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Governance Report Personnel That Support Sumitomo Trust

1. Basic Philosophy 

The strengths of Sumitomo Trust, which combines banking,

trust, and real estate operations, are to be found in our 1) high lev-

els of skill and performance in businesses, such as real estate and

pensions in particular, that require a high degree of expertise, 2)

our consulting capabilities, which allow us to respond precisely to

the needs of each of our customers, and 3) the system that allows

us to provide optimal consulting and product development to our

customers through close cooperation between each of these special-

ized divisions and sales staff in our branches, which are in actual

contact with our customers.

We consider our human resources who have the above strengths

a major source of our competitiveness. Accordingly, we attempt to

secure and nurture human resources through a fair and open person-

nel system that allows each individual employee to obtain satisfac-

tion in their work through self-development and self-realization.

Specifically, we 1) respect each employee and provide a sup-

portive working environment that expands “choice” and allows

each individual to manifest the strengths he or she possesses, 2) fos-

ter a group of true professionals able to fully compete in the

external marketplace, and 3) align compensation with the business

strategies and attributes of different business groups and promote

the development of strategic planning. 

We attach great importance to the basic approaches of the per-

sonnel system, which consists of the three items listed above, and to

the Principles of Conduct of the Personnel System by means of which

our employees implement this basic philosophy in their daily conduct.

We practice these principles in all human resource nurturing processes

from recruitment through education, assignment and treatment.

2. Putting This Philosophy into Practice

(1) Recruitment
In consideration of the fact that large numbers of job seekers now

gather career information and conduct job searches via the internet, we

carried out an overhaul of our recruitment website aimed at new grad-

uates in October 2006. Ingeniously designed to allow visitors to gain

an introduction to the work of Sumitomo Trust and its employees

from a variety of angles, the revamped site features items like employee

interviews, and the Personnel Department staff weblogs.

Moreover, Sumitomo Trust makes an active effort to recruit

experienced people (mid-career hires) for work that requires a high

degree of skill.

(2) Human Resource Deployment Assignment
Career Path Selection

Sumitomo Trust abolished its former work system (career

track, general clerical, etc.), under which the career path frame-

work was essentially determined when an employee joined

Sumitomo 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 according to their

degree of commitment. Under this system, we have established

three kinds of career, namely: P Careers (Professional Careers),

which afford a wide range of possibilities without specifying an

assigned group and division or work location; D Careers

(Division Careers), in which the assigned group and division is

• 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-direct-
ing career path development while at the same time ensuring
optimal human resource deployment, and offering guidance
and training upon careful consideration of individual capabili-
ties 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 accu-
rately 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 communica-
t ion 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 employ-
ee’s motivation to achieve further growth. 
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specified as a general rule; and E Careers (Expert Careers), in

which the work location is specified.  

Human Resource Deployment Supporting the Business

Group System

In order to support each business group in the execution of

business strategy, Sumitomo Trust conducts personnel operations

that reflect the intentions of our business groups with regard to the

recruitment and assignment of personnel with the expertise and

skills required by the business strategy and unique attributes of

each business group.

Also, twice each year, we initiate a job transfer system, in

which employees seeking transfer can apply directly to the

Personnel Department. If the applicant passes the screening, they

can be transferred to their desired position or division.

Recruitment under this system over the past three years has

reached approximately 150 staff members, making a major contri-

bution to the promotion of self-directed career formation based on

each employee’s individual commitment.

(3) Education and Skill Development
Training System

At Sumitomo Trust, we base our personnel development on

on-the-job training, while at the same time place an emphasis on

the expansion of education programs such as group training aimed

at the improvement of skills and management abilities.

In fiscal year 2006, from the standpoint of further strengthen-

ing our organizational power, we introduced management training,

for branch general 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 rein-

forced our group training by improving trainees’ compliance and

basic knowledge needed as bankers via a largely expanded curricu-

lum. Also, we have introduced a system that allows staff to take a

certain period of time off work in order to concentrate on prepar-

ing for examinations for recommended professional qualifications

such as Real Estate Appraiser and Actuarial Certifications.

(4) Evaluation
Personnel Evaluation System and Appointment

At Sumitomo Trust, we introduced a personnel evaluation

system in 1997 that allows individual employees to participate in

the evaluation process while hoping to become part of “an aggre-

gate group of employees who take the initiative to create their own

career paths and who ceaselessly pursue self-improvement.” Our

personnel evaluation system is based on the following four points:

(1) determine compensation based upon a fair evaluation of an

employee’s role and performance, (2) evaluations that provide an

impartial and accurate grasp of each person’s status and level and

that benefit the employee’s personal improvement, (3) maintain a

close correlation between an employee’s performance evaluation

and the management objectives, issues and goals facing Sumitomo

Trust, branch or department, section and team, and (4) rigorously

enforce of merit-oriented evaluation.

Specifically, evaluation is conducted according to the follow-

ing cycle:

1) 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 concern-

ing these tasks.

2) With the aim of successfully completing the tasks, the

employee acts creatively, and the supervisor provides sup-

port as necessary.

3) At the end of the term, the employee looks back on the

achievement status and the supervisor makes an evaluation

based on this. 

4) The evaluation results are fed back to the employee from

the supervisor, and the results are linked to the next term.

Under this PDCA cycle, evaluation is linked to the fostering

in the employee a sense of being a central player and a feeling of

responsibility at having made a commitment to tackle a problem

on his or her own initiative and acting creatively to complete the

task. Furthermore, if he or she has been unsuccessful, the employee

has accepted the result sincerely and will draw in the experience in

future work.

Sumitomo Trust is aiming to be a company where each mem-

ber of staff can display their abilities and individuality regardless of

their gender, and where appointments to management positions

are decided based on ability.

As of the end of March 2007, the ratio of female staff at

Sumitomo Trust was 49% and the number of women serving in

management positions was 55.

Moreover, from the standpoint of supporting a good balance

between work and family, we are proceeding with the development

of various systems and working climates that make it easy for staff

to choose flexible working styles to allow them to cope with major

life events such as childbirth, child rearing and nursing care.




