
Basic Policy on Personnel Management
Human resources underpin the corporate activities that form 
the foundation of the Asahi Group’s corporate culture of 
taking on the challenge of innovation. Enhancing this human 
capital is absolutely vital to the sustained creation of 
corporate value. We must evolve into an organization capable 
of competing globally by sharing this corporate culture that 
we have fostered with business companies inside and outside 
Japan and integrating the value systems of individual companies.

In accordance with its Basic Policy on Personnel 
Management, the Asahi Group will be seeking to enhance 
human capital through a variety of approaches, among  
them promoting diversity, fostering management and  
global human resources, and creating pleasant  
workplace environments.

The Asahi Group recognizes the importance of further harnessing women’s potential to maintain and increase the vitality 
of companies in the midst of concerns about labor shortages stemming from Japan’s declining birthrate and aging 
population. Hence, we have been striving to create a work environment conducive for women and to broaden their 
opportunities for success in line with the following three guidelines:

We have set, and are working toward, the targets for 2021 listed below.

 Promotion of Diversity

<Efforts to Promote Women’s Success>

Basic Philosophy

Targets

Enhancing Human Capital

1   Enable greater participation by women in decision-making venues (Corporate Strategy Board, etc.)

2   Propose and pursue action plans tailored to each company’s circumstances

3   Set and attain numerical targets

 We will respect every Asahi Group employee’s 
character, individuality and rights

 The Asahi Group will fully support those who 
are challengers and innovators, as the utmost 
source of the Group’s development is the 
development of its employees.

 We will support a healthy work-life balance 
suited to the differing values and life plans of 
individual employees

Company Target Present Status

Asahi Group Holdings, Ltd.
• Increase the ratio of women holding managerial positions to 20%
• Appoint women as internal officers (corporate officer or senior officer) 

• Ratio of women holding managerial positions: 13.8% 
• Number of female officers: 1 (outside director)

Asahi Breweries, Ltd.

• Increase the ratio of female department heads to double digits (10% or higher)
• Appoint women as officers (corporate officer or senior officer)
* “Department head” refers to line managers with one or more subordinates or 

department-level managers under internal standards

• Ratio of female department heads: 3.1%
• Number of female officers: 0
* As of September 2014

Asahi Soft Drinks Co., Ltd.
• Increase the ratio of women appointed to managerial positions to 20% from 2021 onward
• Appoint two women as corporate officers or senior officers

• Ratio of women holding managerial positions: 3.2% 
• Number of female officers: 0

Calpis Co., Ltd.
• Increase the ratio of women holding managerial positions to 20%
• Appoint women as officers (corporate officer or senior officer)

• Ratio of women holding managerial positions: 13.5%
• Number of female officers: 0

LB Co., Ltd. • Increase the ratio of women holding managerial positions to 10%
• Ratio of women holding managerial positions: 7.7%
• Number of female officers: 0

Asahi Food & Healthcare
Co., Ltd.

• Increase the ratio of women holding managerial positions to 30%
• Ratio of women holding managerial positions: 14.0%
• Number of female officers: 0

Wakodo Co., Ltd.
• Increase the ratio of women holding managerial positions to 25%
• Appoint a new female officer (executive officer)

• Ratio of women holding managerial positions: 21.5%
• Number of female directors: 1

Amano Jitsugyo Co., Ltd. • Increase the ratio of women holding managerial positions to 5%
• Ratio of women holding managerial positions: 1.5%
• Number of female officers: 0

* As of December 31, 2014
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Case 1: Conducting “Women Leaders Training” Case 2: Introducing new working styles

In February 2015, Asahi Group Holdings, Ltd. introduced 
super-flex-time and telecommuting systems in its head office 
sections to further improve operational efficiency through 
flexible work patterns. Earlier it had implemented a flex-time 
work system based on a core time slot, but switching over to a 
super-flex-time system with no core time slot has given 
employees a still greater degree of freedom in their ways of 
working and established a conducive working environment for 
employees with limitations on their work hours due to 
childcare, family care or other reasons.

As of 2014, a telecommuting system had been introduced at 
the R&D sections of Asahi Group Holdings and Asahi 
Breweries, Ltd., as well as at Asahi Soft Drinks Co., Ltd., and LB 
Co., Ltd., but it has now introduced this system at all 
workplaces at Asahi Group Holdings to extend its applicability.

