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Path3 Better Human Resources
Management

Human resources constitute a valuable social capital that forms the founda-
tion for the sustainable development of society. At Sumitomo Trust, through
human resources management that brings out each individual’s potential to the
maximum and contributes to their personal growth we strive to achieve our
company’s own growth and improve its corporate value, and also strive to
create and nurture human resources that make a real contribution to society. In
order to realize this goal, we will make every effort to improve our personnel
system and build a workplace environment that will enable each member of
our staff to grow and achieve self-realization.
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Comment from the Officer in Charge of Promotion

The ultimate source of Sumitomo Trust’s competitiveness lies in our personnel,
who possess high-level expertise as well as a wide range of abilities. Each of our
employees satisfactorily displays their abilities in the course of their work and actually
feels their own growth, which results in the growth of Sumitomo Trust itself, and
culminates in making a valued contribution to society.

Based on this understanding, in our human resource management we place a strong
emphasis on respecting the personality of our employees, promoting self-transformation,
and improving human resource assignment as well as our human resource development
program in a way that values each employee’s abilities and personality.

With regard to the workplace environment, we are increasing our organizational power by
promoting open dialogue and emphasizing the maintenance of a free and open-minded office
environment where all of our employees can make use of their creative abilities. In addition,
we are aiming to realize a workplace in which employees can demonstrate their accomplish-
ments by making use of their abilities and personality regardless of gender, and we are
further improving our measures to support a good balance between work and personal life.

Comment

Progress and Results for Fiscal Year 2006
In order to help build a personnel system and create a workplace

environment that will allow both the company and its employees to
grow in a sustainable way, during fiscal year 2006 we implemented a
Support Program for the Next Generation and established the
Human Resource Development Committee.

Award of the Next Generation Certification 
Seal “Kurumin”

In April 2007, based on Article 13 of the Law for Measures to
Support the Development of the Next Generation, Sumitomo
Trust was recognized as a “Standards-Compliant Private Sector
Employer” due to planned targets being met, and was awarded the
Next Generation Certification Seal (nickname: Kurumin).

The Law for Measures to Support the Development of the
Next Generation came into effect in July 2003 with the aim of cre-
ating a sound environment for bearing and raising children.
Sumitomo Trust has invested in promoting the expansion and
operation of its system for supporting employees to bear and raise
children as a means of discharging its social responsibility as a cor-
poration in proactively engaging in the issue of raising the next
generation, as well as establishing an environment in which the
human resources that support the company’s sustainable growth
can demonstrate their full potential.

Specifically, we have developed an Action Plan* to help employees
to balance work and personal life, consisting of (1) introducing a
staggered working hours system for the use of employees raising
children below elementary school age, (2) conducting “Go-Home-
Early” month and “Leave-the-Office-on-Time” week promotions

to reduce the amount of overtime.
Going forward, Sumitomo Trust will

work to establish a workplace environ-
ment that encourages its employees to
achieve a good balance between work and
personal life.
* Action Plan period: April 1,2005 ~ March 31, 2007

Establishment of the Human
Resource Development Committee

As a means of promoting human resource nurturing on a com-
panywide basis, Sumitomo Trust established the Human Resource
Development Committee, comprised of the President & CEO,
Group Presidents for each business division, and the Directors in
charge of the Corporate Planning Department and Personnel
Department, in fiscal year 2006. Through this committee, we
analyze the present situation and the tasks involved in human
resource nurturing, and study a variety of themes such as nurturing
younger and middle-ranking employees, specifics of on-the-job
training and management, and increasing the usage of women by
delving into policies for individual issues.

Among the items studied by this committee during fiscal year
2006, we put the following initiatives into practice: (1) manage-
ment training for branch/department general managers and team
leaders, (2) full-scale development of teamwork training, (3) a partial
review of human resource evaluation operations, (4) strengthening
of training for new recruits, (5) improvements in the support system
for mid-career hires, and (6) strengthening of business manners.

Toshiya Nishino
General Manager, 
Personnel Department
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Steps in Employee Career Formation and Human Resource Nurturing

Employees and Sumitomo Trust

In order to foster a workplace environment in which
each and every employee can grow to achieve self-real-
ization, Sumitomo Trust is proceeding with its policy of
operating a fair and open personnel evaluation system,
improving the human resource nurturing program, recruit-
ing and supporting female staff, and promoting various
ways of working that make it easier to achieve a good
balance between work and personal life. In this section,
we introduce some examples of these endeavors.

