
▪ Assign people with the right capabilities to the right posts
(succession planning, executive training programs)

▪ Career support
(career seminars by age group, career interviews, career advisors)

Logic Tree for Enhancing Human Capital

The Asahi Group’s corporate value is underpinned by the capabilities of its personnel. The Group is working to 
enhance its human capital with a view to enhancing its corporate value going forward.
 Two measures are key to accelerating the enhancement of human capital. First, we must strengthen our 
human resource capabilities, which are the source of enhancing human capital, in terms of both quality and quan-
tity. Second, we must reshape our corporate culture, which is the foundation for enhancing human capital. We 
believe that these two measures will interact positively with each other as we vigorously implement each measure, 
thereby accelerating the enhancement of human capital.

Enhancing Human Capital is Vital to Sustained Growth

▪ Promote diversity
(women’s success, appoint foreign national employees, employ people with 
disabilities, people who are LGBT, etc.)

▪ Spur growth in multifaceted abilities
(Global Challengers Program, Cross-Industrial Exchange Training Program)

▪ Promote work-life balance, work style reforms
(super-flex-time, telecommuting, and various leave and holiday systems)

▪ Build healthy workplace environments
(health promotion system, stress checks, organizational behavior diagnosis model)

We are working to strengthen human resource capabilities, 
our first key measure, with a view to bolstering both 
the quality and quantity of these capabilities based on 
three approaches. The first approach is to maximize the 
capabilities of individuals and organizations. The Asahi 
Group considers that driving the growth of both employees 
and organizations will help to spur the growth of the 
Company as a whole. The second approach is to promote 
diversity. If we are to address the major changes reshaping 
our business environment globally and achieve innovation, 
we consider it essential to increase the number of talented, 
diverse personnel even further, while enabling them to 
demonstrate their capabilities to the fullest. Finally, the 
third approach is to develop work environments and 
optimize work styles as the foundation for the above two 
elements. It is critical to enable individual employees to 
lead vibrant, full lives both professionally and privately, 
according to their abilities and characteristics. Our mission 

is to develop workplace environments and optimize work 
styles so as to enable them to achieve this. We believe that 
therein lies our source of competitive advantage.
 The second key measure is to reshape our corporate 
culture. In the past decade, the Asahi Group has seen the 
size of its business expand as a large number of operating 
companies both in Japan and overseas have joined the 
Group. In this context, it is imperative for the Group’s 
corporate culture to evolve further based on the strengths 
and values the Group has developed to date. That is why 
the Asahi Group is working to share values and to pursue 
organizational capabilities and promote interdepartmental 
synergies in consideration of environmental changes in 
and outside the Company and the future direction of man-
agement. By working to make its corporate culture visible, 
the Group will also provide the support needed by every 
employee to continue scaling new heights, with a view to 
achieving the sustainable growth of the Group as a whole.

Key Initiatives

Encourage diversity

Maximize the capabilities 
of individuals and 

organizations

Develop workplace 
environments and 

optimize work styles

Share values

▪ Management communication
(monthly performance reports, corporate intranet pages, worksite visits)

▪ Monitor inclusion and penetration of various systems
(performance review criteria, 360° review, organizational behavior diagnosis model)

Pursue organizational 
capabilities and promote 

synergies between sections

Make the corporate 
culture visible

▪ Implement organizational behavior diagnosis model
▪ Promote PDCA cycles

▪ Share best practices internally
(publish examples on the corporate intranet, diversity communications, 
Research Activities for Business Reform)

Strengthen 
human resource 

capabilities
(the source of enhancing 

human capital)

Reshape corporate 
culture

(support for enhancing 
human capital)

Accelerate 
enhancement 

through mutual 
interaction

Enhance 
human 
capital

Enhancing Human Capital
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Specific Measures

Maximize the Capabilities of Individuals and Organizations

As the global business environment surrounding the Asahi 
Group changes at a growing pace, requirements for cor-
porate managers have become more complex and varied 
year after year. To ensure that the Group is able to adapt 
to these changes in the environment and achieve sustained 
growth, it has become imperative to systematically foster 
corporate manager candidates.
 Against this backdrop, in Japan the Asahi Group has 
been conducting the Asahi Executive Leader Program 
for personnel (ages 45 to 55) who will be charged with 

