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Initiatives Aimed at Regional Revitalization
Idemitsu positions the creation of next-generation businesses that help solving social issues as an important management issue and is working to co-create solutions closely attuned to local issues in not just energy but also transportation,
welfare, industry, the environment, personnel training, crime and disaster prevention, and tourism.
With its apollostation service stations, Idemitsu aims to create an ecosystem that provides not only conventional
fueling and car care services, but optimized services that address specific local challenges, thereby evolving and transforming service stations into next-generation yorozuya (one-stop shop) for a new era that enrich the lives of local
residents—a concept we call the “smart yorozuya”.

Crime and
Disaster
prevention

The Group is using digital technologies to synergize assets and services inside and outside the Group to maximize customer value.
We aim to help enhance consumer’s QOL and stimulate local communities as a one-stop shop that connects with
local problems through various business modules (systems and functions) to offer comprehensive solutions.
To date, we have collaborated with startups to conduct pilot tests of comprehensive mobile “Brain Checkup” and
personalized food delivery services (shared kitchens).

We offer mobility-related solutions

Transportation connected to solving issues related to

Transportation
Tourism

Spread of the Digital Ecosystem

Nursing
care
Service

local secondary transportation.

Welfare

Local
Communities
Energy

Welfare

To enhance the quality of life (QOL) for
seniors and people with disabilities, we aim
to develop and introduce new services.

Energy

We will solve issues related to the life
cycle of energy and encourage local
production and local consumption.

Industry

We aim to expand local employment by
commercializing individual solutions.

Data
centers

Green
hydrogen

VPP

EV
charging
MaaS
stations

Ultracompact
EV/MaaS

MRI health
checkups

We aim to introduce sustainable mea-

Shared
kitchens

Environment sures to reduce environmental burden
through various pilot tests.

Human
resorces
development

SS
logistics
bases

Human
We strive to train personnel who can
sustainably operate business through educaresorces
development tion in the energy and environment field.

Industry
Environment

Crime and
Disaster
prevention

We offer solutions related to crisis
prevention.

Tourism

We contribute to the stimulation of
tourism and enhance the convenience
of mobility services.

Idemitsu
Core

AND WASH
(carwash)

Comprehensively
realizing services
with high customer value

Autonomous
distribution

Renewable
energy

Multi-purpose modules
Agrichemical
spraying by
drones

• On-demand
• Seamless
• Personalized

Mobility and Community Bases, “Smart Yorozuya”* Concepts
In the revisions of the Medium-term Management
Plan, Idemitsu outlined a “Smart Yorozuya” with the
aim of evolving the apollostation network into smart
one-stop shops for a new era that enrich the lives of
local residents. We partner with around 6,300
energy supply bases nationwide and the dealers
who operate them with the aim of building an ecosystem that solves unique local issues through the
internal and external co-creation of value.
Through an OMO (Online Merges with Offline)
platform, we provide various services to necessary
places at necessary times and thereby comprehensively solves local problems and contributes to the
enhancement of consumers’ QOL and stimulation
of local communities.

■

The “Smart Yorozuya” Concept

* Yorozuya is a traditional Japanese word that indicates a One-stop shop
that solves problems that are closely related to the region. Smart Yorozuya is a modern version of it.
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Initiatives Aimed at Regional Revitalization
Established Idemitsu Tajima EV Corporation
In April 2021, Idemitsu and Tajima Motor Corporation established Idemitsu Tajima EV Corporation to develop next-generation mobility products and services and to work toward solving mobility-related social issues.
Combining Idemitsu’s service station network and materials development technology with Tajima Motor’s vehicle
design technology, Tajima EV Corporation will provide a totally new category of mobility, centered on ultra-compact EVs,
to meet latent mobility-related needs.
In addition to developing EVs, Idemitsu Tajima EV will engage in operations involving solar-powered electric vehicles;
applications for next-generation batteries; the development of automated driving, green slow mobility solutions, and new
subscription and car share models; the establishment of MaaS-related digital platforms; and the creation of a mobility-related recycling system.
Going forward, the new company will also engage in efforts to develop new mobility services, including those combining electric power sales at service stations with ultra-compact EVs, a framework to monitor elderly users’ driving
status, a decentralized energy system that treats each vehicle as a rechargeable battery, and a vehicle and battery recycling system.
■

Expanding mobility services from service stations
Financing
Subscriptions

Payment
in full

Payment in
installments

Carshare

Reservation
system
Voice
Local
adverti- notifications
sements

Monitoring
services

Rent

Communicate

Data
analysis

Supply

Two-Way
Digital Platforms

Recover

Microgrid

Accident
response

Insurance

Suited to
business

Add

Connect

Repair

Disaster
response

Prepare

GAS

Performance
maintenance
Revitalizing
functions

Maintenance

Ultra-Compact EV developed by Idemitsu
Tajima EV Corporation

Charging and
storing power

Pay

Variable
period
renting

■

Petroleum products
Fuel supply
Electric power and nextHydrogen supply
generation energy

Preferential
enhancements

Custom

Batteries
Vehicle
frame

Recycling

Concluded a Comprehensive Partnership Agreement with Ichihara City in Chiba Prefecture
Contributing to the environment and regional revitalization through ultra-compact EVs and other advanced
technologies
In April 2021, Idemitsu and Ichihara City concluded a comprehensive partnership agreement with the purpose of partnering and collaborating in fields that contribute to regional revitalization, such as tourism and industry. Under this new
agreement, we are rolling out into Ichihara the Auto Share car sharing service, which offers ultra-compact EVs that
Idemitsu has been pilot testing.
Idemitsu is promoting this initiative to maximize local tourism assets in collaboration with SmartDrive Inc., which
offers services using mobility data, and Nightley Inc., which offers solutions supporting regional vitalization using locational big data and analysis technologies. We are working to promote tourism in Ichihara by combining vehicle location
data and social media data posted by tourists to take measures that ensure the smooth transportation of tourists and
help guide them to hard-to-find famous locations and tourist spots.

Joint Research Aimed at Solving Local Issues at Tanegashima Selected as a Development Project under the JST’s Program on Open Innovation Platform for Industry-Academia Co-Creation
In December 2020, Idemitsu launched an initiative involving a local innovation ecosystem research center for the recycling of resources in the Tanegashima region of Kagoshima. The research initiative is being conducted jointly by industry,
academia, and government and was selected as a development project (co-creation field) under the Program on Open
Innovation Platform for Industry-Academia Co-Creation (COI-NEXT) of the Japan Science and Technology Agency (JST).
Joint research is being conducted in collaboration with multiple institutions, with Tokyo University being the main
representative, and aims to realize a vision based on the SDGs. Using a backcasting method involving industry, academia, and government co-creation, we strive to not only solve the increasingly complex local issues of Tanegashima but
also roll out this initiative to other regions and realize this vision.
The JST’s COI-NEXT is aimed at achieving a vision for society in the future (the center’s vision) based on the SDGs.
This initiative promotes co-creation with municipalities, citizens, and other diverse stakeholders based on industry-academia collaboration centered on universities as well as R&D aimed at realizing concrete, achievable targets.
The initiative selected comprises joint research with participating institutions under the center’s vision, “industry-academia-government co-creation that develops systems for recycling local resources in an innovation ecosystem based
on conceptual ideals, reasoning, and emotion.” These efforts are centered on Nakatane-cho and Minamitane-cho in
Nishinoomote City, one of the specific areas in which the COI-NEXT activities are being carried out.
Through this initiative, Idemitsu aims to work with participating institutions to test and roll out co-created solutions
that are effective at solving local issues. We will contribute to local communities in the fields of mobility and distributed
energy by leveraging our knowledge related to local issues accumulated through the operation of our service station
network comprising around 6,300 locations nationwide as well as our alliances with dealers who develop business
rooted in local communities.

Concluded a Co-Creation Alliance Agreement with Saitama City to Realize a Zero-Carbon City
In June 2021, Idemitsu concluded an alliance agreement with
Saitama City to promote the use of renewable energy to realize a
zero-carbon city (net zero carbon dioxide emissions by 2050).
Under the agreement, Idemitsu and Saitama City are cooperating in environmental and energy fields to promote the use of
renewable energy within the city. We plan to develop services to purchase post-FIT (feed-in tariff) electric power generated by the city’s
households and conduct maintenance on solar power systems. In
addition, we will promote the local production and consumption of
energy as we consider using the city’s post-FIT electric power and
renewable energy resources at Saitama’s facilities and Idemitsu’s
service stations under the new apollostation brand. As our affiliate
Solar Frontier K.K. and NEDO* conduct joint research, we will study
the application of solar panel recycling technologies and aim to realize a recycling-based society, or, in other words, a local recycling
co-existence zone.