Bringing Out Each Employee’s Potential to the Fullest

Basic Philosophy Concerning Human Resources
People with a high degree of diversity and expertise in running

banking, trust, and real estate operations, together with the ability to
provide consultation and conduct product development in
response to the needs of each and every customer—at Sumitomo
Trust, we consider human resources who possess these strengths to
be the pillars that support our management.

Sumitomo Trust has established the “Personnel System: Basic
Philosophy” and “Principles of Conduct of the Personnel System”
(both detailed below), and we are implementing their provisions in
all processes from recruitment and nurturing to human resource
deployment assignment, evaluation and treatment of our employees.

Personnel System: Basic Philosophy

1. Respect each employee and provide a supportive work-
ing environment that expands “choice” and allows each
individual to manifest the strengths he or she possesses.

2. Foster a group of “true professionals” able to fully com-
pete in the external marketplace.

3. Align compensation with the business strategies and
attributes of different business groups and promote the
development of strategic planning.

Flowchart of Personnel Training

Recruitment Hiring Human resource 
deployment assignment

Training and
development Evaluation

Principles of Conduct of the Personnel System

1. Respect individuality

Sumitomo Trust aims to elicit each employee’s maximum
capabilities by actively supporting an employee’s self-
directing career path development while at the same time
ensuring optimal human resource deployment, and offer-
ing guidance and training upon careful consideration of
individual capabilities and attributes.

2. Promote self-reliance and the will to take on challenges

By proactively supporting employee’s self-reliance and
will to take on challenges, Sumitomo Trust aims at being
a body of professionals with a strong sense of confidence
in their ability to provide customers with optimal added-
value. They accurately understand and take to heart
Sumitomo Trust vision, and remain keenly aware of their
roles in it, and do not give up until they achieve results,
and continue to actively accept challenges, even after
achieving the desired results.

3. Encourage open, interactive communication

Sumitomo Trust encourages open, interactive communi-
cation to foster an atmosphere of cohesiveness and
cooperation surpassing “bias” such as sectionalism and
rank-consciousness.

4. Provide fair evaluation and feedback

In addition to fair evaluation of each employee’s achieve-
ments and capabilities, Sumitomo Trust uncompromisingly
provides convincing feedback, thereby instilling an
employee’s motivation to achieve further growth.
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1. Recruitment and Hiring
In response to the fact that increasing numbers of job seekers

gather career information and conduct job searches via the
Internet, we carried out an overall renewal of our recruitment web-
site in October 2006. Ingeniously designed to allow visitors to gain
an introduction to the business divisions of Sumitomo Trust and its
employees from a variety of angles, the revamped website features
items like employee interviews and Personnel Department staff
weblogs so that the viewers can visualize the reality of employee life
more closely. This renewal has yielded rapid results, with, for
example, approximately 30,000 people applying via the website
during the 2007 recruitment period.

Moreover, Sumitomo Trust makes an active effort to recruit
experienced people including those with highly professional expertise

(mid-career hires). In fiscal
year 2006, we hired a total
of 367 new staff, mainly for
work in the Retail Financial
Services Division providing
services such as asset man-
agement consultation.

We also offer a short-
term internship program for
students. In fiscal year 2006,
317 undergraduate and grad-
uate students participated in programs developed autonomously by
each business division to experience our workplace firsthand.

All Careers and Roles, etc.

2. Human Resource Deployment Assignment
Career Path Selection

Sumitomo Trust has abolished its former work system (career
track, general clerical, etc.), under which the career path framework
was essentially determined when an employee joined Sumitomo

Work Group System
This system is common to all career paths and consists of four

work groups—associates, managers, leaders, and senior leaders.
Workers are placed into these groups based on demonstrated capa-
bilities. By adopting this system, we encourage fair competition
based on ability, rather than seniority or gender.

Internal Job Posting System
We have initiated an internal job posting system to encourage

our employees to voluntarily shape their own careers. Under this sys-
tem, during semi annual campaign periods, applicants can apply

directly to the Personnel Department. If the applicant passes
screening, they can be transferred to their desired position or divi-
sion. Over the past three years, approximately 150 employees have
made use of this system.

