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Japan is now demonstrating unprecedented enthusiasm for “womenomics,” and companies regard the active
participation by women in their workforce as a strategic imperative in order to compete successfully in the
global market.

Women's fuller participation has prompted moves to reform workstyles and to address the declining birthrate.
Japanese businesses and the economy as a whole have reached the stage where sustained growth hinges on
promoting diversity across both gender and nationality.

Believing that advancing women'’s career development holds the key to promoting diversity, KEIDANREN
(Japan Business Federation) has decided to publish a collection of case studies showcasing the most
innovative practices in this area. We hope that this collection will lead to even fuller initiatives by companies to
tap the “hidden gems” in their workplaces and expand Japan’s boundless potential.
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Pairing Assistants with Directors
in the Training of Future Executives
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In October 2011 KDDI established the title of executive assistant to train junior executives. One
female and one male assistants has been working with each board director, including the president,
to gain firsthand knowledge of the requirements of an executive position over the course of a
year.The assistants sit in on all meetings attended by the director, draft documents, and coordinate
with relevant divisions in the company. Their mission is to provide decision-making support for the
director by gathering and analyzing information from the standpoint of management and coming up
with fresh ideas and proposals.The women who have served as executive assistants have gone on
to assume leadership roles in the company, with five being appointed division chief. They are
expected to serve as career role models for their younger female colleagues.

Designing The Future
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Six-Month Leadership Program Allows Women
to Give Voice to their Vision
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In response to the results of a 2012 survey of Recruit group companies showing that just 40% of women
employees wished to advance to the ranks of top management—far fewer than 70% of men—.Recruit Holdings Co.
launched the Women’s Leadership Program in fiscal 2013 to enable female candidates for senior management
positions in Recruit group companies to articulate their vision. Program participants attend panel discussions by
female executive officers at affiliated companies and sessions in which women role models in Recruit Holdings and
other companies share their experiences. Over a six-month period, the participants endeavor to clarify and give
voice to their career vision. At the end of the program, the participants make a presentation to a team of managers
on what they wish to achieve. As of March 2016, 7 of 47 women who had taken the course had been appointed as
executive officers in affiliated companies or in similar high-ranking positions.

r\ HBAKHVINL - R—LTFr2 TR
RECRUIT Recruit Holdings Co.,Ltd.
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Assigning Women to Head Affiliates to Increase
the Number of Female Executives
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Under a corporate philosophy of growing as “One Tokyu,” Tokyu Corporation assigns a large number of
managers to affiliates to broaden their experience as executives. As of August 2016, 7 of the 20 female
employees in middle- and upper-level management positions had earlier assumed posts as senior executives in
such group companies as Tokyu BE, Inc., Tokyu Malls Development Corp., and Tokyu Card, Inc.The commuter
rail company’s operations cover a range of products and services connected to daily life. Given the contributions
women can make in these endeavors, the company began hiring career-track female employees in fiscal 1988.
Today, Tokyu makes no distinction on the basis of gender in human resources development—having all first-year
employees live in the company dormitory—and ensuring equality in work assignments and promotions. And it
will continue to actively foster a new generation of women executives.

RRRITEHMARM
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A Companywide Effort to Develop the Next Generation
of Women Leaders
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Realizing "Diversity & Inclusion" as being essential for its sustainable growth, Dai-ichi Life Insurance Co.,
Ltd., gives these issues a central place in its corporate strategy. In particular, the company ranks the active
participation of women, who form the majority of its employees, as extremely important and is accelerating
the development of female leaders. A companywide effort is made towards this goal, with executive officers
committing themselves to mentoring and sponsoring female employees and supporting their promotion, and
female executive officers and managers taking on the role of nurturing future management candidates. The
company's second female executive officer was appointed in April 2016, and the 836 women in managerial
positions account for 23.3% of the total. The company is seeks to raise that share to over 25% as part of its
fiscal 2015-2017 Mid-term Management Plan and to over 30% in the early 2020s.

