
 I am Hisashi Yamane, general manager of the Administration 
Department.

 Today, I would like to talk about our personnel strategy. 



 These are the things I would like to discuss today. 





 As explained earlier by Mr. Furumiya, we have formulated a new 
personnel strategy and are reforming our operations in order to 
implement the key strategies in the Medium-Term Business plan.

 What the JR Kyushu Group aims to be is “A corporate group that 
invigorates Kyushu, Japan, and Greater Asia with safety and service as its 
foundation.” To realize this aim, we have established the “2030 Long-
Term Vision,” which states that “We will contribute to the sustainable 
development of Kyushu through city-building initiatives that leverage the 
distinctive characteristics of local communities, centered on safe and 
secure mobility services.”

 To realize “What We Aim to Be” and the “2030 Long-Term Vision,” we 
have formulated a personnel strategy that aims to promote the 
“development of human resources,” in line with one of our material 
issues, the “development of human resources, the source of value 
creation.” 





 For the “2030 Long-Term Vision,” first we formulated two policies for the 
realization of our Long-Term Vision.

 The first policy is “Implementing city-building initiatives for the realization 
of well-being, with consideration for changes in values.” 



 Our second policy is “Expanding areas we work in that contribute to the 
sustainable development of Kyushu.”



 Based on these two policies for realizing our 2030 Long-Term Vision, we 
have defined our human resource requirements and initiatives. We then 
have identified human resource issues that must be addressed in order 
to retain, develop, and attract the necessary personnel.

 For example, looking at our first policy for realizing our Long-Term Vision, 
of “Implementing city-building initiatives for the realization of well-being, 
with consideration for changes in values,” it is essential to maintain 
mobility services and promote further real estate development. To do so, 
we need to “develop personnel responsible for safety and service” and 
“develop and hire specialist personnel who can compete in the market.”

 Developing such human resources takes time and hiring them is difficult. 
Meanwhile, the environment surrounding human resources is also 
changing, and we face various issues of the human resources, such as a 
decrease in the number of students who wish to enter the Company, an 
increased number of young retirees, wages and benefits that lack 
competitiveness, and an evaluation system lacking in variety.



 To address these challenges and realize “What We Aim to Be” and the 
“2030 Long-Term Vision,” the Human Resources Strategy Committee, 
which is headed by the president, has met each month since April 2022. 
We have engaged in opinion exchanges with employees and conducted 
interviews with external stakeholders. After these repeated discussions 
from diverse perspectives, we have established two basic policies and 
four pillars of our personnel strategy.

 We have redefined the knowledge and skills of employees require to 
implement management strategies as “Soft skills” and “Hard skills.”

 Based on the two basic policies and four pillars, we are promoting 
various reforms and measures aimed at the Group’s growth by 
maximizing employees’ individual strengths.

 Next, I will talk about specific initiatives based on these four pillars.





 I will first explain the first of these four pillars, “Providing opportunities 
and support for motivated and capable employees to take on new 
challenges and grow.”

 To make work fulfilling for our employees and develop their soft and hard 
skills, it is important to provide opportunities and support for motivated 
and capable employees to take on new challenges and grow. For this 
reason, we are committed to enhancing employee career support and 
opportunities to learn and take on challenges that we offer to our 
employees.



 To cultivate people, we are promoting a future creation program, called 
HIRAMEKI.

 We solicit new business proposals and, if selected, we assign the person 
making the proposal to a project for that business or initiative. 

 We revamped the system in fiscal 2023, increasing the frequency of 
solicitation from once a year to twice, and we set up a dedicated app for 
employees to share ideas with each other. 

 Proposal content is brushed up through meetings with related 
departments and supporting companies during the selection process.

 In the first half of fiscal 2023, we received 45 applications. Five of these 
advanced to executive presentations after document and video 
screening. 



 Also, since September 2023, we have been holding career design training 
courses, targeting approximately 5,000 general employees. 

 The objective is to improve job satisfaction by clarifying the significance 
and value of one's own work, and creating a vision for one's future 
career.

 Instructors are two in-house trainers selected through open recruitment.



 Next, I will explain the second pillar, “Creating new value through the 
advancement of employees with diverse values and skills.” 

 We believe that in order for companies to flexibly respond to changes in 
the labor market and stakeholder needs and to continue to grow and 
evolve, it is necessary to create new value by facilitating the 
advancement of employees with diverse values and skills. 



 Regarding our recruitment, in 2023, we began full-scale hiring of working 
professionals. This fiscal year, we have hired 79, as of November 1. 