Close-up

The Asahi Group conducts a variety of seminars and training to 
support the career development of female employees, and in 
December 2014 it organized a program entitled “Women 
Leaders Training.”  The keynote speech on “Women Stepping 
Up” by Mariko Bando, Outside Director at Asahi Group Holdings, 
was followed by presentations from Yuko Osame, Director at 
Wakodo, and other executive-class women active in the 
business community as well as by panel discussions.  The Group 
intends to hold other training 
programs for women leaders 
as necessary to supply the 
catalyst for department 
head-level female managers 
to succeed as leaders in 
propelling the Group forward.

The Asahi Group believes that creating a workplace environment 
that enables a broad range of different individuals to utilize their 
skills and aptitudes to the fullest is essential for sustained 
company growth. To that end, the Group as a whole is working to 
create a corporate climate in which the diversity of employees is 
respected and in which they can play active roles irrespective of 
differences in such attributes as nationality, gender and age. To 
encourage the utilization of a diversity of human resources 
throughout the Group, the Group Diversity Promotion Office was 
established in April 2014 with the aims of expanding 
employment and career opportunities for women, foreign 
nationals, persons with disabilities, mandatory retirees and 
others, and further improving corporate value.

Concurrently, the Group Diversity Promotion Council was 
launched as a venue for regular exchanges of opinions in order 
to share diversity-related policies and measures adopted by 
Group companies.

The Group has sought to create a better working environment 
for women by putting in place childbirth, childcare, and family 
care support systems, and since July 2014 has actively 
appointed women to executive and managerial positions in 
Group companies. Efforts tailored to the specific 
circumstances of individual companies have been undertaken 
to increase the ratios of women executives and managers, 
including introducing flexible work styles, improving 
awareness among both male and female employees, and 
increasing the absolute number of female employees.

Within the Asahi Group, Mariko Bando serves as an outside 
director at Asahi Group Holdings, Ltd., and female executives 
are playing active roles at Wakodo Co., Ltd., and overseas 
Group companies.

<Concrete Efforts to Promote Diversity>

Launch of Group Diversity Promotion Office and 
Group Diversity Promotion Council

Support of Career Development for Female 
Employees

Dimensions of 
specific measures Directions of specific measures

Flexible work styles 
(both men and women)

Making work times flexible
Making work places flexible

Improving awareness 
among male employees

Providing information on the significance of 
promoting diversity
Fostering understanding of career-related 
problems unique to women

Improving 
awareness among 
female employees

Providing information on the significance of 
promoting diversity
Fostering understanding of career-related 
problems unique to women
Offering opportunities to interact with a variety 
of women

Increasing the absolute 
number of female employees

Increasing the number of women hired

Perspectives on career development measures for female employees

Group Diversity Promotion Council
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 Human Resources Development

<Programs for Training Next-Generation 
Corporate Managers>

Asahi Executive Leader Program

Asahi Next Leader Program

As the environment surrounding the Asahi Group changes 
with mounting speed, increasingly complex and varied 
demands are being made of corporate managers. Accordingly, 
we have been implementing stage-by-stage training 
programs and systematically fostering the corporate 
managers who will take the lead in achieving sustained 
growth for the Asahi Group.

To cultivate the next generation of corporate managers, we 
have conducting an Asahi Executive Leader Program to 
nurture in executive candidates who will be charged with 
administering the Group in the near future the strategy-
building, leadership, and goal-setting capabilities needed by 
company managers, and to teach them about corporate 
management and our overall value chain.

The Asahi Next Leader Program is designed to foster 
corporate managers from a medium- to long-term perspective 
by providing young managers aspiring one day to become 
corporate managers with opportunities to acquire 
knowledge and experience not ordinarily available in the 
course of their normal work as well as suitable knowledge and 
experience that ought to be acquired prior to becoming a 
corporate manager.

Global Leadership Development Program

We started the Global Leadership Development Program in 
2014 to cultivate candidates for the next generation of 
corporate management at overseas business companies. This 
program is designed to help participants strengthen 
leadership skills needing improvement and acquire the 
perspective of a global leader in order to foster internal 
personnel with a global perspective by bettering  
their understanding of the Asahi Group’s history and 
corporate philosophy.