F-daREGKASH

The Dai-ichi Life Insurance Company, Limited
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Win-d Program Fosters New Generation
of Female Role Models
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NTT DOCOMO, INC., the Japan’s largest mobile operator, launched a career development program in 2006 called
Women'’s Innovative Network in docomo (Win-d) to nurture female role models and a sense of leadership among female
employees. In 2014, DOCOMO built on this initiative by creating three subgroups: Win-d First for younger employees,
Win-d Start for mid-career employees, and Win-d Next for managers, turning Win-d into a coordinated and
comprehensive program of training and follow-up activities supporting career development. The Win-d program raises
awareness of long-term career opportunities among younger women, while managerial employees are given
opportunities to meet with executives and to receive mentoring from senior executives, inspiring women to set their sights
on senior management positions. Besides, the empowerment of women at all levels, achieved with a combination of human
resources and corporate policies. DOCOMO was awarded a place on the 2016 New Diversity Management Selection 100.
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NTT DOCOMO, INC.
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Sharing Experiences to Make Work More Pleasant
and Satisfying
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Young women employees in various departments and affiliates of the Furukawa Electric Group come together to
conduct self-managed activities on themes of their own choosing, such as career development, balancing job and
family responsibilities, and time management. Dividing into various teams, they conduct interviews, analyze
questionnaires, experiment with morning-oriented and no-overtime workstyles, create tools to enhance business
efficiency, and come up with personnel policy proposals. They compile reports of their activities for six months and
share their conclusions directly with management. Furukawa Electric has also introduced a mentoring and managerial
training system, with employees being paired with their superiors over a six-month period, and is promoting a workstyle
reform project headed by a woman executive. For these initiatives, the company was awarded the highest rank of “L
Star"—a certification based on the Act of Promotion of Women's Participation and Advancement in the Workplace.
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Proposals by a "Team Ajisai" Consisted of Female
Employees Become the Basis for Corporate Policies
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Brother Industries launched "Team Ajisai (Team Hydrangea)" in fiscal 2014 to help make the
company a place where women can give full play to their abilities and further build their careers. The
members of this working group of female employees come from many different departments and job
categories and are charged with identifying issues and drafting concrete proposals. A telecommuting
system introduced in fiscal 2015, for example, grew out of an idea voiced by the team on work
arrangements that would allow women not to abandon their careers. The team’s recommendations

also prompted Brother to issue a declaration and action plan to promote women'’s participation in the
workforce and to organize training programs to support women’s career advancement.

T -—TEKARH
BROTHER INDUSTRIES, LTD
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Female GMs Take the Lead in Ushering in Change
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Toray Industries, Inc. has long taken the lead in making full use of female employees’ capabilities, creating a women-friendly
workplace and strengthening the ranks of its female managers. It appointed its first female employee to a management
position as early as 1958, and in 2003 it appointed a woman to CEO of an affiliated company. In February 2015, female
general managers launched an annual seminar to provide female managerial and professional employees with an opportunity
to advance their careers. Toray also held a conference for all female staff in fiscal 2016 to enable them to play a more active
role in the workplace. Furthermore, the company upgraded its website to include information on gender-equality initiatives,
policies to support employees juggling work and family responsibilities, stories of employees who used those policies,
information on local government subsidies and services for childcare and elderly care, a list of public and private consultation
services, and links to various counselling services, to promote a better work-life balance, not just for women but also for men,

“TORAY”/ BmLMRAH

Innovation by Chemistry Toray Industries, Inc.
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“Dear WOMAN” Program Broadens
Women’s Lifestyle Options
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Sunny Side Up Inc. has created 32 benefits packages and programs that go above and beyond the
framework of fringe benefits to support their employee's lifestyles, enabling them to enjoy a healthy
work-life balance. One is the “Dear WOMAN” program that supports women who are forced to make
major life decisions. Specifically, the program offers group counseling on pregnancy, childbirth, and
women'’s bodies; support for those seeking partners; and assistance for expenses incurred in
egg-freezing. This last initiative for women employees who have worked three years or more is a first
for a Japanese private company, with Sunny Side Up shouldering 30% of the cost of egg-freezing
and preserving. The company hopes to raise awareness of the various options available for women
employees confronting life issues throughout their career.
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SUNNY SIDE UP Inc.
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Utilizing the Network of Regional Banks
to Create a Talent Pool
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In November 2014, Hidetoshi Sakuma, President of The Chiba Bank Ltd., called upon the heads of Japan’s 64
regional banks to join forces and create "A Group of Regional Bank Presidents to Promote the Creation of a
Society in Which Women Shine.” In April 2015, it created a talent pool which is called “the Regional Banks
Human Resources Bank” as a network to introduce the regional banks each other for their employees who are
forced to leave their job and relocate either to accompany their partner who has been transferred or to care for a
family member. The initiative utilizes the unique features of regional banks to offer (a) human resources with
high-level expertise, (b) employers firmly entrenched in the local community, and (c) a broad, nationwide

