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Developing and 
supporting our people

During the reporting period Toyota Australia’s workforce 
numbered 1,395 permanent and 323 temporary 
employees. We hired 149 new employees and 
farewelled 229. Further detail on our people numbers 
can be found on p. 71.

Our approach to developing and supporting our 
people is underpinned by our principles of respect for 
people and continuous improvement, and our Hoshin 
objectives of people first and zero harm. 

Employee health, safety and wellbeing
The health, safety and wellbeing of our employees is a 
constant focus for Toyota, and the basis for fostering an 
engaged, enabled, and diverse workforce. 

TMCA sites have an active health and safety committee, 
including qualified health & safety professionals, 
management and other representative employees. Senior 
management are informed on current health and safety 
matters and are issued a monthly safety report. Critical 
health and safety issues are immediately escalated to our 
Risk and Compliance Committee (RCC). 

All incidents that occur to either employees or 
contractors, including those not resulting in injury, must 
be reported as part of our policy and procedure. TMCA 
centralises all incident reports on the National Injury 
Register, which is used to report all injury statistics to 
the RCC. During the reporting period we had 21 lost 
time injuries, and no fatalities or serious injuries to 
employees or contractors. 

Our managers receive health and safety management 
training, focusing on physical and psychological safety. 
Our work sites comply with the National Audit Tool 
(NAT), one of Australia’s most comprehensive safety 
requirements, audited by an external assessor every  
12 months. We are also audited by Victoria’s WorkCover 
Authority every three years. 

In line with our principle of continuous improvement, 
we are currently enhancing:

•  Our monitoring program for the management, 
handling and storage of chemicals and hazardous 
substances

• Contractor management procedures and practices

•  Technological improvements to enhance our safety 
management system

• Targeted strategies to minimise fatigue risk

• Improving physical & mental wellbeing.

During COVID-19, the health and safety of our 
employees has been our top priority. See p. 21 for the 
steps we have taken.

Global health and safety measures 

TMC is currently developing a global occupational 
safety and health management system (OSHMS). Along 
with unique regional requirements, TMC has established 
global requirements based on ISO 45001. Toyota also 
hold an annual global meeting for managers from all 
regions responsible for safety and health, providing 
a platform to share information on best practice and 
measures to address common issues.

Wellbeing

We support the health and wellbeing of our people 
through initiatives such as subsidised health insurance, 
health checks and flu vaccinations, as well as a range 
of programs and events to keep our employees happy 
and healthy at work. Toyota has a long term health & 
wellbeing strategy in place and undertakes an annual 
survey to understand and evaluate the status of its 
employee wellbeing. This keeps our strategy ‘live’ and 
relevant. 

Services offered during the reporting period included:

•  Professional and confidential psychology services, 
delivered by qualified and registered psychologists

•  Nutritional and physical exercise support services 
delivered by appropriately qualified personnel 
(dieticians and exercise physiologists)

•  ‘Mentally healthy workplace’ workshops for managers 

• Facilitated employee conversations for RUOK day 

•  On-site bootcamp, boxfit, yoga, and massage 
initiatives

• September Step Challenge.

A workforce that has the tools and opportunities to embrace their creativity 
and grow their skills will in turn drive innovation for our business. Diversity 
in our people will also foster diverse ways of thinking and enable us 
to connect with our customers in a more meaningful way. We strive to 
embed this way of thinking through our policies and actions and create a 
workplace culture that enables our people to start their own impossible. 
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Employee engagement
An engaged and empowered workforce brings 
innovative thinking and a commitment to quality. Our 
policies, training, and internal initiatives are aligned to 
this aim, providing our employees with opportunities 
to achieve personal fulfilment through their work and 
social contribution. 

We keep our finger on the pulse by conducting an 
annual engagement and enablement survey. During 
the reporting period, our engagement score again 
exceeded the benchmark for global high-performing 
companies. However, our scores declined slightly from 
the previous year, and we did not achieve our target for 
either measure.