 In October, we revamped our program for hiring previous employees. We 
expanded the scope of applicability and began “Happy Turn Hiring.” This 
program sets up a recruitment window for those who have left JR Kyushu 
but wish to return to apply their skills. 

 For these incoming working professionals, we have introduced a follow-
up system that includes training at the time of hiring and a mentoring 
system to help them gain traction and play an active role. 



 Next, I will explain the third pillar, “Flexible evaluations and remuneration 
based on effort and results.”

 We have noticed issues such as our evaluations are too one-size-fits-all 
for this company’s wide range of businesses, there is too little feedback 
from evaluations and the feedback is not transparent enough, and 
conditions such as our wages are not as attractive as those at other local 
companies and organizations. That is why we have undertaken an 
amendments of our personnel and wage system. 

 In addition to revising wage levels and providing support for childcare 
and diverse work styles, we will ensure greater transparency about 
evaluations. Furthermore, through the early promoting of excellent 
employees and by providing flexibility in raises and bonuses, so that 
motivated and skilled employees can advance. 



 The main amendments to the personnel and wage system are as follows: First, 
the base wages will be increased by ¥20,000 to ¥30,000 depending on age, for 
the purpose of "retention and hiring of human resources through revision of 
wage levels, etc." This is an increase of approximately 12%.

 With the aim of "early promotion of excellent employees and flexibility in raises 
and bonuses, so that motivated and skilled can advance," we have eliminated 
the employment categories of general and specialist roles. We have also 
revised the conditions for promotion exam qualifications, such as the number 
of years of service, and implemented a system that allows for promotion based 
on ability and aspiration, regardless of educational background or employment 
category. 

 In addition, we will increase in raised and bonus percentage according to 
employee evaluations to provide variety in compensation. 

 With the aim of "providing support for employees raising children and offering a 
variety of work formats to make work more fulfilling for employees," we will 
review allowances and other benefits, increasing family allowance with an 
emphasis on children, and boosting childbirth bonus to support childcare. 



 Finally, I will explain the fourth pillar, “Advancing health management and 
creating environments that provide flexible work options based on 
employees’ stage in life.” 

 We will continue to work on building environment that are easy to work, 
so that each employee can choose a flexible work format suited to their 
lifestyle, given the changing in society and the diversification of values 
regarding work formats. 

 In addition, we promote the strategic implementation of health 
management initiatives, as health management for each of our 
employees is the foundation for employees to continue to actively engage 
in their work and give their job their best.



 As one system to facilitate diverse working styles, in April 2024 we will 
establish a new system that allows employees to limit the areas in which 
they work in accordance with their life stages, such as childcare and 
nursing care.

 The areas will mainly be around our headquarters and regional office 
locations. In principle, the period for limitation will be one year. 
Employees for which this limitation is applied will receive 90% of the 
base salary they would have received without area limitation. 

 With a view to implementation in April 2024, we began soliciting 
applications in October, which we are currently gathering. Employees 
who apply will be notified in February 2024 about whether their 
applications have been approved, and the system will go into effect in 
April. 



 Finally, I would like to discuss governance and risk management as it 
pertains to personnel strategy.



 With a view to reinforcing governance, in April 2023 we established the 
Human Resources Strategy Committee, chaired by the president and 
CEO, as a body to discuss personnel strategy on an ongoing basis. 

 Important matters discussed by the Human Resources Strategy 
Committee will be reported to the Board of Directors as necessary, and 
the Board of Directors will issue instructions on such matters. 



 We added new indicators to the non-financial KPIs set in the Medium-
Term Business Plan based on the two basic policies of the personnel 
strategy.

 The Human Resources Strategy Committee will check on KPI progress 
and initiatives and improve specific measures according to 
circumstances.



 In fiscal 2023, the Human Resources Strategy Committee is meeting 
monthly since April to confirm the state of progress on personnel 
strategy and the KPIs.

 The Human Resources Strategy Committee discusses the steps to be 
taken in response to the progress, and formulates various plans and 
reviews measures related to human resources.



 We will continue to utilize the Human Resources Strategy Committee to 
confirm and discuss the progress of specific initiatives and KPIs, and 
flexibly review specific measures and implement the PDCA cycle 
according to changes in the environment, the degree of penetration of 
various measures, and the state of progress. 

 In this way, we will steadily promote our personnel strategy and realize 
our 2030 Long-Term Vision and “What We Aim to Be.” 

 This concludes my explanation. 