■

Agreement signing ceremony

*New Energy and Industrial Technology Development Organization
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Initiatives Aimed at Regional Revitalization
Participating in the Wood Biomass Use Promotion Council of Shunan City, Yamaguchi Prefecture

Launched “Aizu Revitalization Center”, an open innovation base in Smart City Aizuwakamatsu

Testing and Promoting the Use of Wood Biomass to Encourage the Local Production and Consumption of
Energy and Revitalize the Forestry Industry

Collaboration under industry-academia-government-private partnership on the data linkage platform by
utilizing ICT in the fields of circular economy, distributed energy, and mobility

In January 2021, Idemitsu participated as a member in the Wood Biomass Use Promotion Council started by Shunan City
in Yamaguchi Prefecture. The council promotes the use of domestic wood biomass through pilot tests with the purpose
of encouraging the local production and consumption of energy and revitalizing the forestry industry by leveraging the
unique characteristics of Shunan City, which possesses both a wealth of forestry resources and biomass power generation facilities.
The council is studying expanding the use of domestic biomass in cooperation with participating companies and
institutions through pilot tests using wood biomass from fast-growing trees in some of Shunan City’s forests. In addition
to the shorter timelines and lower costs entailed in producing biomass from fast-growing trees, we expect lower transport costs thanks to the close proximity of local forests and consumption areas. Shifting to fast-growing trees will also
contribute to the circular use of forest resources and the revitalization of the forestry industry.
In addition, based on these pilot tests, we aim to expand the production of wood biomass from fast-growing trees
into other areas within the city. We will also discuss methods of using domestic wood biomass.
With the aim of supplying lower-carbon energy, Idemitsu is constructing biomass power plants on the sites of
decommissioned refineries at the Tokuyama Complex.
Going forward, Idemitsu and the Tokuyama Complex will work with Shunan City to promote the use of renewable
energy and establish a local production and consumption model for energy.

In January 2021, we launched the open innovation base Aizu Revitalization Center in the ICT office building, “Smart City AiCT”, located in
Aizuwakamatsu of Fukushima Pref.
Aizu Revitalization Center is aiming to create new service models
for local community by using ICT with opt-in type citizen participation on the data linkage platform (city OS) with University of Aizu
specializing in computer science, companies located in AiCT, and
local companies including our subsidiary, Wakamatsu Gas Co., Ltd.,
and Idemitsu dealers.
Specifically, we will run the projects to seek for the opportunities
of next-generation business development with utilizing ICT and data
in the area of mobility, distributed energy, circular economy, etc. In
near future, we will build data driven business model with city OS,
and contribute to development of safe, secure and comfortable community as well as creation of local employment.

Current State
Regarding cypress and cedar, the
thick truck sections are used to
make higher-value products like
construction materials and paper.
■ The roots, branches and other
parts unable to be used for
materials are used for biomass.
■ It takes over 45 years of care to
grow a highly valuable tree
■

Biomass
Paper
Plywood

Lumber

Biomass

■

■

■

We plant forests with the intention of using the entire tree as
biomass
We study reducing growing costs
by omitting undergrowth removal,
branch pruning, and tree thinning.
We test growing fast-growing
trees like the Chinese fir and
other varieties that are expected
to grow in a short period of time
suited to Shunan City.

Illustration of the completed biomass power
plant at the Tokuyama Complex site

Location: 2200 Shingu-cho, Shunan-city, Yamaguchi
(within the grounds of Idemitsu’s Tokuyama Complex)
Generation capacity: 50 MW
Fuel: Wood pellets, palm kernel shells
Start of commercial operation: Fiscal 2022

Smart City AiCT

Started Demonstration Experiment of Energy Management System Linked with Vehicle
Management System at Kunitomi Town Hall

Pilot Test Business
■

■

Aiming to reduce energy costs and environmental burden and enhance resilience to disasters

Biomass

In October 2021, along with Nihon Unisys, Ltd. and SmartDrive Inc.,
we have started a demonstration experiment for the purpose of constructing a system that contributes to reducing energy costs and
environmental load and improving resilience in the event of a disaster
on the site of the Kunitomi Town Hall in Kunitomi Town, Miyazaki
Prefecture, which is working to popularize renewable energy as a
"town development that is friendly to people and the environment”.
The three companies are aiming to realize local production for
local consumption of energy and low carbonization together with
local government by utilizing their respective knowledge.
In this demonstration experiment, a solar power generation
system, three EVs for public vehicles, vehicle management system
for EV reservation management and vehicle information acquisition,
multiple storage batteries, EV charger/ discharger, EV charger have
been installed on the premises of the Kunitomi Town Hall.
Then, we introduce an energy management system that controls
these resources comprehensively from a remote location to optimize
energy use.
By creating and operating an optimal charge / discharge plan for
storage batteries and EVs, we will be able to reduce the power costs
and CO2 emissions of the Kunitomi Town Hall.
In addition, we will verify the optimal operation of the power
supply from the storage battery and EVs in the event of a power
outage due to a disaster, etc., and consider the business model.

■

Concept diagram of collaboration between
Idemitsu, Nihon Unisys, Ltd., and SmartDrive Inc.
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Respect for Human Rights

Pilot Test of First-in-Japan Mobile Brain Check Medical Service

Action Mindset

Bringing advanced preventive care to local residents

The Idemitsu Group has established the Action Mindset,
which is the basis for all employees’ attitudes and actions
to be taken. Believing in the limitless possibilities of
human beings, we strive to grow by constantly increasing
each other’s potential and abide by the following five pillars: “Independence & Autonomy,” “Innovation,”
“Co-creation,” “Health & safety,” and “Integrity.”
All employees shall strive to deepen understanding
of the Action Mindset and various policies, take pride in
being a member of the Group, be aware of their responsibilities, and conduct fair and transparent corporate
activities.

From June to July 2021, Idemitsu and SmartScan, Inc. used a pilot
test of a mobile brain check neurological screening service—the first
in Japan—using a trailer containing an MRI machine in Toin-cho,
Inabe-gun, Mie.
Early detection and treatment is vital to addressing sudden-onset cerebral disorders that are caused in part by lifestyle-related
diseases, such as high blood pressure and diabetes. As such, the
importance of preventive care has been attracting increasing attention in recent years. Periodic brain screenings are an effective tool for
cerebral disorder prevention, but these screenings are only available
at clinics equipped with advanced MRI machines.
Idemitsu and SmartScan are using a mobile trailer containing an
MRI machine to offer brain check services requiring less time and at
lower cost (approximately half the cost of ordinary brain check services) in areas that are far from existing brain check facilities.
By providing advanced preventive care, Idemitsu and SmartScan aim to contribute to the health and safety of people living in
regional areas. We are examining ways to improve the service and
offer it in more areas going forward.

■

MRI machine trailer
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Independence
& Autonomy
We are pro-active
and resourceful.

Co-creation

Innovation

We recognize that
We continuously
diversity and
challenge the
inclusion foster
status-quo with
We believe in the infinite a future focus.
excellence.

Growth

potential of our people
and support each other
with personal
growth.

Health & Safety

Integrity

We prioritize
health and
safety.

We act with humility,
upholding high
ethical standards.

Human Rights Policy
Senior Citizen Healthcare Business
Since forming a capital and business alliance with REHA CONTENTS Co., Ltd. in March 2018, Idemitsu has been promoting the development of directly-operated and franchised senior day service facilities to support autonomous
lifestyles. In April 2021, Idemitsu acquired all shares of QLC Produce Corporation, making it a subsidiary.
We are also entering new businesses in areas covered by nursing care insurance and developing services not covered by insurance, aiming to establish a comprehensive care system that allows seniors to maintain their desired
lifestyles.

Future Concepts Using Drones
Through our last- mile pilot test project for distribution using drones, we are working to study the feasibility of using
service stations as logistics centers.
Drone technology is expected to be used in a wide range of fields, including area monitoring and infrastructure and
factory inspection, in addition to distribution.
In the near future, we envision using services stations as drone maintenance hubs to support the widespread adoption of drone technology.

Idemitsu Group Human Rights Policy
The Group formulated the Idemitsu Group Human Rights Policy in 2019 and declared its respect for internationally recognized human rights as set out in the Universal Declaration of Human Rights and the ILO Declaration on Fundamental
Principles and Rights at Work, as we conduct business both in Japan and worldwide. In addition, in line with the United
Nations Guiding Principles on Business and Human Rights, we codified conducting human rights due diligence in our
policy and launched specific initiatives in fiscal 2020. We clarified nine human rights priority issues and promoted
in-house awareness-raising activities. We established a reporting and consultation desk for executives and employees
to respond to violations of the code of conduct, overt or potential, including matters related to human rights. We established a desk for stakeholders to report concerns regarding business activities. These and other human rights-related
initiatives are regularly disclosed on our website.

