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Management System Personnel System

The depth of our highly specialized human
resources, who are also skilled at teamwork, is what
sustains the competitiveness of Sumitomo Trust. We
employ a fair and open personnel system based
upon the conviction that encouraging each and
every employee to have a sense of reward and satis-
faction through his or her growth and self-fulfillment,
in turn, leads to the sustainable growth of Sumitomo
Trust overall.

Personnel System: Basic Philosophy 

The scope of our business encompasses a wide variety of

businesses, from private banking business such as savings

deposits and foreign exchange to specialty businesses related

to real estate (brokerage, appraisals, securitization, etc.) and

pensions (system design, actuarial computation, etc.), and

also to solutions businesses involving various types of con-

sulting for individuals and corporations. Sumitomo Trust

positions our actions placing value on the following basic

approaches of the personnel system in order to employ and

develop diverse and superior human resources that hold the

key to our growth. 

We also focus on the Principles of Personnel Conduct

to ensure that each and every employee maintains an ever-

present awareness of these basic principles and implements

these principles in his or her daily conduct.

Unique Characteristics of Our Personnel System

In October 2003, we abolished our former personnel

system and introduced a new personnel system that is more

equal and open. We stripped the restrictions of employment

classification (career track, general clerical, etc.) and qualifi-

cation from the old system and introduced a career system

that permits an employee’s career plan to be determined

through individual choice and commitment, and a work

group system for human resource candidate groups with the

goal of providing additional value to our clients by develop-

ing specialists in each area.

1. Respect each employee and provide a supportive working

environment that expands “choice” and allows each indi-

vidual 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. 

• Basic Approaches of the Personnel System

1. Respect individuality

Sumitomo Trust aims to elicit each employee’s maxi-

mum capabilities by actively supporting an employee’s

self-directing career path development while at the same

time ensuring optimal human resource deployment, and

offering 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 each individual employee’s

self-reliance and will to take on challenges, Sumitomo

Trust aims at being an aggregate body of professional

human resources that maintain a strong sense of confi-

dence in their ability to provide customers with optimal

added-value, accurately and properly understanding and

taking to heart the company vision and strategy while

remaining keenly aware of their own roles in it, who 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 com-

munication 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

achievements and capabilities, Sumitomo Trust uncompro-

misingly provides convincing feedback, thereby instilling an

employee’s motivation to achieve further growth. 

• Principles of Conduct of the Personnel System
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Personnel Evaluation System

We introduced a personnel evaluation system in 1997 that allows

the individual employee to participate in the evaluation process while

hoping to become part of “an aggregate group of employees who take the

initiative to create their own career paths and who ceaselessly pursue self-

improvement”. We continue to thoroughly implement the following

points for the personnel evaluation system under the new personnel sys-

tem, keeping the individual employee’s participation as the focal point.

• Determine compensation based upon a fair evaluation of an employee’s
role and performance.

• Evaluations that provide an impartial and accurate grasp of each person’s
status and level and that benefit the employee’s personal improvement.

• Maintain a close correlation between an employee’s performance evalua-
tion and the management objectives, issues and goals facing the
company, branch or division, section and team.

• Rigorously enforce merit-oriented evaluation.

Personnel Strategy Supporting the Business Division System

Sumitomo Trust attaches importance to flexibility in executing

the strategy of our various business groups and ensures that the assign-

ment and compensation of mid-career hires and staff reflects the

opinions and interests of our business groups as well. We have intro-

duced an appropriate compensation system for careers according to

the intrinsic nature of the division. The system places a high value on

human resources who possess high-level, specialized skills and adjust

to the business strategy and unique attributes of each business divi-

sion. In tandem with the regular transfer system, Sumitomo Trust has

implemented a job transfer system where employees can recommend

themselves for transfer. Once they pass the screening process, they can

move to their new position. Our basic policy to develop human

resources is through on-the-job training; however, we actively supple-

ment this with training and e-learning to improve business skills, and

offer a variety of courses, overseas exchange programs and work

assignments to promote improvement of management skills, reinforce

teamwork, and manifest leadership. We have established an induction

training program and an internal trainee system for mid-career

employees to enable them to share their own experiences and know-

how and quickly make the greatest contribution possible as an integral

member of Sumitomo Trust. We have also prepared a course chal-

lenge system for prospective employees who pass special tests and

interviews, etc., as they begin their corporate life, offering specialized

courses for real estate appraisers, pension actuaries, investment man-

agers and quantitative specialists, according to their personal goals.

2) Work Group system
A system shared among all careers. Work group signifies

ranking according to the level of an employee’s business

skills and consists of associates, managers, leaders, and senior

leaders. This work group system promotes free competition

according to real capabilities and competence, regardless of

age or gender.

1) Career system
A system under which an employee can choose among

three career paths in light of his or her business experience

and self-improvement efforts, according to his or her person-

al objectives.
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• Work grouping system
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• All careers and roles, etc.

* From the point of view of the employee’s career path, on the premise of
a return to the employing business division, it is possible to be trans-
ferred to another business division for a set period of time.