Trust. Since October 2003, we have followed a new career system
whereby individual staff can choose their career path flexibly on
their own initiative and commitment.

Results for the Use of the Internal Job Posting System

Number of Number Percentage of 
Applicants Accepted Accepted Applicants

FY2004 71 44 62%

FY2005 96 55 58%

FY2006 77 44 58%
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P Career (Professional Careers)

D Career (Division Careers)

E Career (Expert Careers)

Not specified

Specified, in principle*

Not specified

Undertaking management of entire
company and all divisions

Undertaking management of entire
company or specified divisions

Manager class

Not specified (possible transfers
between locations)

Varies by division

Specified (Around employing
division, in principle)

* In consideration of the employee’s career path, it is possible for an employee of this path to be transferred to another business division for a certain period of time on
the premise of a return to the original business division.

Our Recruiting Website

Careers Name Business Divisions Roles to be Expected in the Future Work Locations
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3. Training and Development 
Training System

At Sumitomo Trust, we base our personnel development on
on-the-job training, while at the same time placing an emphasis on
the expansion of training programs such as group training aimed at
the improvement of professional skills and management abilities.

In fiscal year 2006, from the standpoint of further strengthening
our organizational power, we introduced management training for
branch and department managers and team managers. We also intro-
duced teamwork training, in which staff participate as team units and
learn about teamwork and leadership through business games
and discussions. In new employee training as well, we have reinforced
our content by improving trainees’ compliance and basic knowledge
needed as bankers via a largely expanded curriculum.

In addition, each business division has also developed unique
training programs, such as the “Retail Open Academy” in the
Retail Financial Services Division and the “Skill-up Training” in
the Fiduciary Services Group.

4. Evaluation
Personnel Evaluation System and Appointment

At Sumitomo Trust, we introduced a personnel evaluation sys-
tem in 1997 that allows individual employees to participate in the
evaluation process, as we strive to become “an aggregate group of
employees each of whom takes the initiative to create his or her
own career path and whom pursues self-improvement persistently.”
Our personnel evaluation system is based on the following four
points: (1) determine compensation based upon a fair evaluation of
an employee’s assignment and performance; (2) grasp each
employee’s status and level impartially and accurately at the time of
evaluation so as to benefit his or her personal improvement;
(3) evaluate each employee’s performance in close relation to man-
agement objectives, issues and goals of Sumitomo Trust, business
divisions, branches and departments, sections, and teams; and
(4) enforce merit-oriented evaluation for all.

The PDCA Cycle in Personnel Evaluation and Nurturing
At Sumitomo Trust, employee evaluation is conducted accord-

ing to the following cycle:
Plan: At the beginning of the term, each employee sets tasks

that he or she is going to tackle during the term, and
reaches an agreement with his or her supervisor con-
cerning these tasks.

Do: With the aim of successfully completing the tasks, the
employee acts creatively, and the supervisor provides
support as necessary.

Check: At the end of the term, the employee looks back on the
achievement status and the supervisor makes an evalua-
tion based on this.

Action: The evaluation results are fed back to the employee
from the supervisor, and the results will be utilized in
the next cycle.

Under this PDCA cycle, evaluation is utilized to help each
employee foster a sense of being a central player and a feeling of
responsibility through making a commitment to achieve goals on his
or her own initiative and acting creatively to complete the task.
Furthermore, if the employee has been unsuccessful, he or she has
accepted the result sincerely and will utilize the experience in
future improvement.

Promoting a More Employee-Friendly
Workplace Environment

Aiming at an Improved Work-Life Balance
Sumitomo Trust is also emphasizing the establishment of a work-

place environment in which employees can work with ease of mind
while maintaining a good balance between work and personal life.
We offer a variety of programs designed to support employees in
the form of long-term medical leave and leave compensation in the
case of an eventuality such as sickness or accident, and support in a
variety of other ways.

To make it easier for staff to cope with childbirth and child raising,
we have created an environment that makes it easy for employees to
take up to two years leave, and to work flexible hours during the
period before their children begin attending elementary school. During
fiscal year 2006, a total of 42 employees took child raising leave.

Moreover, for employees with family members who require
nursing care, we offer a nursing care leave system that provides up to
one year’s leave. In ways such as these, Sumitomo Trust is giving
consideration to its employees’ families, too.