Idemitsu Group Human Rights Policy

https://sustainability.idemitsu.com/en/themes/201
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Respect for Human Rights

Top Commitment Related to Human Rights

Human Rights Priority Issues

The Group designated “Respect for Human Beings” as its principle of management and has practiced “people-centered management” consistently since its founding. Essentially, respect for human rights is an
indispensable foundation of management and should be prioritized in all decisions and actions. We have made
this the Idemitsu Group Basic Human Rights Policy, which all executives and employees comply with.
Based on this policy, we continually address global human rights issues while referencing the cultures,
customs, and social norms of different countries and regions. In addition, in response to human rights issues
faced by the Group’s affiliates and supply chain in Japan and overseas in recent years, we have focused our
efforts on conducting human rights due diligence and identifying where human rights violation risks exist within
the Group and at relevant suppliers. We are also strengthening our efforts to mitigate risks and build a rescue
mechanism.
Moreover, we formulated the Compliance Code of Conduct to instill and promote a compliance mindset
within each employee working around the world, including in Japan and overseas. The code clearly states that
we will create a sound and appropriate workplace free from harassment that accepts diversity in such areas as
race, nationality, and gender and that does not tolerate any kind of human rights violation.
We regularly disclose to stakeholders these kinds of human rights-related initiatives and actions.
President and Representative Director
Idemitsu Kosan Co.,Ltd.

Shunichi Kito

(1) Promotion of Diversity
The Idemitsu Group has outlined a policy of continuous striving to create new value with customers and stakeholders while
working to achieve harmony with the environment and society based on diversity and inclusion. We formulated the
Idemitsu Group Diversity & Inclusion Policy and are instilling it in-house.
(2) Prohibition of Forced Labor
The Idemitsu Group’s policy is to not use, support, or profit from forced labor. When simply compliance with Japan’s forced
labor-related regulations is insufficient, we will consider international standards.
(3) Prohibition of Child Labor
The Idemitsu Group does not employ children. In addition, we do not employ young people in hazardous work.
(4) Prohibition of Discrimination
The Idemitsu Group definitively respects the basic human rights of all people and strives to be a company where no action
is taken that infringes the dignity of individuals, such as unfair discrimination.
(5) Prohibition of Harassment
The Idemitsu Group prohibits all forms of harassment, including sexual harassment, power harassment, speech that makes
others degraded, and physical and mental harassment.
(6) Freedom of Association and Recognition of the Right to Collective Bargaining
The Idemitsu Group respects employees’ freedom of association, their freedom to join a labor union, and their right to collective bargaining.
(7) Maintaining Our Working Environment
The Idemitsu Group complies with the labor-related laws and regulations of countries around the world, including those
concerning minimum wage and appropriate working hours. In addition, we strive to create a work environment where
everyone can work easily with regard to employee health and safety.
(8) Land, Water, and the Use of Natural Resources
When dealing with the purchase, lease, and other use of land in the countries and regions where the Group conducts business, and when purchasing natural resources, the Idemitsu Group mitigates the impact of its acquisition of land on the
environment and society. We pay attention to the rights of local residents who use or live on the land. In particular, we work
to ensure there is no impact on the living standards of those requested to vacate a property.
In addition, we work to prevent soil and water pollution to ensure the Group’s businesses do not inhibit the safe and
hygienic use of water by local residents.
(9) Respect for the Rights of Indigenous Peoples
In the countries and regions where the Group conducts business, the Idemitsu Group respects indigenous people’s cultures, spiritual traditions, and their unique rights based on history and philosophy. In addition, if there is a possibility that
the Group’s business expansion could have a negative impact, we work to avoid or reduce and minimize that negative
impact.
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Respect for Human Rights

Promotion System

Conducting human rights due diligence

The Group is working to promote human rights initiatives in line with its stance on the three lines of defense.
As the first line of defense, affiliates and subsidiaries and their supervising departments check risks through self-inspections. As the second line of defense, the self-inspections are supported through cooperation with corporate
departments, including the Corporate Sustainability Department and Internal Control Planning Section of the General
Affairs Department. As the third line of defense, human rights risk items are checked and monitored through regular
audits conducted by the Internal Audit Department, which is an independent organization under the direct supervision of
the President.
As reporting desks related to human rights, we established the Idemitsu Global Hotline, Compliance Consultation
Center, and Harassment Consultation Center and built a system for reporting issues to the management committee
through various other committees.
Regarding human rights due diligence, the Corporate Sustainability Department, main departments, and subsidiaries are all working together to steadily conduct individual surveys. The survey results will be reported to management as
appropriate.

In line with the Group Human Rights Policy, the Idemitsu Group has conducted human rights due diligence since fiscal
2020. First, we scored all 241 affiliates (as of July 2020) in Japan and overseas based on a survey containing around 80
queries covering social, environmental, and occupational safety themes based on international standards. Using this
data to create a human rights risk map for the entire group, we elucidated the possibility of latent human rights risks.
In fiscal 2021, we used the aforementioned risk map to rank our priorities and are conducting a detailed risk survey.
As the first batch, we selected 19 affiliates based on (1) overseas location, (2) possession of a manufacturing base, and
(3) a business scale of 50 or more employees, and conducted a survey of each affiliate’s response to human rights risks
using a questionnaire comprising around 360 questions. The questionnaire includes risk evaluation items related to
on-site occupational problems, serving as a mechanism that enables us to swiftly identify where risks lie. From the
second batch onward, we will methodically conduct surveys, beginning with those affiliates assigned the highest priority.
We will assess the direction of the risk response for each business and region while holding dialogues with each affiliate
to gain a more detailed understanding of the real situation on the ground for overseas Group companies and promote the
creation and implementation of necessary measures. As for new investment projects, we maintain a mechanism for
checking investment proposals for social issue risks (unjust labor practices, human rights violations, and unfair trade) and
natural environment risks (climate change, use of land, water and natural resources).

■

System Overview

Board of Directors
President & Representative Director
Management Committee

Human Rights Due Diligence

Report

Corporate Sustainability Department

Supervising
Departments

Raising awareness of human rights policies
Supporting the operation of human rights
due diligence

Subsidiaries
and Affiliates

Internal Control Planning Section
Supporting the implementation of
self-inspections

Second Line of Defense

Compliance Committee
Risk Management Committee
Information Disclosure Committee

Self-inspections

■

Human Rights Due Diligence Process
FY2019
Formulation of
Human Rights
Policy

Internal Audit Department
Checking audit items Monitoring

Third Line of Defense

FY2020

FY2021–
Human rights due diligence Process

Human
rights risk
mapping

Detailed risk surveys for each
affiliate company
Assessing trends
Dialogue with subsidiaries and affiliates
Drafting and implementing measures

First Line of
Defense
Idemitsu Global Hotline
Compliance Consultation Center
Harassment Consultation Center

PLAN
Risk
identification

DO
Risk mitigation
measures

Verifying the effectiveness of
measures

CHECK

Reporting the status of progress and
being evaluated by external
organizations

ACTION

Verification of
effectiveness

Disclosure of
information

Idemitsu Sustainability Report 2021

Sustainability

Environment

Social

Governance

ESG Data

Comparative Table

Independent Practitioner’s
Assurance Report

47

Respect for Human Rights
Human Rights Due Diligence Status (first half of FY2021)

Training related to human rights and compliance

In the first half of fiscal 2021, we selected 19 top-priority affiliate companies and surveyed them.

The Group promotes various awareness-raising activities to enhance in-house understanding of respect for human rights
and the focus on compliance. In fiscal 2020, we distributed awareness-raising materials using the intranet with the purpose of facilitating Group employees’ understanding of the content of our basic human rights policy. In addition, with the
aim of ensuring compliance, we conducted compliance training for the compliance managers of each department. For
details, please refer to the compliance promotion activities described on pages 88 and 89.

Selection Criteria
1. Overseas location
2. Possessing of a manufacturing base
3. Business scale of 50 or more employees
Survey Content
A questionnaire comprising around 360 questions in the three fields of society, environment, and health & safety.

Sustainable Procurement Guidelines

Survey Results
We identified the following areas for improvement.
1. Thoroughly raising awareness of human rights policies
2. Strengthening initiatives regarding grievance mechanisms and responsible procurement and management
Response
Regarding items that we think need swift action and improvement, including those listed above, we plan to confirm them
individually with overseas Group companies, hold dialogues, and implement measures to mitigate risks.

