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Action Plans for USFJ Employees
to Support Raising Next-Generation Children/Promotion of Female
Participation and Career Advancement in the Workplace

In response to the fast progress of birthrate declining and the changes in the
circumstances surrounding families/communities in Japan, based on the Act on
Advancement of Measures to Support Raising Next-Generation Children, which was
established on August 2014 for quick and predominant promotion of the support for
raising next-generation children, and accordingly we have worked on preparation for
the work environment which makes child raising easy and the measures for
harmonization of work with personal life.

In addition to that, the Act on the Promotion of Female Participation and Career
Advancement in the Workplace (hereinafter referred to as “Act on the Promotion of
Female Participation”) was established in September 2015 in order to prepare the
environment where every female worker is able to perform what she can do as much
as she wants in her work life.

In April 2021, the current Action Plans were formulated in accordance with the Act
on Advancement of Measures to Support Raising Next-Generation Children and the
Act on Promotion of Female Participation. Since the Action Plans will expire at the end
of March 2026, we formulate “Action Plans for USFJ Employees to Support Raising
Next-Generation Children/Promotion of Female Participation and Career Advancement
in the Workplace” as follows:

Ministry of Defense
US Forces, Japan

1 Planning Period
1 April 2026 through 31 March 2031

2 Content

Objective 1: As well as preventing female employees from leaving their job for
marriage, pregnancy, childbirth, parenting, or nursing care, etc. and establishing
retention of the employees, promote male employees to take part in parenting,
and so on.

(Main Measure) Continue to make efforts to promote a broad understanding of the
system to support employees in balancing work and family life including by updating
and distributing a booklet that clearly summarizes the key points of each system.
Continuously collect and analyze the relevant data such as annual leave usage rates
and identify necessary points for improvement based on the results to increase the
rates in subsequent years.



Objective 2: Encourage the usage of spouse's childbirth leave.

(Main Measure) Continue to promote understanding of the system to support
employees in balancing work and family life by utilizing the booklet presented in
Objective 1 and through other related efforts to ensure that the spouse’ s childbirth
leave is available and through other related efforts.

Objective 3: Maintain a childcare leave usage rate of 50% or more for male
employees and 100% for female employees.

(Main Measure) Continue to promote understanding of the system to support
employees in balancing work and family life by utilizing the booklet presented in
Objective 1 and through other related efforts to ensure that the childcare leave is
available to both male and female employees.

Objective 4: Set the continuous employment rate at 100% for female
employees who have given birth through their child's first birthday.

(Main Measure) Continue to promote understanding of the system to support
employees in balancing work and family life by utilizing the booklet presented in
Objective 1 and through other related efforts. Additionally, actively disseminate
information on relevant employment systems to support employees in returning to
work after childcare leave.

Objective 5: Smoothly implement the system of reduced working hours.

(Main Measure) Continue to promote understanding of the system to support
employees in balancing work and family life by utilizing the booklet presented in
Objective 1 and through other related efforts to ensure that the reduced working
hours is available.

Objective 6: Provide information on child-raising support.

(Main Measure) Closely cooperate with Labor Management Organization for USFJ
Employees, Incorporated Administrative Agency (LMO/IAA) to provide more
information on child raising support on LMOQO's website and disseminate the
information.

Objective 7: Thoroughly disseminate the contents of the program of Child
Medical Care Leave and Family Medical Care Leave, and make efforts to
improve the contents of the program.




(Main Measure) Continue to promote understanding of the system to support
employees in balancing work and family life by utilizing the booklet presented in
Objective 1 and through other related efforts to ensure that the Child Medical Care
Leave and Family Medical Care Leave are available, and make an effort to improve
the contents of the system.

Objective 8: Ensure that women account for 40% or more of new hires.

(Main Measure) Feature active participation of female employees across various
job categories and age groups on the LMO's website and a recruitment brochure.
Additionally, consider and implement the measures such as giving the detailed
explanation of the balancing support program at the job fair and other occasions.

Objective 9: Implement the measure for encouraging further annual leave
usage.

(Main Measure) Thoroughly disseminate to promote the annual leave usage.
(For inquiries)

Employment Management Unit, Labor Management Division,
Bureau of Local Cooperation, Ministry of Defense
Tel: 03-3268-3111(ext. 36562)



