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 The sustainable growth of the Sojitz Group depends on 

having a deep pool of talent to create, maintain and develop 

foundations for generating stable earnings.

 We define global management talent as people who can 

create value and generate profits in the global business 

arena by thinking and acting on their own initiative and 

persevering until successful. We recruit and develop people 

who have the qualities necessary for the global management 

talent we seek, assign the right people to the right positions 

so they can maximize their potential, and promote their 

success with various human resource programs.

 

Three Key Themes for Human Resources 
in Medium-term Management Plan 2017

Cultivation of human resources for new 

business areas

 For the Sojitz Group to continue to grow in a rapidly 

changing operating environment, it is essential that every 

Group employee takes the initiative in identifying issues and 

making day-to-day improvements to their work by applying 

new functions and creativity without clinging to conventional 

ideas. To that end, we will continue working on initiatives 

that promote an improvement-minded approach, and will 

continuously and systematically cultivate management 

personnel for new business areas, encouraging them to 

gain broad business experience and apply their skills in 

their areas of expertise (see page 42).

Responding to globalization by fully utilizing 

human resources from various backgrounds

 Developing strong human resources is vital for 

competing successfully in a rapidly globalizing business 

environment, and we will continue to promote global 

competence among our employees. We also intend to 

bolster local staff overseas and further promote diversity so 

that all employees can exercise their unique capabilities in 

their workplaces.

Fostering a corporate culture to realize Sojitz’s unique 

strengths and identity based on trust and speed

 The Sojitz Guiding Principles were formulated in 2014, 

and to instill those principles in members of the Sojitz 

Group, we have made focused efforts to build understanding 

and acceptance among employees, mainly through training. 

In addition, we have deployed a range of initiatives to foster 

a corporate culture in which the Sojitz Guiding Principles 

and the Sojitz Group Slogan – and therefore the Sojitz Group 

Statement – are reflected in employees’ day-to-day activities. 

Promoting Diversity in the Workforce

They say that trading companies are all about their people, and it is people at the core of the 

Sojitz Group’s value creation model. We will continue our efforts to make the Sojitz Group a 

rewarding and fulfi lling place to work regardless of characteristics such as race, nationality, 

gender or age.

Global Recruitment

 As part of our global recruitment efforts, we have a 

hiring pipeline whereby non-Japanese staff for head office 

positions. We started by recruiting foreign graduates of 

Japanese universities and alumni of the Japan Exchange 

and Teaching (JET) Programme, and have since expanded 

recruitment targets to graduates of overseas universities, 

regardless of Japanese ability (see page 43). These 

employees are already playing important roles at Sojitz.

Foreign 
students

JET

Overseas 
universities

Hiring foreign students studying at Japanese universities

Hiring non-Japanese personnel who have come to 
Japan as assistant language teachers, coordinators for 
international relations and sports exchange advisors

Hiring graduates of overseas universities, regardless of 

Japanese ability
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Promoting Advancement of Women in 
the Workforce

 The Sojitz Group promotes diversity among its human 

resources to continuously create new value and prosperity.

As part of those efforts, we have established various 

systems to promote female engagement, created an office 

environment that promote the advancement of women in the 

workforce, and are striving to reform the mindset of employees.

Support to Facilitate Working While 

Raising Children

 We have introduced and are upgrading 

various support systems to allow employees 

to concurrently work, raise children and 

provide nursing care to family members.

 In 2016, we began providing assistance 

to employees who use daycare services near their workplaces. 

Due to a lack of daycare openings, some employees had 

trouble returning to the office after childcare leave. This 

assistance helps those employees return to work earlier.

Selected as a “Nadeshiko Brand”

 In March 2017, we were 

selected by the Ministry of 

Economy Trade and Industry 

and the Tokyo Stock 

Exchange as a “Nadeshiko 

Brand 2017” company for our exceptional efforts to promote 

the success of women in the workplace.

 The award recognized our efforts to help female 

employees advance their careers and for our initiatives to 

support work-life balance.

 We are promoting the advancement of women in the workforce with a 

focus on measures to ensure career continuity and advancement.

 There are currently 163 female employees in career-track positions, 

which is 8% of all career-track positions in the Company. Based on Japan’s 

Act on Promotion of Women’s Participation and Advancement in the 

Workplace (enacted in 2016), we have set two targets for 2021: double the 

percentage of new college graduates who are female and hired for career-

track positions to 30%, and double the number of female managers to 54.

 Regarding measures for career continuity, in the year ended March 

31, 2017, the Company began providing babysitter assistance to female 

employees posted overseas and assistance for those in Japan who use 

daycare services near their 

workplaces. There are currently 

13 female employees on overseas 

postings, three of whom are there 

with their families.