The Group has established a basic procurement policy based on the Management Philosophy and Action Mindset. We
also established the Sustainable Procurement Guidelines and posted them on our official website. In these guidelines,
we clarify the Group’s stance related to human rights, such as respect for basic human rights and the prohibition of
forced labor, child labor, harassment, and discrimination. We revealed a policy of exchanging information on initiatives
related to sustainability with business partners and working to mutually increase the level thereof.
Basic Procurement Policy

Human rights risk:
Raising awareness of
our human rights policy

44%

Forced labor and human trafficking

100%
11%

Discrimination

https://www.idemitsu.com/en/company/purchase/guideline.html

Initiatives to Respect Human Rights in the Supply Chain

89%

22%

39%

Harassment and penalties

The Group holds dialogues with partners to promote initiatives to respect human rights across the entire supply chain,
going beyond just Group companies. For details on initiatives with suppliers, please refer to the sustainable procurement
initiatives on page 72.

39%
100%

Freedom of association

67%

33%

Land issues

100%

Negative social impact on
local communities 6%
Indigenous people and
cultural heritage
Privacy

94%

Dialogues with External Stakeholders Related to Human Rights Activities

100%

The Group takes advantage of various opportunities to promote communication with all stakeholders, including customers, suppliers, shareholders, local communities, and relevant organizations. We also work to ensure understanding of the
Group’s stance on human rights. In addition, through dialogues with stakeholders, we continue to work to appropriately
undertake initiatives necessary for the Group.

100%

Countermeasures and management
procedures (supply chain) 6%

89%

Supply chain management

6%
28%

67%

Environmental pollution 6%
17%

Noise, vibrations, and odors

17%

Countermeasures and
management procedures

83%
56%

28%

22%

78%

Machine safety

100%

Fires and explosions

100%

Dangerous work

100%

0

6%

94%

Resource management

(Scope of data: 19 companies in the first survey)

Sustainable Procurement Guidelines

72%

Working hours

Health and
safety

Low

100%

Wages and employment contracts

The
environment

Medium

44%

28%

Child labor

Society

High

11%

https://www.idemitsu.com/en/company/purchase/basicpolicy.html
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Personnel Strategy / Diversity & Inclusion Policy

Basic Concept of Personnel Strategy

Idemitsu Group Diversity & Inclusion Policy

In line with the management goal of developing people under the Management Philosophy of being “Truly inspired,”
Idemitsu believes in the boundless potential of human beings and does not place limits on individual growth, allows them
to fully demonstrate their abilities, and rolls out personnel measures that support People-Centered Management, which
enhances the total power of the entire organization and supply chain. Through the new value that we create, we not only
contribute to social development, we also enable employees to further enrich their own lives.

The Idemitsu Group will work with a diverse range of stakeholders to create new value in order to resolve various social
issues.
Therefore, it is essential to initiate a positive chemical reaction by incorporating various perspectives, values, and
strengths to maximize the potential of each individual.
The Group will eradicate discrimination on the basis of position, employment status, age, gender, educational background, place of origin, nationality, race, disability, beliefs, religion, sexual orientation, gender identity, or marital status.
We will also actively promote “Diversity & Inclusion” through mutual respect by building each other up and making best
use of everyone’s individuality.

Personnel Strategy for 2030
■

Overarching Concepts and Influences
Management Philosophy

■

Personnel Strategy for 2030
Instill and practice the Management Philosophy

Truly inspired
2030 vision
Your Reliable Partner for a Brighter Future
∙ Business
∙ Structure
∙ Culture

Engage in ROIC management
Evolve the business platform
Create an open, flat, and agile corporate culture

Social Environment
Hiring environment, etc.

■

We will eliminate all forms of discrimination.

■

We will create an environment where individuals can make the most of their abilities.

■

We will respect the work-life balance of each employee.

■

Leverage a
wide range of
values and
unique
characteristics

Support
independent
career
building

 e will create a workplace culture that respects and enhances each other’s individuality and allows the team to maximize its
W
strengths.

D&I Promotion System
Establish
flexible
workstyles

Instilling and Practicing the Management Philosophy
Idemitsu’s Management Philosophy of being “Truly inspired” represents the idea of contributing to society while demonstrating limitless possibilities and developing people through work, centered on the value of People-Centered
Management. We are implementing various measures aimed at ensuring that the Management Philosophy is instilled in
and practiced by employees.

In October 2021, we established the D&I Promotion Committee chaired by the vice president responsible for ESG.
The committee comprises directors, executive officers responsible for HR, and members of various departments. In
addition, Outside Director Maki Kado serves as an advisor to the committee, providing additional diversity of perspective.
The committee identifies management issues related to D&I promotion, sets targets, drafts various measures, and
confirms progress. The content of deliberations is shared with and discussed by executive officers and general managers
as appropriate and regularly reported to the Board of Directors.
D&I Promotion Milestones
To date, Idemitsu has taken various measures to promote D&I. In fiscal 2021, we positioned diversity promotion as a
management strategy and further accelerated initiatives with the aim of being a company that continues creating innovation where diverse employees grow and thrive.

Initiatives for 2030

Promoting diversity as a management strategy

To realize our 2030 vision of being “Your Reliable Partner for a Brighter Future,” we will continue encouraging people to
leverage their wide range of values and unique characteristics and establishing programs that accommodate diverse
workstyles. We will also continue to foster an environment where every employee can independently build a career and
grow amid environmental changes.

Initiatives related to LGBTQ+ individuals

Showa Shell
and Idemitsu
separately begin
implementing
D&I promotion
measures

Promoting the Further Advancement of Women

Advancement of women as a management strategy

Expanding Support for Balancing Work with
Childcare, Caregiving, and Medical Treatment

Promoting the enhancement of diverse lives and careers,
including childcare, caretaking, and medical treatment

Efforts to Hire People with Disabilities

Expanding opportunities for the active participation of
people with disabilities

Promotion of Activities by Employees
Aged 60 and Over

Expanding growth opportunities and activities for
employees aged 60 and over

Reforming Workstyles / Raising Awareness
and Creating a Corporate Culture

Working toward diverse workstyles by accelerating
workstyle reforms

2019 (Integration)

2020

2021

–2025
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Status of Employment & Recruitment

D&I Awareness Raising Initiatives

Employment Overview

Conducting Unconscious Bias Training

As of March 31, 2021, Idemitsu had 4,943 non-consolidated employees and 14,044 consolidated employees. We are
promoting initiatives that enable all employees, regardless of age, gender, nationality, or disabilities, to work with a sense
of purpose.

Unconscious bias refers to distorted and warped perceptions that
every person has but is unaware of. Although such bias may be
effective in terms of risk avoidance, making unconscious judgements
about others can have negative effects on workplaces and individuals. Such bias is considered a roadblock to promoting D&I (emerging
as loss of opportunities for innovation and growth opportunities for
female and other employees) and a factor in harassment.
We are aware that the basic principle of D&I is the acceptance of
and mutual respect for each other’s differences and backgrounds. By
ensuring all employees are aware of their biases, we aim to enhance
mutual understanding and workplace communications and realize a
corporate culture in which innovation easily happens. As one measure to this end, across the Company we are rolling out unconscious
bias training (e-learning, dialogue-based workshops, lectures),
including for executives.
In fiscal 2021, we are continuing continue to hold “Uncon-Dialogues” interactive, dialogue-based workshops on unconscious bias
open to the public, and to expand our efforts by holding such dialogues within each department and affiliate company.
■

■

Uncon-Dialogues

Status of Employees

Number of employees

e
ns r

Understanding unconscious bias and
taking action to improve the workplace

STEP 1 (1)
October,November
2020

e-learning
All employees eligible
Number of participants:
5,668
Attendance rate: 92%

han

C

STEP 1 (2)
November 2020 on

Dialogue Workshop
(Uncon-Dialogues)
Participation is mandatory
for executives, department
heads, and management-level employees in
charge of human resources.
450 participants (of which 153
were required to participate,
97.5% participation rate)

February
2021
Reported to
management

4,355people

Percentage
of women

Women
588people

Foreign
nationals

11.9%

35people

984people

960people Women at department head and above 3people

2.4%

-

Section head and above 21people
Average age

42.1years old 42.3years old

40.3years old

-

-

Average years employed

19.4years

19.7years

17.3years

-

-

Percentage of employees
with disabilities

2.3%

-

-

-

-

Notes: 1. The above data is for Idemitsu hiring (employees, seniors, full-time contract employees, and advisors) and excludes employees seconded to other companies.
		 However, the percentage of employees with disabilities includes employees seconded to other companies.
2. The percentage of employees with disabilities is based on the calculation method of the Ministry of Health, Labour and Welfare and is as of June 1, 2021.
3. All data besides the percentage of employees with disabilities is as of March 31, 2021.

