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Diversity & Inclusion

Promoting Diversity & Inclusion
The Group has various functions and a diverse business 
portfolio. With these as our strengths, we conduct diver-
sity-focused hiring practices and position the development 
of expertise as a central aspect of our HR development. 
As diversity promotion becomes a more widely recog-
nized concept in society, SuMi TRUST Bank established the 
Diversity & Inclusion Office (D&I Office) within the Human 
Resources Department in October 2016 to accelerate the 
efforts to promote diversity and inclusion by correlating 
diversity promotion with a corporate culture that empha-
sizes diversity. The D&I Office comprises specialists from 

the Human Resources Department and members from 
business supervision departments. The office promotes 
diversified work styles for individual employees and imple-
ments measures that raises corporate value in a way that is 
tailored to each business unit’s circumstances.
 In addition, promoting diversity has become a major 
business trend and long-term investors emphasizing ESG 
are taking a greater interest. In response, SuMi TRUST 
Holdings also established the D&I Office within its Human 
Resources Department in October 2017 to promote diver-
sity and inclusion throughout the Group.

1. Diversity & Inclusion Promotion Framework at SuMi TRUST Bank
SuMi TRUST Bank’s initiatives for promoting diversity and 
inclusion focus on the empowerment of women, persons 
with disabilities, and global workforce, enhancement of 

work-life balance, and encouragement of understanding 
human rights and the LGBT community.

Organizational Chart for D&I Promotion at SuMi TRUST Bank

D&I: Diversity & Inclusion

D&I Committee

Check the PDCA cycle for promoting D&I/make recommendations on the improvement of  
operational efficiency and productivity

Employees

Human resources policy & strategy

Instill D&I promotion/foster inclusive climate

E
xternal stakeho

ld
ers

• Release information on D&I 
promotion

• Promote human resources 
measures

• Implement training and seminars

• Understand 
the needs

•Consult

Implement business measures

Business supervision departments

D&I Office
Raise issues such as personnel composition at divisions, promoting participation  

and advancement, and business processes

Human Resources Department 
(Dedicated/concurrent personnel)

Business supervision department 
concurrent personnelPlanning & Preparation

Release 
information

Members:  Officers in charge of Human Resources Department, Corporate Planning De-
partment, and IT & Business Process Planning Department/business supervi-
sion department managers/external experts

• Make recommendations on D&I promotion measures
• Make recommendations on the reforms to work 
styles and business processes

Consider measures for  
business strategies
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2. Initiatives for Promoting Women’s Active Participation and Advancement
As the Group ensures “the right people are placed in the 
right positions based on their capabilities in order that all 
of our employees can realize their full potential,” we pro-
actively place women in managerial positions based on 
their abilities.
 SuMi TRUST Bank has an action plan to “place 300 
female employees in managerial positions at the level of 
section manager or higher” by March 31, 2020. In our aspi-
ration to be “the No. 1 financial group for human resource 
development,” we provide a wide range of trainings and 
positions and offer growth opportunities with an eye 
toward providing women a gateway to management.
 As of September 30, 2018, SuMi TRUST Holdings has 
one female director and SuMi TRUST Bank has two female 
executive officers.

Human Resource Development in consideration of Placing Female Employees in Managerial Positions
Support for Women’s Solid Career Formation
In its proactive efforts to place female employees in mana-
gerial positions at the level of section manager or higher, 
SuMi TRUST Bank conducts training at three stages so that 
female employees can build their own career path and net-
work: before becoming an assistant manager, upon reach-
ing the level of an assistant manager, and before becoming 
a section manager. In fiscal 2017, the Bank revamped the 
training for those about to reach the level of an assistant 
manager. The curriculum was redesigned so that those 
female employees can proactively study through lec-
tures by outside instructors and introduction of success-
ful female employees in senior positions, and aim at the 
human resources with broader perspectives and added 
value by considering current social trends, including the 
various ways of building careers and how one can exhibit 
leadership. We endeavor to stay present to the concerns of 
female employees who are easily affected by the life events 
and provide early opportunities so they can design careers 
as part of their life plans.

Use of Outside Networks and Dialogue with 
Directors and Officers
We send female employees to joint events with other com-
panies and hold training sessions inviting female officers 
from other companies as instructors to provide opportuni-
ties for them to broaden their perspectives through interac-
tion with people from other businesses, as well as to make 

an objective reassessment of their careers. Most of these 
employees are in the A-course, who are never assigned to 
a different workplace accompanied by relocation. Directors 
and officers are also actively involved in the development 
of female employees. We held seminars where female 
employees was able to speak directly with officers to learn 
management view-points and what is expected of female 
employees, as well as lectures as part of the program at joint 
events, etc. In addition, we invited outside advisors with a 
successful track record of D&I promotion in other compa-
nies, and they delivered lectures and advice, beyond the 
boundaries of the companies, about the expectations for 
the empowerment of women. In addition, we have been 
taking initiatives to consider how to balance childrearing 
with work based on the direct dialogue with officers. The 
direct dialogue includes round-table talks between officers 
and female employees currently raising children (see page 
136 for information on the career course system).