 Sojitz is committed to the 

continued development of a 

corporate culture that 

incorporates diverse work styles, 

and promotes understanding.

The assistance provided by the Company 

enabled me to return to work three 

months after giving birth, with no 

delays in my project schedule. I think 

this support program is building a base 

of female employees who can continue 

to be active participants in the office 

during their childrearing years.

Nana Kato
Textile & Apparel 
Business Dept.

Retail & Lifestyle 
Business Division

Corporate Programs 
and Systems

• System for maternity/childcare leave

• System for shorter working hours

• System for reemployment

• System for nursing leave

Creating a Supportive 
Work Environment

• Increase hiring of women

•  Promote understanding among 
managers regarding female 
employees

Raising the Career 
Awareness of Female 

Employees

•  Early opportunities to experience 
expatriate living, language training, etc.

•  Career training and social gatherings 
for female career-track employees

Percentage of New College Graduates Hired for 

Career-Track Positions Who Are Female Number of Female Managers

Norie Eto
Manager

HR Administration & Diversity 
Development Sect.

Human Resources & General 
Affairs Dept.

Sojitz’s Initiatives to Promote the Advancement of Women in the Workforce

“Kurumin” 

mark

13 14 15
(As of April 1 of each year)

16 17

11%
14%

Target: 30%

22%
24%

16%

(Years ended/ending March 31)
14 15 16 17 21

(target)

17 19

54Target: Double

32
27
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 For Sojitz, a corporation which conducts diverse 
businesses through more than 400 Group companies, 
developing human resources who will manage its 
operating companies is an important task. We implement 
a variety of measures to develop employees into senior 
managers and retain them in the long-term, including an 
overseas trainee program, an overseas language training 
program, an MBA study abroad program, a development 
program that gives employees exposure to real 
management settings, and M&A training.
 For example, for the senior management development 
program that started in 2012, employees who show 
promise as future senior managers are selected from a 

Overseas Trainee Program and Overseas 
Language Training Program
 At Sojitz, we have established a system that enables 
young employees to get experience working overseas early 
in their careers, by sending all employees abroad as 
overseas trainees or for overseas language training within 
five years of joining the company. Our goal in providing 
these experiences is to nurture the qualities required to work 
overseas, as well as a global point of view and perspective.
Short-term trainees are sent to overseas operating 
companies or Sojitz’s overseas operating bases for a period 
of one to six months, where they get comprehensive 
on-the-job training and pursue specific topics. Long-term 
trainees are sent for approximately one year to overseas 
regional headquarters or to overseas operating bases and 
operating companies that have environments suitable for 
the purposes of the program. The long-term trainees, in 
addition to receiving on-the-job training through routine 
work at overseas operating bases, are also assigned off-
the-job training as part of their mission. These include work 
on individual issues and research topics given to them upon 
assignment, as well as university classes and language 
training. In this way, the intention is for them not only to gain 
overseas experience, but also to form a network of contacts 
and acquire wide-ranging knowledge that they can draw 
upon in future overseas assignments. 

wide range of departments and sent to Group companies 
that are not directly related to the department they came 
from. Under the guidance of the CEOs and other executives 
at those Group companies, they acquire the practical 
knowledge and mindset needed to manage operating 
companies through on-the-job experience, in a management 
setting. We are already seeing results – in fact, one person 
who participated in this program has been serving as CEO 
of a U.S. chemical subsidiary since October 2016.
 We also introduced M&A training in 2016 to foster 
business investment and business management knowledge, 
and continue to expand systems for developing senior 
managers who will support the Sojitz Group’s future growth.

MBA Study Abroad Program
 The MBA study abroad program is aimed at giving 
employees the opportunity undergo intensive training 
where they will learn advanced, broad-ranging skills that 
are difficult to acquire in on-the-job training alone. The goal 
of the program is to foster human resources who can 
adapt to globalization and the rapidly changing business 
environment worldwide. Young employees and middle 
managers with four to ten years of work experience are 
dispatched to MBA programs in Japan and overseas, 
where they acquire the entrepreneurial spirit and leadership 
skills that will equip them to plan, prepare and execute 
new major businesses for Sojitz. Another objective is to 
foster global leadership by enabling them to gain diverse 
experience together with the next generation of leaders 
from many different countries. Some of those who have 
completed the MBA study abroad program are now 
playing active roles as top management of overseas 
operating companies.