Overarching Vision

Self-aware of unconscious
bias Established culture of
dialogue and listening
Change in actions

Continual efforts to establish the program for all employees

ctio

4,943people

Number of employees in
managerial positions

Purpose: By recognizing our own unconscious assumptions (biases),
we can help create a culture in which diverse people thrive
and innovation is easily achieved.

na
ge i

Men

24people

Overview of the Initiatives

ed
aliz

Total

e un

to b

ious

sc
con

bias

STEP 3

Connecting management
within the workplace

STEP 2
March 2021

Management-level
employee training
Lectures by experts
650 participants (372
directors, executive
officers, and management-level employees;
278 staff members)

Status of Recruitment
Our recruitment theme: NEXT BREAKTHROUGH.* We are recruiting people who can challenge themselves and create
new value together while respecting diversity. We make it a priority to ensure that employees are not mismatched after
joining the Company by providing internships and contact points with close senior employees so that they can see what
we really are. We are also working to raise employee motivation, improve the corporate culture, and expand our systems
to improve employee retention.
In our recruiting activities, we have taken all precautions to prevent the spread of COVID-19. We have been holding online
seminars instead of the traditional in-person company presentations and used web interviews to help make decisions.
Moreover, we have also put in place thorough precautions during onboarding programs and training, such as introducing
digital tools (webinars, online meetings, and e-learning).

Fiscal 2021

(1) Uncon-Dialogues
Open dialogue
Clubhouse
dialogue
Facilitator
training
(2) Lectures and
other events
■
■

* This message is posted on our new graduate recruitment website and elsewhere. The Company has developed a wide range of businesses to meet the needs of society
and will connect the value and technology it has cultivated to ensure harmony between society and the global environment going forward. What will be indispensable to
creating a new future is realizing the tremendous potential of diverse people. Drawing on the potential and ideas of people who hold a diverse range of values, we will
continue to take on new challenges through NEXT BREAKTHROUGH.

■

Recruitment of New Graduates in April 2021
Total

Men

Women

151people 127people 24people

■

Percentage Foreign
of women nationals
15.9%

Online company entrance ceremony

Ratio of foreign
nationals

2people

New graduate retention rate
(Average for newly hired employees between 2016 and 2018)

1.3%

89.4%
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Status of Employment & Recruitment
■

Numerical Targets

Turnover rate of new graduates

(%)

32.2

31.9

35
30

24.3

23.6

25

31.8
24.2

32.0
25.0

Graduates (Average of all industries) *1
Graduates (Business establishments
with 1,000 or more employees)*1
Idemitsu *2
Showa Shell *2

32.8
26.5

*1 Please refer to the Ministry of Health, Labour
and Welfare's report on the turnover rate of new
graduates.
*2 
Turnover rate of new graduates within three
years of employment in each fiscal year

23.8

20

13.8

15

10.6

10
5.8

0

2013

8.8

4.0

5.0

2014

2015

2016

2017

91people

* Refers to mid-career hiring.

Winter

Eligible
students

Duration

Number of
participants

High school

1–5 days

25 people

Online training (refineries and business sites)

90 people

Work Experience of Engineers and Researchers (total of 7 courses)
(1) Study of production technology processes for refineries and
petrochemical plants
(2) Discovery of new research themes
(3) Asphalt research and core technology development
(4) Performance materials research and product development
(5) Research and product development of lubricants
(6) Technical sales of lubricants
(7) Research and development experience in geothermal power
Administrative
(1) Business strategy study and scenario planning

University
and above

University
and above

* 27 people (including employees
seconded to other companies)

Percentage of female graduates hired

4–5 days

2 days
1,069 people
(total 23)

5 people
(as of June 30, 2023)
46 people
(as of March 31, 2023)

24.1%
(April 2021)

30.0%
(March 31, 2023)

69.5%
(FY2020)

85.0%
(March 31, 2023)

2018 (FY)

Internships in FY2020

Summer

24 people
(as of March 31, 2021)

Percentage of annual paid leave taken by employees

Career Recruitment in FY2020

Season

Number of female management-level employees
(employed by Idemitsu Kosan Co., Ltd.)

Targets

2 people
(as of March 31, 2021)

4.8

4.0

5

11.2

Current Status
Number of female executives
(set as our target separately from the general business owner action plan)

Content

Experience workshops for administrative and technical staff

General Employer Action Plan Based on the Act on the Promotion of Women’s Participation
and Advancement in the Workplace
When formulating our general employer action plan, we set out to uncover the fundamental factors inhibiting the growth
and active participation of female employees by using the actual hiring situation, analytical data tools and surveys of all
employees on topics such as motivation. Based on these results, we established quantitative targets for issues requiring
improvement.
We believe that better workplaces, where women can work easily and feel their work is rewarding, lead to better
environments, where all employees can achieve better work-life balance and fully demonstrate their diverse capabilities.
Accordingly, from FY2020 onward, we are implementing initiatives based on this action plan.
Plan Period
April 1,
2020–March
31, 2023
(3 years)

Idemitsu Issues

Plan Details

The percentage
of female
managers is
low.
The hiring ratio
of women is
low.

1. Provide growth opportunities to female employees
Quantitative Target 1 *1 46 female managers (3.0%) or higher (currently 27 as of March 31, 2021)

■

■

Initiatives
■
■

Quantitative Target 2

■

Basic Policy and Vision
With the aim of enabling women and all other employees to thrive at work and ensuring the Company continues to
co-create new value with various stakeholders, Idemitsu has positioned promoting the active participation of women as
a key D&I promotion measure. To fulfill this commitment, we have set out our vision for both female employees and the
Company as detailed in the table below.

*1 3
 0% or higher ratio of female graduate hires
(currently 24% hired by April 2021)

Initiatives
■

Promoting the Active Participation of Women

Ensure training and growth opportunities for female employees
Reform the corporate culture and mindset of executives, superiors, and female employees

Strengthen hiring activities (provide internships, revamp our pamphlets and hiring website, etc.)
Promote workstyle reforms at manufacturing sites, hold networking events for female
employees in the Manufacturing & Technology Department, etc.

2. Initiatives related to supporting a work-life balance
Quantitative Target 3 *2 8
 5% or higher percentage of annual paid leave taken by employees
(currently 69.5% in fiscal 2020)
Initiatives
■
■

Promote workstyle reforms (remote work, encouraging the use of flextime, etc.)
Holding dialogues with each department and branch to encourage the use of annual paid leave

*1 Employees directly employed by Idemitsu (including those seconded to other companies) are within the scope of calculation.
*2 Employees directly employed by Idemitsu (excluding those on temporary leave or seconded employees) are within the scope of calculation.

Vision
■

Female
Employees
Company

■

■

At each workplace and in each decision-making body, including meetings, multiple female employees
participate and engage without stifling their own opinions
Regardless of age or life events, female employees grow while maintaining career aspirations with the aim of
creating value
Provide fair growth opportunities regardless of sex, age, or life events, encourage employees to take on new
challenges, and evaluate employees fairly according to their growth
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■

Quantitative
Targets 1

Ensure training and growth opportunities
for female employees
Implement HR measures to increase
the speed of growth

Promoting Work-Life Balance
■
■
■
■
■
■

■

Quantitative
Targets 2

Strengthen hiring activities
■
■

Promote workstyle reforms
(lay a new foundation)

Quantitative
Targets 3

Promote workstyle reforms at
manufacturing sites

■
■
■

■
■
■
■
■

Encourage the use of annual paid leave
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Implement measures to follow up on life events
Establish internal and external networking events
Expand education for superiors and female employees
Take initiatives to eliminate unconscious bias
Introduce a mentorship program
Reflect results in the goal achievement evaluation of
management-level employees

Basic Policy
We position work-life balance support and next-generation development as key measures for promoting D&I and are
working to upgrade our policies in line with life events. Fostering a workplace culture where employees can balance work
and life (childcare and care giving), work easily, and feel a sense of accomplishment will help create an environment
where all employees can make full use of their abilities.

Establish policies and targets to increase the ratio of female
applicants
Provide internships
Revamp our pamphlets and recruitment website
Pursue better introduction of the company at recruitment events
Conduct a workstyle reform project at manufacturing sites
Hold networking events for female engineer
Conduct a company-wide workstyle reform project
Promotion of work-from-home and flextime arrangements
Improve operational efficiency using IT
Raise awareness of our targets
Visualize the percentage of annual paid leave used
Encourage the use of leave through dialogues with individuals,
etc.

Introduction of a Mentorship Program Quantitative Target 1
Since September 2020, we have been running a mentorship program
with the aim of offering career support to female employees. Female
managers active outside the Company act as mentors to solve current concerns and issues and encourage the growth activities of
women by offering advice on how to achieve growth. In fiscal 2020,
14 women participated. In the questionnaire, all participants said
they noticed or learned something new, 93% said they were influenced in their attitude and behavior, and 93% of superiors said they
felt a positive change. 11 women will participate in fiscal 2021.

