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In October 2015, we established the Showa Shell Womenʼs 
Network as an organization to advance the priority action plans, 
and we have begun implementing various initiatives to promote 
the further empowerment of women. In addition, in the activities in 
2017 (which is the third year of implementation of the program), 
we have worked to cultivate a Diversity and Inclusiveness (D&I) 
culture among all employees, and we have also launched the 

Takumi (Master Craftsman) Network aimed at promoting active 
participation of senior employees and helping senior employees to 
pass their knowledge and skills on to the next generation. Starting 
from 2018, we are implementing activities aimed at achieving 
synergistic effects through coordination and collaboration between 
networking activities and company policies.

Phase 1 
Activities

Survey of all female 
employees 

Oct. 2014

Workshop Between 
Female Employees 

and Executives
May 2015

Formulation of 
priority action plans

June 2015

Promotion of 
active female 
participation

D&I

Takumi Network

Phase 4 
Activities 

May 2018 – Mar. 2019 (Scheduled)

Promoting further growth and active 
participation for female employees 
(1) Creating autonomous mindsets and Networks in 

female employees
(2) Promoting superiors’ behavior modification 

(mindsets, understanding behaviors, etc.)
(3) Further expanding network activities (involving 

branches and affiliate companies)

“From Understanding to Action!” 
Every employee needs to realize how 
leveraging diversity leads to innovation
(1) Promotion of the creation, by executive officers and 

managers, of workplace environments that help to foster a 
feeling of safety and peace of mind in the workplace, while 
also encouraging employees to challenge themselves.

(2) Promotion of workstyle reforms for leveraging diversity
(3) Further expanding network activities (involving branches 

and affiliate companies)

Phase 3
Activities

Feb.–Dec. 2017

-Create among all 
employees mindsets and 
foster a workplace 
culture for the 
understanding and 
inculcation of D&I

-Make proposals to the 
Company

Passing seniors’ knowledge and 
skills to the next generation
Promoting seniors’ active 
participant

Phase 2 
Activities

Feb.–Sep. 2016Oct.–Dec. 2015

-Promoting women 
in management 
positions

-Promoting female 
employees

-Promoting women 
in management 
positions

-Promoting female 
employees

-Create mindsets of active 
female participation, 
create networks, and 
foster a workplace culture

-Make proposals to the 
Company

-Promoting the 
understanding of 
among surrounding 
people

Women in 
management 

positions: 
9

Women in 
management 
positions and 

female employees: 
24

Men and women in 
management positions/ 

male and female employees: 
22 

Senior employees: 
20

Establishment of 
the Showa Shell 

Womenʼs Network

Womenʼs 
Network Team

Team for cultivating 
a D&I culture

D&I-themed posters for 
cultivating a D&I culture

CULTIVATING A CORPORATE CULTURE THOROUGH 
CROSS-DIVISIONAL NETWORKS
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FY2017 Activities
Name Targets Venue Overview Participants, etc.

Cultivation of 
a D&I culture

D&I briefing session General employees, 
managers and executives

Head office (individual 
divisions, etc.), 
branches, affiliate 
companies and others

Deepening understanding of 
D&I

More than 400 participants 
(including employees from other 
companies, GS Caltex, and state-
owned Middle East oil companies) 

D&I lecture General employees Head Office Understanding and accepting 
D&I

Development of web-based 
tools to experience D&I

General employees, 
managers and executives Nationwide

Providing contents aimed 
at understanding and 
experiencing D&I on the web 
site

Participation rate: 93.3%

Development of D&I Posters 
and Screensavers

General employees, 
managers and executives Nationwide Internal enlightenment of D&I 

activities
Posters were displayed at 34 
divisions / 24 sites

Womenʼs 
Network Career Management Training Managers with female 

subordinates Head office Standardization and 
improvement of interview skills 26 participants

Takumi Network activity teams

Team A:  Promoting the passing down of 
knowledge and skills at each workplace 
through the visualization of know-how

Team B:  Promoting the passing down of 
knowledge and skills on a company-
wide basis by using systems 

Team C:  Earning pro-coach certifications as 
well as planning and promoting the 
internal coaching system

With an aim to create an environment where diverse people 
from different backgrounds can perform at their absolute best 
and contribute to a team, we launched the Workstyle Reform 
Project composed of our executive officer for human resource, 
general manager, managers, and general employees of Human 
Resource Division. Through this project, we have begun tackling 
the following three themes.
◦  Discussion of measures related to productivity, working hours 

management and paid leave, etc.
◦  Discussion of expanding telecommuting and satellite offices
◦   Discussion of measures for individuals on childcare leave

As part of this project, we implemented an innovation/productivity 
questionnaire targeting every employee aimed at ascertaining the situa-
tion in each division in order to promote initiatives aimed at increasing 

the organizationʼs powers to enhance innovation and productivity. 
Based on the results of this questionnaire, we are developing measures 
to increase the organizationʼs productivity. Further, regarding the 
management of working hours, we implemented a new system that 
displays employees PC logs (the time they logged on and logged off) 
in their attendance sheets. This system makes it possible to confirm and 
appropriately manage working hours based on objective records; this 
system can also be utilized in initiatives aimed at raising productivity by 
increasing employee awareness of working hours requirements.