Training for Directors, Officers, and Management
To create a workplace environment where women can thrive, 
SuMi TRUST Bank invited Director Kawashima of specified 
non-profit corporation Fathering Japan as an instructor for 
training of section managers with subordinates who have 
returned from childcare leave and for Iku-boss (managers 
who are involved in parents) lecture at its nationwide meet-
ing of deputy general managers. Through these actions, 

SuMi TRUST Bank promoted changes in the consciousness 
of management, which are important in order for female 
employees to thrive. In addition, at the conference of all 
executive officers, the Bank held a diversity & inclusion train-
ing session led by SuMi TRUST Holdings Director Hiroko 
Kawamoto as a way to deepen the understanding of direc-
tors and officers about diversity and inclusion.

Number of Female Employees in Management 
Positions at SuMi TRUST Bank

End of 
March 
2017

End of 
September

2017

End of 
March 
2018

End of 
September

2018

Directors 1 0
(0%)

0
(0%)

0
(0%)

Executive Officers 
Level of General 
Manager

0 2
(5.6%)

2
(5.7%)

2
(5.9%)

Level of General 
Manager 14 14

(2.4%)
16

(2.7%)
17

(2.7%)

Level of Section 
Manager 232 229

(11.2%)
245

(11.9%)
247

(12.3%)

Level of Assistant 
Manager 1,069 1,061

(31.6%)
1,108

(32.7%)
1,103

(32.7%)

  *The number inside the parenthesis is the female employee ratio.
** As of September 30, 2018, there was one female external director at SuMi TRUST Holdings.
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3. Initiatives to Support Work-Life Balance
Career-Building Support to Weather Life Events
A System of Workplace Reassignments and Leave 
to Accompany Spouses on Overseas Transfers
In fiscal 2016, SuMi TRUST Bank instituted a system so that 
A-course employees (who are not subject to new work-
place assignments accompanied by relocation) can change 
their workplace location in the event of spouse’s reloca-
tion. Furthermore, since July 2017, employees have been 
allowed a leave of absence to accompany a spouse on an 
overseas transfer, regardless of whether that spouse works 
for the same company or a different company. Both male 
and female employees can apply to take advantage of the 
system. When a spouse is transferred overseas, it imposes 
a heavy burden on the family environment. This system 

came about from a desire to help our employees indepen-
dently build their careers by offering them more than just 
a choice between career and family. Both domestic work-
place reassignments and leave to accompany spouses on 
overseas transfers are used as ways for employees to con-
tinue their careers despite life events.

Work-Life Balance
One theme of the Declaration on Work Style Reform (see 
page 140) is an initiative for “achieving diverse work styles 
and work-life balance.” As a part of that effort, SuMi TRUST 
Bank has set a target of 100% for the acquisition ratio of 
childcare leave among male employees. In fiscal 2017, the 
Bank achieved a 100% acquisition ratio in a company-wide 
drive to foster a culture to think natural for male employ-
ees to play a role in the family, and to encourage them to 
notice afresh what is happening in the world outside the 
company and sense the changes happening in society.
 In addition, SuMi TRUST Bank and the labor union have 
together held nursing care seminars to deepen under-
standing among employees about the anticipated growing 

need to balance between job and nursing care obligations. 
Meanwhile, “employee information sharing sessions on 
nursing care” have been held to talk about employees’ 
personal experiences of nursing care in an effort to encour-
age networking between employees who are caring for 
family members.

4. Empowerment of Global Employees
SuMi TRUST Bank offers training every year to local-country 
employees working at its overseas branches and overseas 
subsidiaries and affiliates. Training is focused on deepen-
ing employees’ understanding of the SuMi TRUST Group 
and its operations, and strengthening networks among 
participants and business lines. The training includes a 
management strategy briefing with an accompanying dis-
cussion as well as lectures on Japanese business culture 
and history, and business overviews.
 In addition, to encourage smooth communication with 

newly hired overseas recruits assigned to Japan, we’ve 
conducted cross-cultural communication training for man-
agers in departments where those new employees are 
placed. By comparing the difference in culture and cus-
tom between Japan and other countries, trainees learn 
about cultural diversity, such as values and customs. This is 
an initiative to spread an approach to communication that 
avoids the intercultural misunderstandings and trouble that 
may occur on the job.

Domestic workplace  
reassignments as of  

March 2018

49

Leave to accompany spouses 
on overseas transfers as of 

March 2018

7

Users

FY2017 Results

100% achieved

Childcare Leave Taken by  
Male Career-Course Employees

5. Promoting Advancement of Disabled Persons
At the SuMi TRUST Group, we strive to create a workplace for 
disabled persons to gain fulfillment in their jobs as members 
of the workplace. There is an increasing number of workplaces 
at SuMi TRUST Bank where disabled persons are working. 
For example, at branch offices they serve clients and at the 
head office they are involved in the clerical work. In addition, 
SuMi TRUST Bank makes a good amount of effort to imple-
ment individual meetings with newly hired disabled persons 
to address their concerns and requests emerged after join-
ing the company. The insights obtained from the meetings 
are utilized to make the workplace more comfortable in both 

tangible and intangible ways. As of March 31, 2018, disabled 
persons made up 2.09% of our employment rate.

As of October 31, 
2016

96 
branches

As of March 31, 
2018

2.09%

As of March 31, 
2018

103 
branches

Branches with 
Disabled Persons

Employment Ratio 
of Disabled Persons