General Employer Action Plan Based on the Act on Advancement of Measures to Support
Raising Next-Generation Children
We analyzed the Company’s issues, considered specific measures, and formulated an action plan to
support the activities of employees who aim to balance work and life. In addition, in 2012 and 2015, we
were recognized by the Ministry of Health, Labour and Welfare as a child-care support company and
received the Kurumin certification mark.*
* The Kurumin certification mark is awarded by the Ministry of Health, Labour and Welfare to companies that actively support the development of
the next generation. Based on the Act on Advancement of Measures to Support Raising Next-Generation Children, the General Employer Action
Plan can be formulated and certified if certain standards are met.

Plan Period

Plan Details

April 1,
Measure 1. Initiatives to support balancing
work and childcare
2020–March
31, 2023
Measure 2. Initiatives related to revising
(3 years)
workstyles
Measure 3. Initiatives related to support the

development of next generation

One-on-one
discussions
Mentor

(mentoring)

■

■

■

 onducting follow-ups in response to life events and encouraging male
C
employees’ participation in childcare
Implementing initiatives aimed at promoting work-from-home and flextime
arrangements and the use of annual paid leave
 olding “Children Office Tour” days for our employees’ children and
H
providing internships to university students
Note: Specific initiatives tied to the action plan are detailed to the right.

Female
employee

■

Measures Supporting the Balance of Work and Childcare in Response to Life Events
All employees
Before birth

On maternity or childcare leave

Return to work

Superior

Eligible employee and superior

Balancing work and childcare

A. Guidebook for Achieving Balance
B. Childcare leave online salon
C. Seminar on returning to work for those on childcare leave

Reflected in goal achievement evaluations of management-level employees Numerical Target 1
From fiscal 2020, we will include initiatives related to women’s activities in the management-level employees’ management-by-objectives (MBO) evaluations to encourage the growth of female employees.
Opinion Exchange Meetings with Female Engineer Quantitative Target 2
In February 2020, we held an opinion exchange meeting that was attended by eight female engineers from the Group’s
complexes and refining companies. The online follow-up meeting started in October and was held three times during
fiscal 2020. In fiscal 2021, an opinion exchange meeting was held in August with 20 participants. We are continuing this
activity because it helps participants get to know each other and motivates them to work and pursue their careers.

During birth

Eligible employee

D. Follow-up training after returning to work
E. Seminar for managers who have staff with children
F. Subcommittees, etc.
Interviews
Eligible employee
and superior

Interviews
Eligible employee and superior

Interviews
Eligible employee
and superior

Interviews
Eligible employee and superior

Overview of Measures
Measure A. All employees: Provide relevant information on programs and others which are related to life event and career development
Measure B. Eligible employees: Provide opportunities to build networks with colleagues who have undergone similar life events during the

same period and offer corporate information in a timely manner

Measure C. Eligible employees: Provide a seminar to learn about how to cope with issues or concerns and to be ready for returning to

work smoothly (External instructors)

Measure D. Eligible employees: Encourage to maintain work-life balance through sharing the progress of work after the return, having

dialogues among participants or providing relevant information from the company

Measure E. Superiors: Provide opportunities to learn about how to manage and train employees with diverse workstyles, such an

employee who is working while raising a child (External instructors)

Measure F. Eligible employees: Build networks with colleagues who have similar life events

Idemitsu Sustainability Report 2021

Sustainability

Environment

Social

Governance

ESG Data

Comparative Table

Independent Practitioner’s
Assurance Report

52

Promotion of D&I
Specific Initiatives
Response to the COVID-19 pandemic Measure 2.
For employees who needed to use working hours to address family matters, such as for caregiving or coping with school
and daycare closings, under the emergency declaration, we exempted the deduction of their wages. In addition, we
fostered an environment in which all employees can continue to work, including by flexibly responding to employees who
had planned to return to work from childcare leave but instead needed to extend their leave due to the nature of their jobs
and requests from their daycares to keep their children home.
Publishing the Guidebook on Supporting a Balance between Work and Caregiving/Childcare Measure 1.
In May 2020, we published an in-house guidebook on Idemitsu’s work-life balance support programs and systems to
ensure that all employees could easily understand them. It sets out the actions needed to be taken when faced with the
prospect of maternity, childcare, and caregiving, how superiors need to respond, and the responses required of colleagues as well as basic knowledge that everyone in the workplace should know regarding workstyles that balance work
and life.
Following Up with Employees on Childcare Leave through the Childcare Leave Online Salon Measure 1.
With the aim of supporting a smooth transition back to work by abating worries and concerns during childcare leave and providing
corporate information in a timely manner, we held a Childcare Leave
Online Salon for male and female employees on childcare leave in
July 2020. By June 30, 2021, a total of 33 employees participated in
a total of four such salon events (10 in July, 9 in September, 7 in
December, and 7 in June, 2021). At the inaugural event, we not only
shared corporate information, such as current workstyles during the
pandemic and their future direction, we also exchanged information
regarding communication with the workplace, childcare, daycare
searches, and more. We will regularly hold such events going forward, provide unbiased corporate information to those on childcare
leave, and build networks among those on childcare leave with the
aim of enhancing engagement with those on leave.
Seminars for Employees on Childcare Leave on Returning to Work Measure 1.
In February 2021, we held a Seminar for Employees Returning to
Work from Childcare Leave online with the purpose of gaining advice
on achieving work-life balance and learning ways to resolve common
issues and concerns affecting such employees.
Employees on childcare leave talked with senior employees who
already returned to work mainly regarding daily strategies, work efficiency, and instruction, learning tips on balancing work and life to
ensure a smooth return to work. We held the seminar on a Sunday so
participants’ partners could also participate. Thirteen employees and
five partners participated.

Seminar to Support Work-Life Balance for Employees Returning to Work from Childcare Leave Measure 1.
Due to the COVID-19 pandemic, we canceled the in-person Seminars
for Employees on Childcare Leave on Returning to Work originally
scheduled in fiscal 2019. To this end, only for fiscal 2020, we held the
Seminar to Support Work-Life Balance for Employees Returning to
Work from Childcare Leave online in February 2021 for employees who
returned to work from childcare leave since April 2018.
Twenty-three employees (21 women, 2 men) participated in the
seminar for the purpose of gaining tips on thriving at work and feeling
more satisfaction in work while solving common issues and concerns
that arise when balancing work and childcare. Through discussions
with senior employees who have experience with raising children in
dual-income households and through workshops with other participants, employees thought about ways to solve issues and how to
build their own careers.
Seminars for Managers Who Have Fathers and Mothers as Subordinates Measure 1.
We held the Seminar for Supervisors of Mothers and Fathers for
managers who have subordinates with infants. Around 70 people
participated and learned about organizational management assuming that the presence of employees with diverse workstyles, for
example, how to develop and respond to employees who are raising
children.
Going forward, we will continue working to create an environment that enables work-life balance and ensures the comprehension
of eligible employees while also introducing seminars and workshops for employees raising children and their supervisors.
Holding “Children Office Tour” Measure 3.
We held “Children Office Tour” for the children of employees with the
aim of creating opportunities for them to better understand their parents’ place in our company and society, as well as to encourage
communication between the children and their parents. We began
holding these days in 2019 and held the third one in August 2021,
with 28 children participating online, including children from one
country overseas. In addition to introducing Idemitsu, this time we
collaborated with the Fujii Research Laboratory of Shizuoka University, which won the Grand Prix and Audience Awards at the University
SDGs ACTION! AWARDS by Asahi Newspaper Inc. The children also
learned about disaster prevention through traditional illustrated storytelling, dances, and quizzes.
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Promotion of D&I

Systems Supporting Diverse Employees

Systems for employees for childbirth or childcare

To create a worker-friendly environment for a diverse range of employees, on the basis of our Diversity and Inclusion
Policy, we have established various systems. We have expanded systems to enable employees to achieve work-life
balance, including those undertaking childcare and caregiving, and to continue working over the long term. As a part of
our consideration of systems, we conducted trials for new workstyles between October and December 2020. Afterward,
we studied and ameliorated issues that emerged and began running new systems from April 2021.

Maternity Leave (female)

■

Systems Expanded Based on New Workstyles
Flextime

Former system

Current system

Flextime

Yes (Head Office, etc: 7:00–10:30, 15:30–22:00)

Yes (Head Office, etc: 7:00–22:00)

Core time

Yes

No

Leave during working hours

Not possible

Possible

Teleworking

Former system

(referred to as “maternity leave” in the
systems usage numbers table below)

Female employees can take pre-birth post-birth leave from 6 weeks (14 weeks for multiple births)
before the expected date of delivery until 8 weeks after delivery.

