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HUMAN RESOURCE DEVELOPMENT

[Griroa-1 | Griro-2 |

Human Resource Development Policies and
Philosophy

We value a self-directed stance toward learning by employees, and are
working to foster a corporate culture in which they can demonstrate their
abilities and potential and in which both the company and employees can
continue to grow together, as well as to develop human resources.

We encourage employees to take ownership of their own careers and
promote skill development. We also promote active collaboration and
teamwork with others, in addition to the development of team members by
their supervisors in their respective workplaces. Specifically, the five values
of the Nissan Way, which evolved in fiscal 2020 as a symbol of the new
Nissan, and the appraisal system, which emphasizes the development of
human resources and promotion of collaboration, was revised in fiscal 2020
to ensure sustainable growth and development of the organization and
human resources.

In addition, to provide employees with effective learning opportunities even
in remote work environments, we provide over 20,000 types of e-learning
content on a global basis and are also promoting the expansion of digital
learning infrastructure by preparing an environment so that employees can
take courses on their own mobile devices.
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Continually Improving Human Resource Systems

Nissan is working constantly to improve its human resource systems to
achieve growth for its people and organization over the medium to long
term. We updated these systems in fiscal 2020 and established three pillars
of appraisal, namely appraisal metrics based on the evolved Nissan Way,
People & Collaborative Leadership to support employee’s motivation for
growth, self-development, and to enhance teamwork, and the expertise.

NISSAN WAY The Va|Lt,I: and action standards wthizhbis t(;Omsmor.'nly 'STt
across the company are represented by the 5 principles
Competency of ‘NISSAN WAY-".

People & Collaborative
Leadership Competency

The value and action standards related to people
management, collaboration and leadership.

The action standards based on specific skills that
employees are required in each organization.

Based on these, we have introduced "Competency Appraisal" measuring
an employee's skills, knowledge, and attitude and "Performance Appraisal”
measuring to what extent the employee achieved their goals. These are
used to appropriately evaluate employee contributions to the company and
determine compensation.
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Support for Self-Designed Careers

At Nissan, all employees have an opportunity twice a year to discuss their
own careers with their supervisors to support their career designs. Together
with “Performance Appraisal” and “Competency Appraisal,” employees and
their supervisors reach a consensus through dialogue.

Aiming to enhance measures for career development as well as growth in
their dialogues, training programs are provided to improve supervisors'’ skills.
In addition, guides and e-learning are available for employees to voluntarily
consider their own career. We use dedicated tools for evaluation to keep
track of evaluation records so that even a newly instated supervisor can
immediately confirm employees’ growth progress, which makes it possible to
maintain consistency within the human resource development. We conduct
surveys to gain employee input regarding the evaluation dialogues and to
learn their level of understanding and satisfaction with the system. Based on
the results, we implement necessary measures and make improvements. We
monitor employee satisfaction regarding the dialogues with their supervisors,
and there has been an improvement in employee understanding and
acceptance of the evaluation system.

Employees in Japan have a chance to take on the challenge of a new
position through the Shift Career System (SCS) and the Open Entry System.
The SCS enables employees to apply for positions in other departments or
areas in which they are motivated to work in, regardless of whether there is
a position immediately available. The OES allows them to apply for all openly
publicized positions. During fiscal 2020, a total of 238 employees applied
for approximately 450 open posts, and 113 of them succeeded in getting the
positions they applied for.
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Offering Learning Opportunities

Based on our firm belief that employees are our most important asset and
that nurturing them is critical, we support them by providing a large number
of learning opportunities. We have developed various programs to help
employees improve their management and business skills, and to develop
leadership skills. In these ways, employees are encouraged to enhance
their skills, their knowledge and their mindset in order to realize their career
visions.

Specifically, in addition to mandatory trainings for each career stage,

we implement elective trainings which allow employees to choose what
they want to learn. We also expand global common e-learning contents

to encourage self-learning. With these measures, we strive to foster a
corporate culture of continuous learning and development. In response to
changing times, we are actively shifting from face-to-face training conducted
in groups to online training to build an effective learning environment that
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enables each individual to learn using their mobile devices under remote
working conditions.

Nissan Learning Center

In the automobile industry in which technological innovation is rapidly
advancing, in order to maintain and develop Japanese manufacturing that
leads global competition, talents are required who not only understand
advanced vehicle manufacturing and technology but also have management
skills and maturity. We founded Nissan Learning Center with the aim of
continuously developing capable leaders to play a central role in monozukuri
and pass down our technologies and skills to future generations. This

is another example of how we offer learning opportunities and promote
activities to develop human resources.