DESIGNING SYSTEMS THAT FACILITATE 
WORKSTYLE REFORM

Average Overtime Work 
per Employee

12.0 hours/month

Average Usage Rate of 
Paid Leave

70.7%

*  Non-consolidated basis

*  Direct and part-time/temporary employees (re-employment only), excluding 
managers

■  Initiatives to support work-life balance

In order to realize a workplace environment where every employee 
can perform to the best of their ability, We have not only put in 
place childcare and nursing care systems that exceed statutory 
requirements, but also strive to foster workplace environments that 
encourage employees to take advantage of these systems. As part 
of our Work Style Reform Project, we provide support to employees 
who utilize the childcare leave in order to create a workplace 
environment that is conducive to their continued employment and 
success. These services include workshops for people returning to 
work and their superiors, “returning to the workplace” seminars and 
Iku-boss (superiors caring for children) seminars aimed at people 
who are about the return to work, or who have recently returned 
to work, and seminars for superiors. We have also improved the 
various systems that are available to all employees and we are 
proactively working to improve work-life balance.

Since 2005, we have created the General Employer Action Plan 
and have been working on measures to support working parents. 
Based on the Sixth General Employer Action Plan, we are striving to 
improve employment environments and working conditions and to 
achieve measures to support raising the next generation of children. 

Work-Life Balance Support Systems and Usage 
Numbers (Non-Consolidated Basis)  (Unit: Person(s))

2015 2016 2017

Childcare leave 40  （2） 52  （2） 43  （4）

Nursing care leave 1  （1） 0  （0） 1  （1）

Shortened working hours 19  （1） 27  （1） 32  （0）

Leave to care for a sick child 35（16） 61（26） 82（32）

Family care leave of absence 13  （8） 9  （6） 16（10）

Telecommuting 5  （0） 15  （1） 24  （1）

Self-development leave of absence 4  （1） 3  （1） 2  （0）

* Figures in parentheses indicate the number of men.
*  The systems are only available to direct and part-time/temporary employees 

(re-employment only).
* Some of the past actual values have been revised.

Childcare Leave Seminar Iku-boss Seminar

（1）  Establishment of workplace environments that support child-rearing 
and caregiving
◦ April 2017  Promotion of the involvement of male employees in 

child-rearing
◦ May 2017  Improvement of support systems for employees taking 

child and family care leave
◦ Once yearly  Increasing seminars of caregiving
◦  Occasionally  Promotion of understanding of support systems for 

balancing work and family care

（2）  Establishment of working conditions in line with reviews of working 
styles for all employees
◦ Occasionally Provision of working hour management
◦ June 2017 Initiative to eliminate inequitable overtime distribution
◦ June 2017 Initiative to streamline operations
◦ Occasionally Examination of systems to promote workstyle reform
◦ Occasionally Promotion of use of yearly paid vacations
◦ September 2017  Examination of expanding telecommuting systems

（3）  Other measures to support raising the next generation of children
◦ Held Annually Environmental photo contest
◦ Offered Annually Internships for university students
◦ Presented Annually Shell Art Award Presented annually
◦ Conducted Annually Energy education program for children

6th General Employer Action Plan Based on the Act on Advancement of Measures to Support Raising Next-Generation Children (Apr. 2017–Mar. 2020)
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Details of System that Promote Work-life Balance
All Employees

Annual Paid Vacation Employees are awarded paid vacation every year, based on their length of service (max. 21days/year). Paid vacation 
can be taken in half-day increments. 

Carry over Annual Paid of Vacation Employees can carry over the unused portion of their annual paid vacation to the following year (max. 31 days/year). 

Flextime Employees are allowed to flexibly determine the number of hours they will work each day.

Telecommuting (Available to all employees)
*Newly added in June 2018

Employees can work at home one day per week.

Self-development leave of absence Employees can take a maximum of two years off to develop their professional skills.

Community service leave of absence Employees can take a maximum of two years off to engage in volunteer activities.

Community service leave Employees can take special paid leave to engage in volunteer activities (max. 3 days/year separately from annual paid 
vacation).