Special leave for childbirth
by the spouse (male)

When a spouse gives birth, her husband (employee) can take five days of special paid leave.

Childcare leave

Regardless of sex, employees can take a childcare leave until the child becomes two years old.

Childcare time (female)

Female employees can take up to one hour of childcare time per day in 30 minute increments (up
until the child becomes one year old).

Leave to care for sick/
injured child

Employees can take up to 10 days of special paid leave per year to take care of their sick/injured
child (up until the child completes the third grade of elementary school). Employees can take such
leave in full-day, half-day or one-hour increments.

Systems for employees providing family care

Current system

Nursing care leave

Employees can take up to 365 days of nursing care leave per family member (division of leave is
available).

Family care leave

Employees can take up to 10 days of special paid leave per year to provide family care. Employees
can take such leave in full-day, half-day or one-hour increments.

Work place

Limited to home

Home, satellite office, and mobile work possible

Frequency

Up to once per week

No limit

Combination of working at
the office and remotely

Not possible

Possible

Systems for employees who provide childcare or nursing care

Leave during working hours

Not possible

Possible

Reduced working hours for
parenting

Employees can reduce their working hours by up to two hours per day in 30-minute increments
(childcare: up until the child completes the third grade of elementary school; nursing care: for up to
1,095 days).

Exemption from overtime
work

Employees can be exempted from overtime work (childcare: up until the child becomes one year
old; nursing care: up until nursing care is no longer necessary).

Systems for all employees
Annual paid leave

Paid leave is granted annually based on the number of years of service (up to 21 days per year).
Employees can take leave in half-day increments.

Carryover of annual paid
leave

In the event that the paid leave granted for a fiscal year is not all used, it can be carried over to the
next fiscal year. A maximum of 10 days of that leave may be carried over to the next fiscal year for
a maximum total of 31 days.

Flextime

Employees can decide their daily working hours themselves and can work flexibly.

Teleworking

To enhance productivity and job satisfaction, employees are free to choose where they work. (No
limit on the frequency of teleworking.)

Self-development leave of
absence

Employees can take a leave of absence of up to two years to attend school or obtain qualifications
that will contribute to their career development at the Company.

Volunteer leave of absence

Employees can take a leave of absence of up to two years for activities such as disaster relief and
international cooperation, nature and environmental conservation, support for people with disabilities, and support for the development of future generations focusing on children.

Volunteer leave of absence

In addition to annual paid leave, employees can take three days of special paid leave per year for
activities such as disaster relief and international cooperation, nature and environmental conservation, support for people with disabilities, and support for the development of future generations
focusing on children.

Leave of absence to
accompany a spouse
overseas

Employees can take a leave of absence up to three years to accompany their spouse overseas.

Lay judge and prosecution
councilor leave

If an employee is appointed as a lay judge or a prosecution councilor, they will be granted necessary special paid leave in addition to annual paid leave.

Employees are allowed to limit overtime work and holiday work to within the range of 24 hours per
Limitation on overtime work
month and 150 hours per year (childcare: up until the child enters elementary school; nursing care:
and holiday work
up until nursing care is no longer necessary).
Exemption from late-night
shift

Employees can be exempted from late-night shifts (childcare: until the child enters elementary
school; nursing care: up until nursing care is no longer necessary).

System for Employees Undergoing Medical Treatment (from FY2021)
Reduced Working Hours

Employees can reduce working hours to undergo treatment for eligible diseases with a monthly cap
set at the number of regular work days multiplied by two hours.

Various systems usage numbers (FY2020)
Name of system

(Unit: people)

Total

Men

Women

Maternity leave

35

-

35

Childcare leave

90

22

68

Nursing care leave
Reduced working hours for parenting
Leave to care for sick/ injured child
Family care leave

2

2

-

72

1

71

133

61

72

37

25

12

Note: These systems are available to Idemitsu hires (employees, seniors, re-employed), including employees seconded to other companies.
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Promotion of D&I

Promoting the Active Participation of People with Disabilities

LGBTQ+-related Initiatives

We are working to provide opportunities for and an environment in which people with disabilities can demonstrate their
abilities to work and thrive.
At Head Office departments and nationwide bases, we have created a suitable environment for people with disabilities to work
on their own and rolled out the hiring of persons with disabilities in a teamwork-based structure. Extending to the Head Office,
Chiba Complex, Advanced Technology Research Laboratories, and Tokuyama Complex, teamwork in this context refers to a workstyle where multiple people with disabilities work as a team to help enhance the productivity of the entire company by taking on
tasks from various internal departments. This can be broken down into three specific categories. The first is cleaning and office
support tasks at the Advanced Technology Research Laboratories as well as the cultivation of flowering plants using the greenhouse facilities of our laboratories (Idemitsu Yume Farm). The second is performed under the “Team ☆彡 Kirara” initiative at the
Tokuyama Complex and entails managing uniforms and company-owned vehicles, running the strawberry farm using waste heat
from the complex, and providing the resulting produce to employees. The third is performed by “Team Artemis” at the Otemachi
Head Office, running the mail center, cleaning, and digitizing paper documents as part of our Company-wide paperless initiative.
Going forward, we will create places for people with disabilities to thrive and grow, engrain teamwork, and work to
achieve our target of realizing diversity and inclusion in terms of hiring people with disabilities.

Based on the Group Human Rights Policy and Diversity & Inclusion Policy, Idemitsu does not permit any LGBTQ+-related
discrimination, understands diversity in sexual orientation and gender identity, encourages respect for and elevation of
each other’s individuality, and has launched initiatives to create a workplace environment that fully leverages team power.

■

■

Percentage of employees with disabilities

(%)
2.5

Idemitsu
2.30
2.11

2.0

2.24

2.20

Showa Shell

The logo of Team Artemis and a scene of a team
member working

2.30

2017

2.14

2018

2019

2020

2021

■

■

■

Creating a corporate culture
Establishing awareness-raising activities by level and a support and consultation system
Setting up systems
Revising the HR and welfare system and considering the enhancement of in-house equipment
Contributing to society
Sponsoring various LGBTQ+-related events and considering donation activities

Promoting the Active Participation of Foreign National Employees
There are 35 foreign national employees actively working at the Company, and we are taking various measures to enable
them to securely engage in their work. As one such measure, we have formed Global Nakama Initiative (GNI) as a place
for foreign national employees to interact and share information. We are rolling out GNI as a system to enables them to
freely exchange opinions and foster conversation. Currently, there are many differences between the ideas and customs
of foreign national employees working at Japanese companies and those of Japanese employees. Through this activity,
we aim to foster an environment where each foreign national employee can work easily while supporting their life and
work in Japan.

1.5

0.0

Direction of initiatives

Specific Initiative

(FY)

Notes: 1. The data for FY2021, as of June 1, 2021, cover Idemitsu hires (including employees seconded to other companies).
2. Idemitsu’s data in FY2016 to 2019 are as of June 1 of each year.
3. Showa Shell’s data in FY2016 to 2017 are as of December 31 of each year.

Promoting the Active Participation of Seniors
At present there are 640 senior employees (aged 60 or over) within the
Company. Wanting to provide a place where everyone can thrive regardless
of age, from FY2021 on, we will introduce a system that allows employees
to choose their retirement age from 60 to 65 and that provides a grading,
evaluation, and compensation framework equivalent with regular employees. Furthermore, in FY2025, we plan to introduce a system where all
employees can continue to work as regular employees until age 65.
Amid diversifying employee preferences regarding working age,
employment type, and motivations, we reformed systems to enable
people to make full use of their abilities and work with a sense of satisfaction and security past the age of 60. We expect employees aged
60 and over to nurture younger employees through their daily cooperation, passing on their knowledge and skills. In addition, we plan to
hold a Life Design Seminar during FY2020 as an opportunity for
employees to independently think about workstyles after age 60 while
learning about financial plans for after retirement.

FY2021

FY2025 Plan

System to select
retirement age
between 60 and
65 (Can choose
own age)

Regular employee
system up to age
65 (All employees
remain regular
employees up to
age 65)

Same system as
those under age
60

Same as FY2021

No increase at
age 60 or after

Same as FY2021

Conditions for
employment
Grading
Evaluation
Compensation

Global Nakama Initiative (GNI)
To create a place for foreign national employees to network and
exchange information, we have been running the GNI since May
2018. The initiative also acts as a consultation desk where foreign
national employees can easily seek guidance to ensure they can
work with greater peace of mind. We have created guidelines for
newly hired foreign national employees to help them in their work and
personal life in Japan, and we distribute these guidelines when
making job offers as well. We convened meetings for the GNI three
times in fiscal 2018 and twice in fiscal 2019, holding discussions on
methods and techniques (lifehacks) for more efficiently and comfortably working in Japan.
In fiscal 2020, with the new HR system coming into effect, we
provided guidance on the career consultation desk and information
to deepen understanding of the system. In addition, to support more
active participation by foreign national employees, we conducted a
survey in April 2021 to identify issues and tips.