Programs for Developing Future  
Senior Managers

Case 01

 I studied abroad 
from 2008 to 2010 
at the Tuck School 
of Business at 
Dartmouth, where 
I earned my MBA. 
The amount of study 
and communication 
required was 
substantial, but what 
I learned over the 
course of a program 
with a concentration in general management became 
an essential foundation for my roles in two companies 
in the field of power generation with differing scale 
and market position: first as CEO of an IPP company 
that Sojitz acquired in Sri Lanka, and now as CEO of 
a development company in Dubai. 

Ryuji Kikuchi
Managing Director & CEO 

Sojitz Generation DMCC

Sojitz Corporation     Integrated Report 201742



Promoting Diversity in the Workforce

 In Medium-term Management Plan 2017, one of the 

central themes supporting our growth strategy is 

“responding to globalization by fully utilizing human 

resources from various backgrounds.” In line with that 

theme, we have been stepping up our recruitment of 

candidates who will be able to expand our business 

outside of Japan, regardless of nationality or gender. We 

established our overseas new graduate recruitment in 

2012 to act as a pipeline for hiring graduates from 

overseas universities regardless of their Japanese ability. 

We recruit people from various parts of Asia, including 

Singapore, Hong Kong, Thailand and Indonesia, and 

employ them not at overseas bases, but as new graduate 

employees at the head office in Tokyo, where they follow 

the same career path as Japanese employees.

 The key feature of this recruitment pipeline is that 

Japanese ability is not required. The business model of 

Japanese trading companies is changing, and in order 

to expand business internationally, Japanese trading 

companies urgently need to secure human resources who 

can actively generate business in a global environment. 

Their nationality is irrelevant. This is the reason we made a 

point of not requiring Japanese ability. We believe that the 

kind of international candidates who can succeed and play 

an active role at Sojitz are people with potential, adaptability 

and passion, rather than flawless Japanese language ability.

 Employees from overseas universities face three barriers 

before they adjust to working at Sojitz in Japan. The first 

is the language barrier they run into when they enter Japan. 

The second is the cultural barrier they encounter when 

they begin to live in Japan. And the third is the corporate 

culture barrier they face after they are formally assigned to 

a department. At Sojitz, we offer various kinds of support 

to help eliminate these barriers.

 Six years have passed since we began recruiting 

people from overseas universities, and we are beginning 

to see the results. Some of them are taking on active roles 

in business overseas, and they are highly regarded by 

colleagues as “hybrid” employees who bridge the gap 

between Japanese and local staff overseas. At the same 

time, our challenge as a company is to provide an 

environment in which they can succeed, and to continue 

to give them work which challenges their capabilities.

Hiring of Overseas University Graduates 
Regardless of Japanese Ability

 Currently, I am stationed at Sojitz Asia Pte. Ltd. in 

Singapore. As a long-term trainee, I am responsible for the 

operation of commercial facilities in this country. I am also 

involved in new retail investments in the ASEAN region, and 

promote and support various business operations on site. 

Before I joined the company, my impression of Sojitz was 

that unlike other large Japanese companies, it trusted its 

young employees and gave them a large degree of 

responsibility. Now, three years later, that impression has 

not changed. In my first project after being assigned here, I 

believe I was able to make a solid contribution as a 

member of the team. In my first year, I was the contact for 

local customers; in my second year I was sent to customer 

sites and given business management responsibilities. I 

could feel that Sojitz respects the opinions of its young 

employees, and offers an environment where they can take 

on challenges. Getting these challenging opportunities has 

been an invaluable experience in building my career. 

 I hope to demonstrate one of the values embraced at 

Sojitz – “Enhance the differences, challenge the 

impossible.” As one of the global employees hired at the 

head office, I intend to share a deeper understanding of the 

diversity of values with my colleagues through our day-

to-day work so that we can embody our own values as 

we complement each 

other’s strengths. 

Eventually, I want to 

broaden the work 

I do worldwide, 

and contribute to 

developing new 

business opportunities.

Tan Chan Yong 
Investment Management Dept.

Retail & Lifestyle Business Division

Example of Development Plan for New Employees from Overseas Universities

Case 02

Career Support

Periodic interviews with 

human resources staff. 

Continue Japanese 

lessons.

Informal Job Offer

Informal job offer 

6-12 months prior to 

graduation. Start of 

Japanese language 

studies in home country.

Join the Company

Join the Company 

upon graduation (most 

in October). Intensive 

Japanese lessons and 

internship.

Training

Participate in one month 

of orientation training 

starting in April with 

new employees who 

recently graduated from 

Japanese universities.

Assignment

Assigned according 

to strengths or to 

departments that 

are equipped to take 

on non-Japanese 

employees.
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