Lay judge and prosecution councilor leave Employees are given as many days of paid leave as necessary to perform lay judge or prosecution councilor duties  
separately from annual paid vacation.

Employees Giving Birth or Caring for Children

Maternity Leave (Female Employees) Employees can take special leave to give birth starting six weeks prior to their due date (14 weeks in the case of multiple 
births) and continuing until eight weeks after delivery.

Paternity leave (Male Employees) Employees can take five days of special paid leave when their spouse gives birth.

Childcare Leave Employees can take childcare leave until their childʼs second birthday regardless of gender.

Childcare Time (Female Employees) Female employees can take one hour off per day (until their childʼs first birthday).The leave can be taken in half-hour 
increments.

Leave to Care for a Sick Child Employees can take 10 days per year of special paid leave to care for a sick child (until the child starts 3rd grade). The leave 
can be taken in full-day, half-day, or one-hour increments.

Employees Caring for Family Members

Family care leave of absence Employees can take leave for a maximum of 365 days per family member requiring care (can be taken in separate 
blocks of time).

Family care leave Employees can take 10 days per year of special paid leave to care for a family member. The leave can be taken in 
full-day, half-day, or one-hour increments.

Employees Caring for Children or Family Members

Shortened-work Hours Employees can shorten their daily work hours by a maximum of two hours per day in half-hour increments. (Child 
care: until their child starts 3rd grade. Family care: for a maximum of three years) 

Telecommuting Employees can work at their home for up to two days per week. (Child care: until their child starts 3rd grade. Family 
care: until the need for family care no longer exists) 

Exemption from Overtime Work Employees can be exempted from overtime work. (Childcare: until their childʼs first birthday. Family care: until the 
need for family care no longer exists). 

Restriction of Overtime and Holiday Work Employee can request to limit their overtime and work to 24 hours per month or 150 hours per year. (Childcare: until 
their child enters elementary school. Family care: until the need for family care no longer exists).

Exemption from Night Work Employees can be exempted from night work. (Childcare: until the child enters elementary school. Family care: until 
the need for family care no longer exists.).

External Evaluations (Related to the Social Factor)

Highest Grade Eruboshi Certification, Based on the Act of Promotion of Women’s Participation and Advancement in the Workplace
Eruboshi is part of a system which the Minister of Health, Labour and Welfare grants certification to corporations that show outstanding 
achievement of initiatives in establishing and reporting action plans related to the promotion of female participation in the workplace. There are 
five evaluation categories: recruitment, long-term employment, occupation details (working hours, etc.), percentage of women in management 
positions, and variety of career options. There are three grades of certification based on achievement of plan. As we satisfies all five criteria, we 
were awarded the highest of the three grades in 2016.

Kurumin Certification Mark for Childcare Support Companies
Kurumin is a certification mark made available to companies that take active steps to support childcare by the Ministry of Health, Labour and 
Welfare. Companies may use it if they receive certification for meeting fixed standards for the establishment of the General Employer Action Plan 
based on the Act on Advancement of Measures to Support Raising Next-Generation Children, which the certification is built on. Showa Shell has 
been obtaining the mark since 2007.

Tomonin Mark for Promoting the Establishment of Workplace Environments that Balance Work and Family Care
The Tomonin Mark was created by the Ministry of Health, Labour and Welfare as a way for companies to display participation in initiatives 
to promote the establishment of workplace environments that balance work and family care. We have been taking steps to build such working 
environment, and have registered these initiatives with and announced them to the Work-Family Life Balance Support Square project commissioned 
by the Ministry. These actions have earned Showa Shell the Tomonin Mark.

Award in the “Philosophy Sharing” Section of the 3rd White Company Awards 
The White Company Awards are annual awards that provide recognition for “white” companies that provide a working environment that takes 
employeesʼ work-life balance and employee diversity into account; the Awards are aimed at promoting the sustaining of great companies for the 
benefit of the next generation, and at helping exemplary organizations to achieve greater recognition. Showa Shell was recognized for the fact 
that we “create concrete and actionable business plans centered on the companyʼs management philosophy and apply these plans in the concrete 
measures that drive the company.”

Certification as a “White 500” Company under the Certified Health and Productivity Management Organizations Recognition Program
The “White 500” Company Certified Health and Productivity Management Organizations Recognition Program is a system established to certify 
companies that conduct strategic initiatives aimed at managing their employeesʼ health from a management perspective. Based on the recognition 
that promoting the health of our employees is essential for the sustainable growth of Showa Shell, we have continued to raise individual awareness 
of the importance of health management; we have added certain extra items besides the statutory health check items and cancer screening to 
employeesʼ regular health examinations, and we have encouraged individual employees to seek early treatment for medical issues and to make 
lifestyle improvements. We have been certified as a “White 500” company in recognition of our continuing efforts in this area.