Areas of focus to improve our score include more 
consistency across the organisation in flexible working 
arrangements, greater attention to diversity and 
inclusion, better preparing new managers for their role, 
improving communication between departments and 
also improving employee understanding of career paths 
available to them. 

To reward our high performers and those that 
demonstrate behaviours consistent with our cultural 
framework, TMCA employees are remunerated with 
fixed and variable pay components. We also provide 
generous superannuation in excess of legislated 
requirements. Additionally, we provide fringe benefits 
to our employees from our partnerships, such as 
discounted AFL memberships, discounted fuel 

opportunities through our relationship with Caltex, 
or exclusive workout videos prepared for our team by 
the Toyota Ambassador and AFLW star Katie Brennan. 
Our internal system to recognise colleagues’ efforts, 
‘Toyota Legends’, provides a simple and fun way to 
say ‘thanks’ to others for doing a great job and for 
demonstrating behaviours that are aligned to our 
cultural values. 

Diversity and inclusion
Embracing our unique differences in gender, age, 
nationality, disability, sexual orientation and cultural 
beliefs contributes to employee engagement. 
Diversity of thinking enables diversity of solutions, 
which will contribute to our transition, towards a 
mobility company.

Our first diversity and inclusion policy commenced 
in November 2019 and will be reviewed on an 
annual basis. Our approach includes leadership 
training, specific strategies for gender balance, Bring 
Your Kids to Work day, and a disability awareness 
program. This year we held a ‘Champions of Change’ 
disability awareness workshop with Dylan Alcott, a 
wheelchair tennis player. 

TMCA is proud to be an active member of the 
Diversity Council of Australia (DCA), an independent 
not-for-profit peak body that is leading diversity 

and inclusion in the workplace. DCA provide access to 
unique research, events, comprehensive resources and 
unrivalled expertise across the diversity and inclusion 
spectrum. 

Gender balance

Toyota Australia has an important role to play in 
changing the landscape of gender diversity in the 
automotive industry. The current ratio of female 
employees at TMCA is 29%. We have set specific gender 
balance targets for TMCA to achieve 40% overall female 
population by 2025.

A key step towards this is championing flexible working 
arrangements (see further below). We also take 
seriously our role in supporting those who may be 
experiencing family and domestic violence, by offering a 
range of services through our official leave procedure.

Further details on Toyota’s performance and approach 
to gender balance can be found in our report to the 
Workplace Gender Equality Agency. 
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TMCA recognised as ‘Endorsed Employer for 
Women’ by Work180 

Work180 is a global jobs network, that provides 
job applicants with a transparent directory of 
endorsed employers who support diversity, 
inclusion and equality. Work180 assessed 
Toyota’s human resources policies against more 
than 30 strict criteria before recognising us as an 
‘Endorsed Employer for Women’. Our highlighted 
achievements include:

• Flexible work options

• Turnover rate 6.17%

• 14 weeks paid primary carers leave

• Community grants

• Return to work programs

• Wellbeing initiatives/facilities

• Annual Women’s Conference

* excludes contractors/contingent workers

https://data.wgea.gov.au/organisations/2781#improve_gender_content
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Annual Toyota Women’s Conference Australia 

Toyota’s second annual Australia Women’s Conference was held on 3 May 2019. The theme was ‘start your 
impossible’. The event included a range of special guest speakers including the Honourable Julia Gillard.

The conference brought together almost 200 participants from TMCA, Toyota Financial Services, our dealer 
network and international affiliates, and was livestreamed across Australia.

The event created opportunity for thoughtful discussion and networking across the business. 

parental leave options, and no employees left the 
business after returning from parental leave (see p. 71). 

Work conduct

As an employer, we have a duty to protect and support 
our employees. We are confident that all inappropriate 
and work-conduct incidents are managed and reported 
appropriately through our workplace policies.

