
Management Challenges

Challenges on the front lines

Challenges in human resource management

Future leaders to manage Tokyo HQ and group companies
• Initiatives regarding our corporate governance code
• Securing talent who can continue to provide new value for the world
• Developing future leaders regardless of age, gender, and nationality
• Making up for the shortage of next manager candidates (in their late 

30s to early 40s)

Appropriate treatment and advancement of employees who can 
create value and generate profits with an eye to a yearly net profit 
of 100 billion yen
• Appropriate treatment and further improvement of the capabilities 

of those in management positions
• Fostering employees who can actualize new ideas

Improving the mental and physical health of employees, controlling 
the risk of loss of talent
• Promoting the Sojitz Group health management policy Earning 

certifications and commendations

Organizational relationships
• Improvement initiatives based on employee surveys
• Increase cross-organizational communication

Promoting business optimization
• Improving meeting efficiency
• Raising organizational efficiency to avoid overlapping tasks within 

the company
• Choosing IT tools/methods for effective knowledge-sharing

Continuing our culture of taking on challenges
• Reviewing our evaluation systems to stimulate challenge
• Thoroughly implementing comprehensive evaluations

Improving the career path for administrative employees
• Improving and broadening the career opportunities for 

administrative employees
• Introducing a career system enabling talented and motivated 

employees to progress

Creation of
innovation

Improvement in
productivity

The three pillars of the 
human resource strategy 
in the Medium-Term 
Management Plan 2020
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WHERE WE’RE GOING

Human Resources

Working to Maximize Employee Capabilities

For the Sojitz Group, the value we create is directly tied to 
our greatest asset—our people. The Sojitz Group will 
create new value and businesses amidst the diverse 
people, cultures, and values in the world, and advance our 
activities by developing talent who can create “two types 
of value”—value for society and value for Sojitz. Under 
Medium-term Management Plan 2020, Sojitz is pursuing 
sustainable growth through maintaining current earnings 
foundations, strengthening business functions and 
continuing to invest in further growth.
 Even in a time when it is difficult to make predictions 
for the future, maximizing the potential of each of our 
human resources through a human resource strategy, 
together with strengthening governance and managing 
risks, is essential for us to achieve sustained growth. 
Particularly, we aim to develop people who can respond to 
the rapidly changing business environment with a sense of 
speed, take on challenges without excessive fear of failure, 
and persevere as they overcome difficulties.

Our human resource strategy in MTP 2020 consists of the 
development of future leaders, diversity management, and 

“Generating profits through business while also being able 
to provide value with an understanding of other parties’ 
standpoints”—this is a vital quality for human resources in a 
trading company. It is crucial to have people who possess 
the resourcefulness, abilities, and life experience to balance 
the interests of different parties in a complicated situation, 
and face challenges with determination on the front lines of 
business. In order to cultivate future leaders with such 
attributes, I want to ensure that our employees experience 
diversity in the truest sense while they are young.
 A trading company that is expanding its business 
around the world can provide value to customers only after it 
is able to accept diverse global values. This is because even 
if the other party is of a different culture or has different 
business customs and there are linguistic barriers, gaining an 
understanding of the subtleties of their standpoint and 
feelings is a step forward to promoting business.
 Sojitz has two trainee systems for our young employees 
to enable them to experience such diversity. The first is a 
three-month overseas trainee program, which employees 
participate in within the first five years after they enter the 
Company. The second is a long-term trainee program, which 
sends employees overseas for at least one year. In FY2019, 

Human Resources Composition Simulation 
(Conceptual Image)

Basic approach on human resource strategy

Our human resource strategy in MTP 2020 
and human resource management for our next MTP

Message from the COO for the Human Resources Department, General Affairs & IT Operation Department