Global Leadership Development Program

The Global Leadership Development Program began in 
2014. For this approximately two-year program, the Group 
selected the first class of 10 members from among the gen-
eral managers of overseas operating companies through 
nomination by the President. Through the program, the 
Group is working to foster internal personnel by giving the 
participants a global perspective and outlook and bettering 
their understanding of the history, corporate philosophy, 
and other aspects of the Asahi Group. In addition, the pro-
gram is intended to provide participants with opportunities 
for robust networking, in tandem with understanding the 
perspectives and approaches of employees in different 
regions.

Asahi Executive Leader Program

Since 2013, directors or workplace managers are nomi-
nated as participants in the Asahi Executive Leader Program 
by the presidents and executives of various operating 
companies. This program is implemented with the objective 
of nurturing the participants’ ability to develop strategies, 
leadership abilities, and the ability to attain targets. At 
the same time, participants work to address management 
issues the Group currently faces, including developing 
strategies for globalization. The program has so far been 
attended by 28 employees. After completing the program, 
the participants have been assigned to positions where they 
can further hone their skills and gain experience through 
actual practice, in order to nurture candidates for future 
corporate management positions.

Number of Participants in the Asahi Executive Leader Program Number of Participants in the Asahi Next Leader Program

Asahi Next Leader Program

The Asahi Next Leader Program began in 2012. Under 
this program, the Group selects personnel who strongly 
aspire to become future corporate managers from among 
managers (aged 35 to 45) at operating companies in Japan 
through an open recruitment or nomination process. 
The Group has strengthened corporate manager training 
from a medium-term perspective primarily by enabling 
participants to carry out networking within the Group and 
obtain a diverse array of perspectives. The program has so 
far been held four times, and attended by 58 participants. 
The Group has created opportunities for the participants 
to expand their horizons by gaining practical experience 
through job rotations after completing the program.

administering the Group in the near future, and the 
Asahi Next Leader Program, which is a support program 
primarily for young managers. Moreover, the Group has 
been conducting the Global Leadership Development 
Program since 2014 to cultivate candidates for the next 
generation of corporate management at overseas operating 
companies. Through these programs, the Group is working 
to foster the next generation of candidates for corporate 
management who are able to take the lead in achieving 
sustained growth.

2013 2014 2015 Total
9 9 10 28

2012 2013 2014 2015 Total
14 15 14 15 58

• Executive Training Programs
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Policies

Encourage Diversity

Basic Philosophy

The Asahi Group believes that diversity in human capital 
creates intellectual diversity. This, in turn, fosters many 
different ideas, which generates innovation, ultimately 
leading to realization of the Group’s Long-Term Vision and 
improvement in the Group’s financial results. Therefore, 
the Asahi Group is striving to build a corporate culture that 
respects the diversity of its employees, enabling everyone 
to succeed regardless of their nationality, gender, age, 
disability, or other attributes.

Promoting Women’s Success

The Asahi Group is implementing measures to promote 
women’s success in line with the policies and targets set 
forth below. The Group has been concentrating its efforts 
on nurturing female leaders through conducting programs 
such as Women Leaders Training for line-manager class 
female employees in addition to the Asahi Next Leader 
Program for nurturing the next generation of managers of 
both genders.
 As a result, the Group appointed two new female 
officers in 2016, increasing the number of female officers 
in Japan from three to five.

· Enable greater participation by women in decision-making meetings (Corporate Strategy Board, etc.)
· Propose and pursue action plans tailored to each company’s circumstances
· Set numerical targets and implement measures to attain those targets

Innovation

Value cycle

Long-Term Vision

Af�liation Age Gender Nationality Disabilities etc.