Nissan Learning Center consists of three organizations: Nissan Technical
College, Genba Kanri (shop-floor management) School and Engineering
School. It offers a variety of programs aimed at developing engineers and
technicians who carry forward the “Nissan DNA" and achieve continuous
success through the implementation of the evolved Nissan Way.

In addition, Nissan Learning Center is responding to remote working by
offering online technology training including on Al and loT for approximately
10,000 employees.
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Engineering and Technical Skill Training Around the
World

To strengthen our efforts to expand our business globally, we must further
improve the engineering skills of individual employees working across the
globe. We offer opportunities for personal growth equally to all employees in
both R&D and manufacturing, whether they work in Japan or elsewhere, to
help them enhance their capabilities.

Training for Engineers

We developed a Global Training Program (GTP) and have provided 19000
engineers with fundamental training at R&D sites worldwide since 2012.
Furthermore, in recent years, we have moved forward with plans for more
advanced and specialized training, including training in the areas of Electric
Vehicles, Autonomous Driving Technology and Connected Car Services, in
order to develop talent that can lead R&D related to autonomous vehicles
and connected cars.

Training for Technicians

In order to improve the day-to-day management skills of foremen and
general foremen in all of the plants operated by Nissan, Renault and
Mitsubishi around the world, a common production method known as the
Alliance Production Way (APW) has been defined. We are also developing
a shared Alliance framework for APW training, which we aim to implement
worldwide.
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Improving Management Quality

We are working to improve the quality of management at the global level. We
have further emphasized strengthening human resource management within
the organization by introducing values of the evolved Nissan Way and People
and Collaborative Leadership into the appraisal system. In the introduction
of the new system, corporate officers and general managers themselves
acted with strong leadership, holding dialogues and workshops to promote
understanding in their respective departments and to communicate the will
to change. In fiscal 2021 and afterwards, we include the contents related

to expected roles in companywide trainings by job level (for new employees,
for newly promoted managers, etc.), and continue to promote understanding
of the new appraisal system and encourage employees to take expected
actions. In addition, we have revised the existing training program structure
in line with the new Nissan Way and People and Collaborative Leadership,
creating an environment where employees can take training that strengthens
relevant skills and leadership.

Training Future Leaders

To continually foster future leaders and specialists who will lead the
company, we take a strategic and systematic approach to training, job
rotations and recruitment. Specifically, we identify future business leader
candidates at an early stage and implement various training programs

by clarifying their strengths and development areas according to their
growth stage, including young employees, middle managers, and corporate
officers. Staff rotations beyond divisions and regions are strategically

and systematically implemented to give candidates for future leaders
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opportunities to work in management posts or in global functions so that
they can acquire experience needed to become a management member or
a leader. Furthermore, we are in the midst of a period of transformation from
the era of owning a car to the era of creating new mobility services, such as
electrification, autonomous driving, car sharing, and connectivity with the
Internet. We are therefore working to develop leaders who can lead new
businesses beyond the boundaries of the conventional automobile business.
We are reinforcing our human resources not only through the recruitment

of new graduates but also by actively hiring mid-career talent and mid-level
management candidates from outside the company. In order to effectively
operate these talent management schemes, meetings dedicated to human
resources are regularly held with corporate officers. There, outstanding
talents are identified, then development plans and succession plans are
created.

In addition, corporate officers have opportunities for direct dialogue with
future leader candidates and actively participate in discussions on human
resource development measures across divisions and regions. These
strategic human resources management systems are also being actively
discussed at the regional and departmental levels, with human resources
and systems coordinated across regions under a common global framework.
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The Nissan Expert Leader System: Passing Down Human Resource Development Achievements
Nissan’'s Technologies and Expertise
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. - , _ Training Program Achievements at Nissan Motor Co., Ltd.
Helping employees develop specialized skills over the medium to long

term is vital for a company to achieve sustainable growth. The Nissan Perf$rnja.nce Indicatorsfor FY2018 FY2019 FY2020
. . . raining Programs

Expert Leader System is a means of strengthening and fostering further
development of specialized skills in a wide range of technical and Number of learners 241674 | 263240 | 330,784
nontechnical areas like purchasing and accounting. In fiscal 2021, the
system’'s 16th year, 45 Expert Leaders and one Fellow are playing an active Total hours of training 482,103 590,696 549,490
role in a total of 85 fields of specialization. The Expert Leaders and Fellows
make use of their specialized knowledge to contribute to Nissan’s business Hours per learner 21.5 26.0 243
endeavors overall. In addition to sharing their knowledge with others via the _ _

. L ) Learner satisfaction (out of ) over 4.2 over 4.2 over 4.2
corporate intranet and other communication tools, they contribute to the
fost<.aring of the nle?d generation of experts by passing on their expertise in Investment per employee (¥) 86,000 90,000 83,000
seminars and training courses.
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