we also introduced a system that allows employees to be 
transferred to an operating company outside of their 
affiliated division as a trainee. The company that receives 
them and the incoming trainee intentionally create a situation 
in which they must acknowledge differences between each 
other’s common sense and customs, providing a good 
opportunity to personally experience diversity. Learning from 
the difficulties and failures that they experience in difficult 
situations will lead to subsequent growth. This initiative 
transcends divisions, and in so doing fosters future leaders 
from the perspective of the whole company. I am confident 
that enabling this well-functioning cycle will allow us to foster 
and improve the level of future leaders who possess the 
requisite resourcefulness, abilities, and experience to lead 
Sojitz in the future.
 In addition, we are carrying out the Hassojitz Project 
               as a separate initiative from these systems. This is an 
open-application, cross-organizational project that seeks to 
bring ideas to life. It sees employees from different age 
groups utilize backcasting to create a vision of the future with 
new ideas, providing for the creation of catalysts to broaden 
their outlook as they set higher goals.
 In parallel with these measures, we are focusing our 
attention on creating a talent development system that can 
seamlessly advance the careers of each of our employees. 
Using a system that deliberately has employees experience 
both successes and failures, I want to encourage employee 
motivation and growth by continually providing 
opportunities in which employees can feel as if they have 
truly grown. Additionally, we are trying to gain a better 
picture of ourselves through a variety of data, including 
employee surveys and 360° surveys, to visualize our 
strengths and value. I would like to cultivate skills in our 
employees that will contribute to further innovation from a 
medium- to long-term perspective, through accumulated 
ingenuity based on verified results. By cultivating such skills, 
we will foster future leaders who can create “value for society 
and customers” and “value for Sojitz,” and further expand 
these two types of value.

workstyle reforms. This fiscal year is the final year of the 
Plan, and it is also the period in which we will ensure the 
various offensive and defensive initiatives we have 
implemented over the last two years have spread and taken 
root throughout the whole company. We will also create an 
environment that enables our employees to make even 
greater strides in the next medium-term management plan.
 A specific example of this is the Hassojitz Project, which 
we began as an initiative to develop the people who will be 
responsible for leading our sustainable growth.               This 
project saw several project teams, made up of members 
from different organizations, work towards creating new 
businesses while respecting each other’s approaches, ideas, 
values, and experiences. This multi-stage project is truly the 
embodiment of diversity management. Looking to the 
future, we will encourage changes in personal actions that 
will lead to the creation of “two types of value,” and in so 
doing will continue to focus on developing our human 
resources—namely, “Sojitz people” who can exercise their 
capabilities in practical business settings. 
 As we create opportunities for each of our employees 
to take on challenges that go beyond their previous work 
and increase the productivity of our organizations through 
diverse workstyles, we will continue to pursue challenges 
for further Sojitz Group growth. 
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Human Resource Strategy in the Medium-Term Management Plan 2020

We will accelerate innovation 
on the front lines through a 
true experience of diversity

Toshiaki Kasai
COO, Human Resources Department, 
General Affairs & IT Operation Department
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With all our employees excelling with their individual strengths, we will achieve 
“New way, New value” through engaging with new ideas and challenges.Diversity Management

We are taking on the challenge of achieving business growth by having young 
and energetic employees gain experience in our operating companies.

Development of Future Leaders

Aiming to strengthen our earnings capacity and create a flexible workplace 
environment where diverse human resources can perform to the best of their 
capabilities while maintaining a healthy mind and body.Work Style Reforms

WHERE WE’RE GOING

Each of our employees has diverse values, and we are 
making use of their strengths as we focus our efforts on 
creating an environment in which employees can take on 
challenges based on new ideas, enabling us to continue 
demonstrating our competitiveness. We have set up a 
specialized Diversity Management Section within the 
Corporate Sustainability Office, and the progress of 
initiatives are periodically reported to the Management 
Committee and the Board of Directors.

We are focusing on implementing the Sojitz Commitment to 
IkuBoss, which seeks to support growth by understanding 
the diverse values and strengths of our fellow employees. All 
of our general managers have undergone related training. 
The number of men taking childcare leave has also 
increased, and there are cases in which male employees 
taking childcare leave has led to a change in the way 
managers think, while simultaneously giving their employees 
a better sense of belonging within the organization.
 In terms of promoting the success of women in the 

Approach to diversity management

Promoting diversity management

workplace, we have set the goals of (1) keeping the 
percentage of new female college graduates hired for 
career-track positions at 30% (achieved), and (2) increasing 
the number of female managers to 54 by March 2021 (46 as 
of end of March 2020). In the past three years, three women 
have been promoted to general manager positions, and two 
of these women also play active roles as Outside Directors and 
Audit & Supervisory Board Members for Group companies. 
We offer a coaching training program so that female 
managerial candidates can improve their skills for managing 
organizations. We have also introduced a system (subsidized 
childcare) that offers assistance to women returning to work 
after giving birth.  This system aims to support the wishes and 
careers of employees returning after childcare leave. There 
are examples of employees who have made use of this 
system and have been promoted to management.
 These initiatives have been recognized, and we have 
been selected as a Nadeshiko 
Brand company for the fourth 
year running, and as a constituent 
of the MSCI Japan Empowering 
Women Index “WIN.”

