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The people who implement our management strategies are 
our most important managerial resource. In order that we can 
continue to respond to the demands of society as an integrated 
energy company in order to support every employees to perform 
at the best of their abilities, and to realize high organizational 
effectiveness, we established a number of work-life balance 
support measures, including childcare leave, ahead of the enact-
ment of the Child Care and Family Care Leave Law in 1991. In 
2002, we established the “Policy for Diversity (Later the “Diversity 
and Inclusiveness,” hereinafter “D&I”)*” and the “Policy for Work-
Life Balance” and began a number of new initiatives aimed at 
implementing on these policies.

Starting in 2017, we made the promotion of D&I as a part 
of our management strategy and began working to develop 
consistent HR policies.

We are currently engaged in initiatives aimed at creating new 
value by bringing out the abilities of each and every employee, 
pursuing new ways of working that leverage the diversity of our 
company, and changing our organizational culture for the better.

*  See the Policy for Diversity and Inclusiveness and the Policy for Work-Life Balance 
on our website. 
http://www.showa-shell.co.jp/english/profile/mp-index.html

1. Plan timeframe: April 1, 2016–March 31, 2020 (four years)
2. Our issue: The proportion of women in management positions is low
3. Target: More than double the number of female managers from that of 2015 (more than 26)
4. Our initiatives and timing of implementation:

(1)  Cultivating female employees
◦ From April 2014: Introduce training to foster the next generation 

of leaders and spur the further growth of female employees by 
encouraging their active participation in the workplace (ongoing)

◦ From May 2015: Established a program that offers the opportunity 
for active participation in training for employees who are having 
to balance work and child-rearing responsibilities (ongoing)

(2)  Nurturing a forward-thinking mindset in female employees
◦ From October 2015: Hold gatherings (group discussions and 

lunch meetings) for female employees and potential role models, 
work to raise career-mindedness, and strengthen female employee 
networks (ongoing)

◦ From November 2015: Hold lectures by internal and external 
executives and work to broaden the horizons and perspectives of 
female employees (ongoing)

(3)  Examining flexible working styles
◦ From June 2016: Work to expand systems to support balancing 

both work and family care so that employees, regardless of their 
gender, can actively participate in the workplace

(4)   Cultivating a work climate that encourages active  
participation

◦  From December 2015: Continuously conduct activities (lectures, 
training, etc.) aimed at those in management positions to raise 
awareness of issues related to the participation of women in the 
workplace (ongoing)

◦ From February 2016: Continuously deliver messages on diversity 
management from top executives and deepen understanding of 
the importance of diversity in all employees (ongoing)
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REBUILDING AND STRENGTHENING OF 
THE EMPLOYEE EDUCATION SYSTEM

Showa Shell established the Talent Vision in 2011, which defines 
the type of human resources needed by Showa Shell, and we are 
constantly working to strengthen human resources in accordance 
with this vision (see the upper-right figure). Specifically, we 
have restructured our employee education systems and revised 
employee evaluation frameworks. The three pillars of the Talent 
Vision are Initiative, Outward, and Team Spirit. These are the 
characteristics we expect our employees to share, regardless of 
their age, qualifications, or position. Aiming to cultivate the type of 
employees described by the Talent Vision, we have developed the 
education system based on the following three development areas: 

OUR STANCE ON THE PROMOTION OF D&I 
Talent Vision

We will maintain awareness of the events and 
changes taking place around us and recognize the 
need for us to respond proactively to them; we will 
adopt a self-directed approach to setting ourselves 
challenges, and we will strive for ever higher levels 
of achievement when taking action.

We will respect the importance of 
teamwork and strive to contribute to 
the team, recognizing that the 
power of a team is more than the 
sum total of the power of its 
individual members, and aiming to 
achieve personal growth as part of 
the team.

We will constantly maintain 
a stance that is focused on 
customers’ needs, while 
working to expand our 
outward-oriented 
perspective, and redoubling 
our innovation efforts, as the 
basis for action.
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Diagram of Talent Vision and Our Education System
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In 2017, the training expenditure per employee was 275 
thousand yen. This was an increase over 2016, reflecting the 
introduction of new training sessions and lectures on D&I, and 
improvements to our educational programs including our short-term 
study abroad program in the Philippines for global talent cultivation. 

■ Providing D&I Trainings

We conduct D&I training for all employees, up to and including 
executive officers, to imbue vitality, which is one of the five 
corporate principles within our Group Management Philosophy. 
By remaining aware of the intersection between various types 
of training and actual operations, we seek to foster an accurate 

understanding of D&I promotion activities as we endeavor to en-
hance inclusion and innovation capability within an organization 
that leverages D&I.

Training Programs Conducted as Part of HR Policy
Name Targets Venue Overview Participants

D&I 
Training

Executives Head Office Sharing frameworks and process 
necessary to create innovation

Approx. 300 
participants Managers / 

General employees
Head Office / 
Business sites

Understanding D&I and improving 
mindset and skills to enhance integration 
and innovation

PROMOTING THE ACTIVE ROLE OF 
FEMALE AND SENIORS EMPLOYEES

We are continuing to implement D&I measures and measures 
to support the maintenance of work-life balance, as we strive to 
create an environment which makes it easier for women to work 
and to maximize their potential. In March 2016, we developed 
the General Employer Action Plan based on the Act on Promotion 
of Womenʼs Participation and Advancement in the Workplace 
and have begun initiatives to implement the said plan.

These initiatives received recognition in the awarding to Showa 
Shell of the highest level of Eruboshi certification (for companies 
that actively promote the advancement of women in the 
workplace). Currently, we have set a goal to double the number 
of female managers by 2020 (compared to 2015 numbers) and 
we are conducting new initiatives to achieve that goal.

General Employer Action Plan based on the Act on Promotion of Womenʼs Participation and Advancement in the Workplace

Training Expenditure per Employee 
(Non-Consolidated Basis)

Development of Competency and Way of Thinking, Development 
of Professional Talent, and Improvement of Adaptability to a Global 
Business Environment. Further, starting in 2018 we defined the 
abilities that we seek from the world-class human resources we 
need (both in and outside Japan) in order to realize our mid-term 
business strategy as “a high level of specialist expertise” “strong 
language abilities and managerial knowledge,” “the ability to foster 
inclusion, innovation capability, and leadership,” and “the ability to 
put the Group Management Philosophy into practice and to follow 
HSSE and Compliance.” At the same time, we are endeavoring to 
create new educational programs while expanding existing ones 
in order to further promote D&I and realize our mid-term business 
strategy.

In addition, we have implemented a range of measures aimed at 
further supporting our employeesʼ increasingly diverse career needs. 
In order to allow each employee to take the initiative to develop their 
own abilities and make their own career plans, we have introduced 
Job Descriptions that describe the mission of each division or business 
site, the nature of each job, and the abilities they demand; these 
Job Descriptions are freely available to all employees. We have also 
improved our employee self-certification forms to enable employees 
to conduct systematic and multifaceted reviews of their career plans. 
These updated forms are used during performance review interviews 
conducted by employeesʼ supervisors.

D&I training

Initiative for Society