During the reporting period, TMCA received three 
reports of discrimination. One incident was raised 
anonymously via a complaint hotline, investigated 
internally, found to be unsubstantiated, and no further 
action was taken. The second and third incidents are 
currently the subject of formal proceedings commenced 
in the Victorian Civil and Administrative Tribunal – 
Human Rights Division. 

Employee planning and development
Our industry is changing fast, and we need a team 
equipped with the skills to shape a future of zero-
carbon mobility. We invest in developing our people 
through ongoing training and diverse work experiences.

We offer a range of professional, management, and 
leadership development programs for both individuals 
and teams. These include online courses, face-to-face 
workshops, and publicly available programs across a 
range of topics from Toyota-specific content, to mental 
health awareness for managers, to communication skills 
for graduates. During the reporting period, the average 
hours of official training completed across all roles at 
Toyota Australia was 4.7 hours. 

Work experiences are just as important as training; 
our formal promotion and rotation program provides 
employees with exposure to diverse roles across our 
business, which both develops their skills and builds 
valuable cross-functional expertise.

Toyota is committed to strategically sourcing the 
best talent to meets our changing business needs, 
providing fair and transparent recruitment guidelines, 
and ensuring effective and efficient on-boarding of 
all employees. In January 2020, we developed a talent 
acquisition procedure to support the talent acquisition 
policy launched in January 2019. Every two years, we 

Flexibility

In recent years, we have been supporting our 
employees to work flexibly and have seen the benefits 
for our employees and our business outcomes. Our 
people remain connected through ‘Workstyle’, a long-
term commitment from Toyota to allow our people to 
work where and when it suits them. 

Our flexible working policy was updated in September 
2019, and will be reviewed annually. It outlines formal 
and informal arrangements available to our employees, 
including flexible hours, compressed working week, 
time-in-lieu, working from home, part-time, and job 
sharing. The policy is supported by our formal flexible 

working arrangement procedure, and informal flexible 
working arrangement guidelines. 

These agile working practices and IT systems enabled 
us to respond quickly to the impact of COVID-19 on our 
people and business (see further p. 21). 

Parental leave

We support the journey of all parents at TMCA through 
our gender-neutral parental leave policy. This offers 
leave options for both primary and secondary carers 
and includes measures to ensure the transition back 
to work is a smooth and positive. During the reporting 
period, 27 female and 43 male employees used our 

support the emerging workforce through our graduate 
recruitment program. 

We provide regular performance reviews to support 
our employees’ career journey. During the reporting 
period, 100% of our professional employees and 87% of 
our warehouse employees participated in our annual 
performance review process. 

This year, we ran a ‘360’ degree feedback process for 
our top two levels of management, compiling multiple 
perspectives from managers, direct reports and peers, 
for development purposes. Pilot programs to date have 
been favourable and a reflection was conducted in 
August 2020. 

TMCA’s intra company transfer (ICT) program enables 
our staff to obtain skills, training and development 
opportunities at other Toyota affiliate companies 
overseas. In the reporting period, 19 staff members 
participated in the ICT program. 

Labour relations
We acknowledge that collective bargaining has an 
important role in the fair management of relationships 
between businesses and employees. Currently 26% of 
our employees are covered by Toyota Australia’s 2018 
Workplace Agreement (WPA), which provides a clear 
process for any significant operational change and a 
maximum 10-week consultation period.

TMCA also has a redundancy (non-award employee) 
procedure that sets out the processes and entitlements 
applicable when an employee’s position is no longer 
required by TMCA. This procedure ensures that 
both Toyota and employees are provided with clear 
guidance and an understanding of employee rights and 
entitlements in the instance of a redundancy. 

During the reporting period, professional outplacement 
services were provided to a limited number of 
employees facing job loss. The DRIVE program, 
originally created to support employees affected by 
our transition away from manufacturing in Australia, 
is currently being re-developed to assist current 
employees with career management and to help with 
potential future skill shortages.