Awarded 3.5 Stars in the 1st NIKKEI Smart Work Survey
The NIKKEI Smart Work survey awards stars to companies that seek to achieve a productivity revolution through workstyle reforms. The selection 
process is conducted using comparative evaluation based on responses to a survey of business enterprises that examines the ability to utilize human 
talent effectively, innovativeness and market development capability, as well as external data and surveys to consumers etc.

HIRING DIVERSE TALENT, INCLUDING 
THE USE OF MID-CAREER RECRUIT

■ Our Stance on Human Rights

Showa Shellʼs Code of Conduct state we should respect 
fundamental human rights. We respect the human rights of our 
employees and of all stakeholders. As part of securing human 
rights, we adhere to international labor standards formulated by 
Universal Declaration of Human Rights, the International Labour 
Organization (ILO), Core Labor Standards, Guiding Principles 
on Business and Human Rights of the United Nations, and other 
international agreements such as those forbidding child labor and 
forced labor. We also promote initiatives to create opportunities 
for fair and impartial treatment, eliminating discrimination on 
many fronts: from hiring, transfers, treatment, and educational 
opportunities to retirement. In regard to recruitment, we strive to 
hire human talent that conforms to the Talent Vision of the ideal 
employeeʼs type that Showa Shell needs without discriminating on 
the basis of nationality, gender, age or disability, in accordance 
with the Policy for Diversity and Inclusiveness (D&I).

■  Reemployment of People Retiring at 
Retirement Age

We have a system for reemploying ambitious and capable 
people aged 60 and over, aimed at promoting their active 
participations by using the knowledge and expertise they have 
accumulated over the course of their careers. As of December 31, 
2017, 5.5% of employees (40 persons) were those who had 
been reemployed.

■ LGBT (Sexual Minority) Initiatives

We have included initiatives for LGBT (Lesbian, Gay, Bisexuial 
and Transgender) individuals as part of our Diversity and Inclusive-
ness (D&I) initiative, aiming to create workplaces that embrace 
all employees. In our new employee training and new manager 
training, we have established sessions of D&I and deepened their 
understanding of the need to eliminate all forms of discrimination. 
This includes not only discrimination towards LGBT individuals, 
but also racial, national origin, gender, and other forms of 
discrimination.

Code of Conduct (Excerpt)

2. Responsibility
The Group recognizes the following responsibilities.

5) Responsibility to society
To conduct business as a responsible member of society, 
to observe laws, to respect fundamental human rights 
and give proper regard to health, safety, security and 
the environment consistent with the aim of contributing to 
sustainable development.

Employment Statistics (Non-Consolidated Basis)
As of December 31, 2017

Number of Employees 722

Number/Percentage of Female Employees 184/25.5%

Number of Managers 200

Number/Percentage of Female Manager 13/6.5%

Average Age 44.6 years old

Average length of employment 20.1 years

*  In principle, this results show the number of employees working in the company 
including part-time/temporary employees and employees on loan from other 
companies, but excluding employees on loan to other companies.

*  Average length of employment excludes employees on loan from other compa-
nies from the calculation.

Hiring Statistics (Non-Consolidated Basis) 　

Number of New Graduates Hired in April 2017 15

Percentage of Women Among New Graduates 
Hired over Past 5 Years 33%

Percentage of Foreigner Among New 
Graduates Hired over past 5 Years 9%

Percentage of New Graduate Retention Rate 
(Average Number of New Employees Between 
2013 and 2015) 

89%

Number of Mid-career Personnel Hired in 2017 17

*Only includes directly-employed hires

■  Employment of Disabled persons

We are actively developing workplace environments in which 
disabled persons can work to their fullest. As a result of efforts to 
promote the employment of disabled persons, as of December 
1, 2017, disabled employees represented 2.3% of employees 
(non-consolidated), which exceeds the statutory employment rate 
(2.0% until March 31, 2018, 2.2% starting April 1, 2018). We 
will not only continue to provide employment opportunities to 
a diverse range of individuals, but also strive to promote active 
participation of disabled persons.

As of December 1, 2017

Percentage of Employees with  
Disabilities 
(Non-Consolidated Basis)

2.3％

*  The percentage of employees of disabled persons includes part-time/temporary 
employees and employees on loan to other companies, but excludes employees 
on loan from other companies from the calculation. The calculation it is based on 
the calculation method of the Ministry of Health, Labour and Welfare.

Initiative for Society