network of regional banks. The talent pool enables employees to continue their career development and gives
banks access to experienced capable human resources.
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The Chiba Bank, Ltd.
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Supporting the Career Development of Motivated,
Experienced Female Employees
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The share of managerial positions held by women in the JTB Group has already reached 37% (as of April 2016). Issues
regarding the promotion of women are quite diverse among the approximately 60 group companies in Japan, however, and
JTB is addressing this by identifying those issues that need to be dealt with by the group as a whole and creating various
frameworks to resolve those issues. In fiscal 2016, a system was established to enable female employees forced to leave
the workplace due to such factors as their partner’s job transfer to be reassigned to one of the group’s companies at their
new location. In addition, a “Career License System” was introduced under which female employees retain their status as
full-time employees for seven years after taking child- or family-care leave. These systems have enabled motivated
female employees to continue pursuing their careers in the group. JTB henceforth intends to encourage its female
employees to start thinking ahead from early in their careers and to provide additional career-enhancement support.

lm HEEH Y17 —E—

JTB Corp.
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Family Job Transfer System Allows Choice
of Both Work and Family
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In 2011, Daido Life Insurance Co. adopted the Family Job Transfer System to enable fixed-region
employees to relocate and continue working when their spouses are transferred to distant locations
or they have to care for a family member. This means that employees who were previously forced to
quit in the case of such major life events can continue working and contribute to the workforce. Daido
Life Insurance is committed to creating an environment where all employees can participate fully
through such systems as telecommuting, the rehiring of employees following child- or family-care
responsibilities, and the option of temporary switching from a non-fixed to a fixed-region employment

format. The company received "Platinum Kurumin" certification by the Minister of Health, Labour and
Welfare in 2015.
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A Support System for
Employees Bringing Children Overseas
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At general trading houses, international experience is crucial for career advancement. Recognizing
the difficulties women with children face in accepting overseas posts, Sumitomo Corp. has created a
system so they can more easily bring their children with them when unaccompanied by their
spouses. Specifically, the company covers the round-trip airfare for the children’s caretaker during
the overseas posting. It will also pay any additional childcare costs that the employee would not have
had to pay if she were in Japan. Sumitomo hopes the system will promote women’s career
development by eliminating one of the stumbling blocks they face when juggling work and family and
making their bosses less hesitant to give them overseas assignments.

EREERASH EFREASEHAEH

SUMITOMO CORPORATION
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“Smart Work Challenge” Accelerating
to Create a Better Working Environment
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In 2013 SCSK Corporation launched “Smart Work Challenge,” an initiative to encourage employees
to take 20 days of annual paid leave and limit overtime to no more than 20 hours a month through
enhanced work efficiency. The initiative has led to substantial reductions in overtime, the savings
from which have been passed on to employees in the form of raises and bonuses. The goal of the full
use of annual paid leave is now also within reach. The initiative is an effort to transform the culture of
long working hours, which until now has been a major obstacle for women wishing to advance their
careers. SCSK also has a target of developing 100 female managers by 2018 and has introduced a

program running up to three years to train candidates for management positions. In addition, it is
undertaking campaigns to raise gender-issue awareness among both female and male employees.

SCSK et
BEIRRERCHD. SCSK Corporation
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Eat Well, Live Well.
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Sumitomo Mitsui Banking Corporation
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100% Paternity Leave Participation
for a Family-Friendly Work Climate
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In fiscal 2013, Nippon Life Insurance Co. set a goal of having all new fathers take parental leave. The company sought to
transform its corporate culture and believed that a 100% participation rate, achieved through clear messages from
management, held the key to success. Under the system, eligible employees draw up a leave plan and submit it to the
personnel department, which then arranges follow-up meetings with the employee and his supervisor and puts employees in
touch with men who have taken advantage of the system Leawe takers have commented, “It deepened my understanding of
the difficulties women face in balancing work and the family,” “I became more aware of work efficiency,” and “The visualization
of responsibilities helped to create a more cooperative workplace environment.” The system is clearly engendering women's
achievements and the changes in workstyles. There has been 100% participation of more than 1,000 male employees in the
paternity leave system over the past three years, and the company will continue to promote this initiative in the future
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Seminars to Create a More Cooperative
Framework for Couples
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Since 2012 Taisei Corporation has held a Work-Life Balance Support Seminar for employees and
their partners—both married and unmarried. Recognizing that for many women, professional success
requires the understanding of their partners regarding both work and family responsibilities, the
seminar aims to help build a supportive relationship. One participant commented, “The seminar
helped us understand each other’s values, motivated us to develop professionally, and made us
more confident that we could build fulfilling careers.” The initiative is playing a role in the creation of
a corporate culture that promotes women'’s job success.

