will have 
to see what the ultimate return will be from that. 

As for the diversity and engagement survey, the engagement survey started in 2022, and we have just recently 
finished the current fiscal year, which is only the third time we have conducted this survey. The first step is to 
monitor the engagement score at a fixed point. We have then taken improvement actions, and we are just now 
reaping the benefits of what effects they have had, looking at the effects of those actions. 

By looking at the effects of this, and continuing this in the future, what are the effects on the Group, particularly 
with regard to the realization of the management strategy? We are in the process of establishing KPIs to measure 
the effectiveness. 

As for diversity as well, there is still a lot of room for growth and improvement, as you can see from the figures 
for the ratio of women in management positions. First of all, we need to grow a bit more in numbers. We are 
now in the phase where we would like to discuss at the human resources committee what kind of figures would 
best suit our company when we measure the extent to which we are truly reforming our work style and bringing 
about innovation. That is all. 

 

Participant [Q]: On page nine, you explained earlier that the establishment of Mitsubishi Materials Europe 
was due to the need to respond more quickly, so I was wondering what events or external factors were 
recognized as such. 

Also, any follow-up on how this can reap revenue contributions in the future? That is all. 

Ono [A]: Thank you for your question. Ono will respond. 

It does not mean that a certain event happened at a certain point in time. There are two directions in which we 
intend to expand the resource recycling. One is to expand what is targeted for resource recycling. For example, 
taking on the challenge of recycling LiB or recovering cobalt from the mines in which we have invested. The 
other is to expand regional development. Among them, Europe is the biggest business opportunity, so it is 
natural to consider there. 

Of course, we have been in the business of resource recycling in Europe until now, and as you can see in the 
graph on page nine, MMMR is an abbreviation for Mitsubishi Materials Metal Recycling. This is a company 
that is already operating as a so-called E-Scrap collection center and is doing so as an actual business. Until 
now, communication with such places has basically been done through the business division in charge of that 
in Japan. But we need to speed up the process. Many things about Europe can only be understood in Europe. 
That’s why we made these decisions. 

Of course, a secondary factor behind this is that we have been pursuing M&A related to the tungsten business. 

And as for earnings, how much will the resource recycling expand? For example, how would this lead to an 
increase in E-Scrap collections? As for the tungsten scrap, this is the story after the closing of the M&A, but 
how far can we increase what H.C. Starck Holding has done so far independently in the past? How this will 
lead to revenue opportunities is what we can expect to see in the future.  

As for how much we can achieve at this point, I think that increasing the current domestic processing volume 
of E-Scrap to 240,000 tons is a concrete way to draw a more precise roadmap for its realization. As for the 
increase in tungsten scrap, we will have to wait and see. That is all. 

Participant [M]: Thank you very much.  
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[END] 

______________ 

Document Notes 

1. Speaker speech is classified based on whether it [Q] asks a question to the Company, [A] provides an 
answer from the Company. 

 