Improving the Workplace Environment
Sumitomo Trust is conducting a broad range of initiatives to

improve the workplace environment with the aim of safeguarding the
health, comfort, and affluence of its employees and their families.

We began specific operations concerning workplace environ-
ment improvement from April 2006, and we have proceeded to
reduce the level of overtime by carrying out thoroughgoing work
efficiency and time management measures. In addition, we have
attempted to minimize the total hours worked by encouraging
employees to take long holidays and by conducting promotions such
as “Go-Home-Early” month and “Leave-the-Office-on-Time” week.
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Employee Health Management System
In an effort to help our employees manage and improve their

health, we have appointed health managers and medical and occu-
pational health specialists (health promoters)* at each of our business
locations to provide well-considered health management guidance.
Moreover, we provide health examinations for all of our employees
every year, while branch and department managers receive yearly
comprehensive physical examinations. We also provide assistance
to employees and their families around Japan to enable them to
receive comprehensive physical check-ups at facilities nationwide
through the Sumitomo Trust Health Association.

To provide our employees with further health management
assistance, we arrange mental health counseling sessions at affili-
ated clinics in Tokyo and elsewhere, and the Sumitomo Trust
Health Insurance Association also provides free health advice to
employees by telephone. 
* Medical and occupational health specialists have been appointed at all our

business locations employing 50 or more staff, while health promoters are
resident at business locations employing less than 50 staff.

Human Rights Education
Centered on the Human Rights Education Committee and

chaired by the President, Sumitomo Trust is carrying out wide-
ranging activities to train and educate employees about various
human rights issues. Our training program is divided into two
parts: one specifically targeted for different management levels, and
one for all employees, with sessions held at least twice a year. Each
type of session is designed to improve both knowledge and aware-
ness of human rights issues.

Through these activities Sumitomo Trust is working to help employ-
ees respect each other’s personality and foster a corporate culture
that emphasizes human rights as the foundation of business activities.

Creating a Workplace Where a Wide Diversity 
of Human Resources Can Work

Appointing and Supporting Women
Sumitomo Trust is aiming to become “a company in which all

our employees can realize their ability and personality regardless of
their gender” by ensuring that decisions about managerial promo-
tions are made on a strictly ability basis. As of the end of March
2007, the ratio of female employees was 49% and the number of
female managers was 55 (including two branch managers).

Moreover, from the standpoint of supporting a good balance
between work and personal life, we are promoting the develop-
ment of a variety of systems and workplace environment in order to
make it easier for employees to choose flexible ways of working so
that they can cope with major life events such as childbirth, child
raising, and nursing care.

Employment of Disabled Persons
As of June 1, 2007, the percentage of disabled persons employed

by Sumitomo Trust had improved by 0.07 points compared
with the same time of the previous year to 1.84%, exceeding
the 1.80% required by law. The average percentage for fiscal
year 2006 overall was 1.93%, which is also higher than the
legal requirement.

Sumitomo Trust will continue to build a workplace environ-
ment in which disabled people can participate more fully than in the
past. We intend to exceed the legal employment percentage of
1.80% through sustained active recruitment.
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Number of Disabled Persons Employed

FY2004 (full year) 1.99%
FY2005 (full year) 1.90%
FY2006 (full year) 1.93%

Employee Breakdown

March 31, 2005 March 31, 2006 March 31, 2007

Total employees 4,991 5,230 5,609
Male 2,654 2,762 2,890
Female 2,337 2,468 2,719

Average age 38 years, 9 months 38 years, 7 months 38 years, 5 months
Male 40 years, 9 months 40 years, 7 months 40 years, 8 months
Female 36 years, 5 months 36 years, 14 months 35 years, 11 months

Average service years at Company 11 years, 9 months 11 years, 3 months 10 years, 10 months
Male 13 years, 1 month 12 years, 8 months 12 years, 5 months
Female 10 years, 3 months 9 years, 9 months 9 years, 2 months

Notes:1. Figures for the average age and average service years are rounded down to their respective units.
2. Figures for total employees do not include temporary staff (of whom there were 72 as of March 31, 2005; 83 as of March 31, 2006; and 85 as of March 31, 2007).
3. Figures for total employees include overseas staff (of whom there were 275 as of March 31, 2005; 283 as of March 31, 2006; and 309 as of March 31, 2007).
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