Al KRXEE KEERHARH
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"Iku-boss" Initiative to Transform Management
Attitudes toward Work-Life Balance
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Each year Shimizu Corporation confers iku-boss (a term coined from iku, referring to “childcare”)
awards to supervisors who encourage their employees to maintain a good work-family balance while
also making efforts to achieve a better balance in their own lives and boost productivity. The finalists,
chosen from among a large pool of applicants, are introduced in in-house newsletters and over the
intranet. Shimizu believes that improving women’s working environment requires a change in
management attitudes, so it inaugurated an iku-boss seminar in 2016 and is taking other steps to
foster a new generation of iku-boss managers. Through these and other measures, the company
hopes to build workplaces where more women can shine.
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Expanding the Hiring Female Engineers
and Introducing a Telework Policy
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Seeking to expand the appointment of women to managerial positions, Mitsubishi Heavy Industries(MHI),

has taken steps to consolidate its recruitment pipeline by boosting the ratio of female science majors among
new recruits from the current 5%~6% to 10%. To reach this goal, the company is enlisting the support of female
engineering staff in producing leaflets and organizing factory tours for women students. In April 2016 the female
share of engineering recruits reached 15%. MHI has also implemented measures designed to enable women to
continue working or to return to work more quickly after taking child- or family-care leave to boost business
efficiency. In April 2016, it introduced a telework policy that is presently being used by more than 100 people.

In recognition of these initiatives, Hideaki Omiya, MHI chairman of the board, received the fiscal 2016 Prime
Minister’s Commendation for Efforts toward the Formation of a Gender-Equal Society.
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Mitsubishi Heavy Industries, Ltd.
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Smarten Up Workstyle and Launched
the Toyota Female Engineer Development Foundation
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Toyota Motor Corp. has greatly expanded its telecommuting policy to promote highly productive
workstyles throughout the company, allowing employees to manage their work and to look after their
children or provide elderly care. The obligation to be in the workplace is just two hours per week for
all career-track employees. Together with nine affiliates, Toyota also established the Toyota Female
Engineer Development Foundation with the aim of fostering and increasing the number of female
engineers in the manufacturing sector. The foundation offers female engineering majors financial
support and organizes events that give female science and engineering students an opportunity to
meet with female engineers who can serve as role models. Lectures on the rewards of an
engineering career are also given to secondary school students before they are confronted with the
choice of advancing in the humanities or sciences.

TOYOTA hISEBEHRASH

TOYOTA MOTOR CORPORATION
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Diversity & Inclusion: Fostering
an Openness to Differences
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With nearly half of the Nomura group employees being non-Japanese nationals from more than 70
countries, Nomura Securities’ diversity and inclusion initiatives are broad-based and go beyond the
promotion of women’ s career development. The company adopts both a top-down and bottom-up
approach, with initiatives being spearheaded by the Diversity and Inclusion Committee consists of
representatives from departments, the Diversity and Inclusion Department, and three employee
volunteer networks, one of which organizes events to increase support for multicultural values and
LGBT (lesbian, gay, bisexual and transgender) rights. Our training program covers diversity and

inclusion issues provided to all levels including junior to senior management. Through such efforts,
Nomura seeks to forge a corporate climate even more accepting of people with diverse backgrounds.
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~ KEIDANREN's Initiatives to Promote Women'’s Active Participation ~
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In April 2014 KEIDANREN published an “Action Plan on Women’ s Active Participation in the Workforce.” In line with this proposal, we are
encouraging the top corporate managers of our member companies to make a clear commitment to and display strong leadership in
promoting the fuller participation of women in the workforce. To demonstrate the firmness of that commitment both within and outside each
company, our members are being called on to formulate voluntary action plans on the promotion of women to managerial and executive
positions for publication on our website. A glance at the site shows that business are voluntarily setting targets in line with their particular
circumstances and are making wholehearted efforts to undertake initiatives to promote women'’s active participation.

We offer an extensive menu of support for companies. For example, KEIDANREN has established a “Women Executives Network” for
pioneering female executives, organizes “Diversity Management Seminars “ for corporate managers and diversity officials, offers preparato-
ry courses for women about to move into a managerial post, and fosters the development of female human resources in scientific and
technological fields under a joint government-business initiative.We will continue to support the voluntary initiatives of private enterprises to
enable all to play an active part in society and in the workplace.
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Ichiro ITOH

Vice Chair of the Board of Councillors
Chair of Committee on Gender Diversity
KEIDANREN

Chairman & Director
Asahi Kasei Corporation
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