Improvement in �nancial results

Resources
<Cultivating and

acquiring strength>

Synergy
<Synergy of value>

<Creating new value>

Diversi�cation of personnel        Intellectual diversity

 In recognition of these activities overall, Asahi Group 
Holdings, Ltd. was selected as a Nadeshiko Brand in 2016. 
The Nadeshiko Brand designation is a joint effort by the 
Ministry of Economy, Trade and Industry (METI) and the Tokyo 
Stock Exchange to select companies that have demonstrated 
superior performance in encouraging women’s success in the 
workplace. Looking ahead, the Asahi Group will continue 
to promote such success by 
supporting career development 
for female employees through a 
wide range of activities.

Targets for Ratio of Female Managers by 2021 (Ratio of Female Department Heads for Asahi Breweries, Ltd. only)

Basic Philosophy

Company Target (2021) Present status (as of December 31, 2015)

Asahi Group Holdings, Ltd. 20% 13.6%

Asahi Breweries, Ltd. 10% 3.5%

Asahi Soft Drinks Co., Ltd. 10% 5.5%

LB Co., Ltd. 10% 10%

Asahi Group Foods, Ltd. 20% 15.9% (as of March 31, 2016)

Asahi Calpis Wellness Co., Ltd. 15% 10.7% (as of March 31, 2016)

• Promote Diversity

Enhancing Human Capital
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Develop Workplace Environments and Optimize Work Styles

Share Values and Make the Corporate Culture Visible

Each year the Asahi Group conducts an attitude survey 
of approximately 9,000 executives and employees of the 
holding company and its major domestic subsidiaries. 
Specifically, we are utilizing an organizational behavior 
diagnosis model* to encourage staff to share our vision 
and corporate policies Group-wide and monitor their 
penetration. Through this survey, the Group is also striving 
to make its corporate culture visible, while reshaping it to 

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.

• Organizational Behavior Diagnosis Model Applied through an Attitude Survey

The Asahi Group is introducing and implementing various 
systems, including super-flex-time and telecommuting 
systems, with the aim of ensuring efficient work results by 
enhancing employees’ work-life balance and facilitating 
flexible work styles. However, to enable employees with 
limitations on their work hours to work enthusiastically, the 
Group must not only put systems in place, but must also 
change the consciousness of employees and increase the 
understanding of management-level personnel.
 Notably, Asahi Breweries, Ltd. is advancing measures to 
encourage changes in the consciousness of all employees. 
These measures include providing internal training seminars 
focused on the theme of approaching work by delivering 
results within a limited time frame, along with internally 
distributing a compilation of examples of best work practices 
to increase consciousness of efficient ways of working 
among employees.
 Through these and other initiatives, the Group has started 
to see positive results, such as an increase in the number of 
male employees using the Spouse Maternity Leave System, 
which allows employees to 
take up to five days off with-
out a reduction in pay. The 
Asahi Group will continue 
working to build a corporate 
culture where employees 
can demonstrate their 
abilities to the fullest at work 
while balancing involvement 
in their family lives.

Asahi Breweries, Ltd. is strengthening mental health 
initiatives by conducting company-wide stress checks and 
stepping up efforts for early detection and treatment of 
disease by expanding the age groups subject to full physical 
check-ups. Moreover, Asahi Breweries has established a 
system to address health issues and employees’ health- 
related needs at its workplaces. Measures include entering 
into medical consultation agreements with psychiatrists 
in around 20 locations including factories and main sales 
offices across Japan, and enhancing the health guidance 
framework for employees by increasing the number of 
nurses at major sales offices nationwide.
 In recognition of these activities, Asahi Breweries 
was included for a second straight year in the Health 
and Productivity Stock Selection, a joint undertaking by 
METI and TSE. In parallel, sales per 
employee for the entire organization 
improved by approximately ¥10 
million from 2011 to 2014 due to a 
reduction of approximately 40% in 
the number of employees on long-
term absences or leave.

• Promote Work-Life Balance and Work Style Reforms • Building Healthy Workplace Environments
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enhance its human capital faster. This involves identifying 
the issues facing individual workplaces and the Company 
as a whole and formulating specific countermeasures. By 
doing so, the Group is bolstering support for the strength-
ening of its human resource capabilities, which is the 
source of corporate value enhancement over the medium 
and long terms.
* Model developed by Michael L. Tushman, PhD.

*  The ratio of male employees who took leave 
to male employees whose spouses gave birth.
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