The Program also provides participants with opportunities 
for robust networking through communication with 
colleagues working in a variety of countries, helping them to 
understand the importance of accepting diversity and 
allowing them to share the experience and knowledge they 
have accrued thus far.

Comments from Participants

 We were able to learn systematically about the 
Asahi Group’s leadership vision, the corporate 
strategy to be pursued globally, and the approaches 
for achieving those.

 We had an opportunity to think about how we 
should contribute to the Asahi Group’s corporate 
strategy.

 We were able to learn about Asahi’s values and 
history as a company.

 I felt that the Company requires leadership 
accepting of a diversity of cultures such as those in 
in Japan, Australia, New Zealand and Malaysia.

 We learned about the important qualities required 
of a leader, which include not only persuasiveness 
and authority but also the branding demanded of 
truly outstanding personnel.

<Young Employee Training Programs>

“Knight-Errantry” Training

“Knight-errantry” training enables young employees to learn 
ideas and concepts from a variety of angles by gaining 
experience through operations inside and outside their 
companies beyond the scope of their current job, workplaces, 
and companies.

Scene during training
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We offer “in-house knight-errantry” programs in Japan in 
which employees train in a different organization within the 
Company, as well as “outside knight-errantry” programs in 
which employees are temporarily assigned for a period of one 
year to a company in a different industry sector to gain 
on-the-job acquaintance with different cultures and ways of 
work. These training programs help young employees to 
reflect on their own work and encourage them to develop 
their future careers.

Since 2010 we have also been implementing the Global 
Challengers Program to systematically and continually from 
an early stage train human resources capable of playing active 
roles globally. Under this program, about ten employees are 
dispatched each year to Group subsidiaries overseas to 
benefit from work experience overseas enabling them to 
improve their English-language ability in a business context 
and to learn about different meeting/work processes  
and perspectives.

 Creation of an Ideal Workplace Environment

<Career Support Systems>

Brother/Sister System

Asahi Breweries, Ltd., has set up a system whereby senior 
colleagues known as “brothers” and “sisters” provide work-
related guidance to help new employees find their feet in 
their first four months with the company. One feature of this 
system is that the selection of these “brothers” and “sisters” via 
open recruitment has the benefit of accelerating the growth 
not only of the new employees but also of the ambitious 
young employees responsible for providing the guidance.

Career Advisor System

We arrange opportunities for employees in their second or 
third years with the Company for face-to-face consultations 
with Group mandatory retirees who have signed agreements 
to serve as career advisors and offer advice on work 
approaches and career design. By arranging meetings not 
only with the younger employees but also their superiors to 
support superior-subordinate relations as well, we are 
proactively fostering human resources responsible for a 
corporate climate of taking on the challenges of innovation by 
helping them understand the importance of undertaking 
work and improving their motivation.

<Employee Attitude Survey>

Overview of Attitude Survey

Each year the Asahi Group conducts an attitude survey of 
approximately 9,000 executives and employees of major 
domestic subsidiaries to better foster a corporate culture of 
taking on the challenge of innovation. In particular, we are 
utilizing an organizational behavior diagnosis model* to 
encourage staff to share our vision and corporate policies 
Group-wide. Employing the survey results to determine the 
issues facing individual workplaces and the Group as a whole 
and to formulate specific countermeasures that imbue 
organizations and workplaces with greater vitality will help us 
reform our corporate climate to realize sustained 
improvement of corporate value.

(Survey framework)
The organizational behavior diagnosis model is a survey 
method based on the idea that it is important for employees’ 
views on operations, structure, human resources and 
organizational culture—the elements in organizational activity 
that produce plans/strategies and results/accomplishments 
suited to the business environment—be formed in a well-
balanced manner. In keeping with that idea, we conduct 
employee attitude surveys on the key elements of environment, 
leadership/management, strategy, operations, structure, human 
resources, organizational culture, and results/achievements.

* Model developed by Michael L. Tushman, PhD. To make a copy of the model, a license 
agreement has been signed with Business Consultant Co., Ltd. All related rights are reserved.

Global Challengers Program
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