We believe that the physical and mental health of our 
employees and their families is important to maintaining 
high levels of motivation for work. In FY2019, we achieved 
100% of our employees having heath checks to encourage 
the prevention and early detection of disease for the 
second year running, and were once again recognized as a 
Certified Health & Productivity Management Organization 
(White 500), a commendation for companies that practice 
excellent health management. From now on, we will 
continue to enhance systems that offer support from both a 
physical and mental health perspective.

We are introducing a superflex system, which removes core 
time and enables employees to choose their working hours 
at their place of work according to the working style of their 
division, such as those which do business with regions in 
different time zones. On top of this, we have made use of 
the teleworking system that we introduced in January 2020, 
creating a system in which employees working 

To maintain and promote employee health

Responding quickly to the COVID-19 crisis 
through the workstyle reform policies that 
we have implemented

autonomously can flexibly choose where they work. Making 
use of these initiatives, we swiftly encouraged staggered 
working hours and teleworking from February as measures 
against COVID-19. When the state of emergency was 
announced, we shifted to a policy of telework for all head 
office employees in an effort to avoid the risk of infection 
among employees and continue our business. In spite of 
the challenges posed to usual forms of communication 
under these circumstances, we will seek new workstyles 
unique to Sojitz to overcome the COVID-19 crisis, 
combining direct communication settings and virtual 
communication settings in a well-balanced fashion.

To expand our business, which is made up of over 400　
Group companies around the world, we face the critical 
issue of continuously and systematically fostering future 
leaders who can manage the operating companies in 

Actions to improve business management capabilities

Contributing to Turkey’s medical infrastructure
Sojitz has established the Basaksehir Çam & Sakura City Hospital, a public-private partnership hospital 
management project in Istanbul, Turkey. As COO, I work in all aspects of front-line business management to 
establish this hospital project . In order to respond to the spread of COVID-19, the hospital was opened in May 
at the request of the Turkish government. We overcame a proliferation of challenges, including the restrictions 
on going out, and I am happy that we were able to move from construction of the facilities to operation in a 
short period of time. Seeing  the local people benefit from this hospital, I feel that we are contributing to Turkish 
society. The strong foundation of this Japanese-Turkish partnership project has been established over 25 years, 
and our local partners and the Sojitz team will continue to work together to make these bonds even stronger.

Talent development by the Machinery & Medical Infrastructure Division

which we have invested and steadily accumulate 
earnings. To this end, we provide opportunities for 
highly motivated and competent employees, regardless 
of age, to gain early experience in business 
management and decision-making in difficult situations.

We have added a higher-level challenge to our current 
overseas trainee system to further accelerate the training of 
future leaders. Until now, we have sent young and 
mid-career employees to overseas subsidiaries and 
operating companies belonging to the employee’s division. 
The goal is for these employees to gain wide-ranging 
knowledge and form personal connections through 

A long-term trainee system that transcends the 
boundaries between divisions

off-the-job training, which includes participation in university 
and language training, in addition to the on-the-job training 
carried out during their regular work. From FY2019, we have 
added to this, and created a new system through which 
employees are sent to companies that are not under the 
purview of their division. These trainees carry out assistant 
duties for management ranks in the company to which they 
have been sent, which will promote early training for 
management level candidates across the whole company.

This is a valuable opportunity to experience a 
foreign culture and the values and business 
trends unique to this area. I will learn about 
Peru as a trading company person whose role 
is to connect the world, and do my best to 
open channels for trade.

 Example of an overseas long-term trainee

I will be sent from our head office 
to Peru as a long-term trainee. Making practical use 

of the telework system

I’m now able to apply my 
commuting time to housework 
and reading, and I’ve become far 
more aware of how to effectively 
allocate my limited time.

Trainee

Trainer

I will be accepting our first trainee at Sojitz 
Corporation of America’s Lima Office

Sent to

Gives guidance to

I want this trainee to greatly broaden his horizons, 
gain confidence, and expand his expertise based on 
his experiences in Peru. I also expect that sending a 
trainee here will serve as a catalyst for building 
connections between Peru and Sojitz’s head office.

Human Resources

Shohei Goda
Medical Infrastructure Department, Machinery & Medical Infrastructure Division

Dongil Kim
Trade Management Section, Risk Management Planning Department

Samir Chara
Sojitz Corporation of 
America, Lima  Office

Yukiko Matsuoka
Section Manager, Group and Overseas

 Office, Corporate Planning Department 
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