Welfare
Retirement
allowance

Idemitsu Sustainability Report 2021

Sustainability

Environment

Social

Governance

Comparative Table

ESG Data

Independent Practitioner’s
Assurance Report

55

Promotion of D&I

Human Resource Development

Enhancing Global Awareness

Human Resource Development Policy

As globalization proceeds apace around the world, companies are seeking global talents, i.e., personnel who are open
to the different cultures and diverse ways of thinking from other countries and can embrace them. With the aim of
enhancing global awareness and providing new ambitious career opportunities, we established new overseas training
programs, along with overseas and domestic study programs, and are promoting initiatives that enable young employees
to actively experience overseas assignments. In addition, we are providing opportunities for free communication (information exchange) between domestic and overseas bases.

Setting human resource development as one of our management objectives, we formulated an education and training
system based on our Management Vision and Action Mindset in 2020. To increase the number of personnel who will
embody the Action Mindset to a high degree, we set out “Independent & autonomy,” “Innovation,” and “Co-creation,” as
the pillars of the Action Mindset that we especially strive to enhance. We meticulously set these pillars and “Growth,”
which is the linchpin of the pillars, as “Capabilities to Enhance.” We carefully defined our desired attitude and action level
from the perspectives of “Foresight,” “Aspiration,” “Determination,” “Cooperation,” “Accomplishment,” “Improvement,”
and “Development.” This made it possible to reflect on one’s own current level and clarify what should be done to
achieve growth.

Overseas Training Programs
This program is designed to develop personnel who can thrive both in Japan and overseas by dispatching employees to
overseas subsidiaries to broaden their knowledge and expertise and to accumulate diverse experience.

Education System

Global Values Workshops
Global Values Workshops (GVs) are held as an opportunity for
employees in Japan and overseas to freely communicate with each
other by using the time when employees from overseas bases come
to Japan for business trips. The purpose of these workshops is to
deepen mutual understanding through communication among Group
employees regardless of nationality, generation, department, or anything else, thereby creating a sense of unity in the Idemitsu Group at
all its bases around the world as we develop as a global corporation.
These workshops, held a total of two times to date (September 2019,
January 2020), focused on fostering mutual understanding and
included discussions on such topics as what the Group needs to do
to become a global corporation and what a global corporation is in
our perspective.

Capabilities to Enhance

Specific Initiative

Foresight

Maintain a high vantage point and broad perspective to foresee changes and create a guiding vision

Aspiration

Set ambitious goals, identify issues, and take on new challenges without being beholden to existing
ideas

Determination

Take the initiative to lead and make decisions on issues boldly and logically

Cooperation

Bring together colleagues to collaborate while synergizing the diverse capabilities and characteristics
of people inside and outside the Company

Accomplishment

To achieve goals, responsibly see things through to the end while nimbly responding to changes with
flexible ideas

Improvement

To evolve and improve, continually reassess the direction that should be taken, as well as the status
and methods of work

Development

Believe in the limitless possibility of people to provide motivation and encourage growth

4
3
2
1

Other support for employee growth
Global Human Resource Development

Management Personnel Development
Developing Competencies
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Human Resource Development
Overview of Our Education and Training System

Personnel Assignments and Transfers to Match the Right Person to the Right Place

The base of our education and training system is the cultivation of competencies to enhance the aforementioned capabilities. In addition, we strive to support not only occupational growth but also growth as human beings. We have
therefore prepared programs to enhance people’s sophistication and to support employees at different life stages. We
expect all employees to maintain an awareness that they are the main actors of their lives and can grow to become
proactive and contributing members of society.

Our employees have individual interviews with their superiors once a year to share their hopes and thoughts based on
their “future planning sheet,” which contains information on the level of satisfaction with their current job or workplace,
career plans, and personal details. Grasping the direction of each individual employee’s development, the Human
Resources Department assigns them to appropriate positions in line with changes in the business structure. We also
make changes in their job category and work location to create opportunities for them to further develop themselves.

Mandatory training

Elective training

Life stages, expertise, culture

Department-led training

External courses and support for acquiring qualifications

Selfmanagement
training
(those aged
60 and up)

Liberal arts (school and Sophia University)

Life shift training (those aged 40 and up)

Career plan seminars (those aged under 40)

3rd-year
employee training
2nd-year
employee training
New employee
education

Academic
support

Other Support for Employee Growth

TOEIC support

Overseas
training
programs

English proficiency improvement measures

Mentor training

Mid-level
employee training

External dispatch training

Management
training
plus

Global Human
Resource
Development

Provision of
Training available for Provision
of
academic
selected personnel experience
opportunities

Management
innovation
school
Inclusion training

Training for newly
appointed managers
Management training

Leadership training

Managers

Staff in
charge

Management
Personnel
Development

Developing Competencies

Scope

Online learning communities, schools, correspondence education, and e-learning

Education and Training Results
In FY2020, we significantly reduced in-person training due to the COVID-19 pandemic and increased online training
through an ongoing trial and error process. In FY2021, we again supported occupational and personal growth through
programs for Developing Competencies, Management Personnel Development, Global Human Resource Development,
and Other Support for Employee Growth.
Training hours and amount of investment in training in FY2020
Training hours

Amount of investment in training (Thousands of yen)

Total hours

Specific Initiatives
Inclusion Training (Developing Competencies
)
We have been conducting inclusion training since fiscal 2020 with the purpose of developing employees who spur new
value creation and learn mindsets and skills to fully draw out their individual latent talents.
In fiscal 2020, we offered training for managers, and 135 people participated. In fiscal 2021, we significantly
expanded the scope of the training from upper-level managers to lower-level managers and conducted 10 training sessions (half day × 4 days ∕ time) over seven months.
In this training, we encourage self-awareness of unconscious bias and employees learn skills for communicating,
listening, coaching, giving feedback, and facilitating interactions.
We aim to create a culture in which the seeds of transformation continually grow by enabling employees to utilize
their skills at the workplace with awareness of their unconscious bias and the value of a diverse mix of opinions.
Educational Cross-Industry Training for Developing Leadership (Management Personnel Development
)
With the aim of training personnel capable of demonstrating leadership rooted in their own convictions, we have been
holding cross-industry training since fiscal 2016.
In fiscal 2020, this training involved mid-level employees from various companies (around 30 people from a total of
four companies) and was held in conjunction with other companies (in the daily necessities, insurance, and retail industries).
Over the course of about six months of training, participants develop their creativity and imagination as they look to
the future and are exposed to diverse values and ideas through mutual study with employees from different industries.
Participants acquire a sense of mission to realize the Idemitsu DNA through the exploration of their own leadership skills
as potential leaders of future generations.
Career Plan Seminar (Other Support for Employee Growth
)
Idemitsu offers support to enable each employee to autonomously build their career and work with a sense of satisfaction. For career building, we make departmental introductory materials available to all employees as a way of deepening
understanding of the Company’s departments and operations.
In addition to providing information on operations, since fiscal 2020 we have been conducting career development
training (career plan seminars for people in their 20s and 30s and life shift training for people in their 40s and 50s). In the
training, we support independent career building by organizing the content into what each participant can do (by reviewing their own career to date), what they want to do, and what they should do.

57,581

Per person

10.9

Total hours

256,000

Per person

48

Note: Results are from training organized by the Human Resources Department of Idemitsu (non-consolidated).
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Various HR Systems

Promotion of Diverse and Flexible Working Styles

Fair Evaluation and Compensation

As part of our efforts to create a worker-friendly environment for a diverse range of employees, we have established
systems and structures such as the work-from-home system, the flextime system, and satellite offices that could help
reduce the burden of commuting.
From April 2021, we formalized the adoption of the more flexible working hours introduced as an emergency measure during the pandemic in fiscal 2020 and were able to establish a more flexible work environment. We are also
still considering how to use this pandemic experience to realize new workstyles in the post-pandemic era. Furthermore, to promote new workstyles, we formulated guidelines for online communication and meetings, creating a
framework that enables employees to work with more flexibility.
As for the management of working hours, we use the work management system to appropriately grasp the actual
working conditions of employees and to regularly raise their awareness of working hours, aiming to increase productivity.
In fiscal 2020, overtime work hours increased due to a temporary increase in workload during the early period of management integration. Through efforts to improve workplace culture and engagement, we aim to ensure employees
improve work efficiency and productivity and enhance their quality of life (QOL).

In fiscal 2020, we introduced new core HR programs (grading program,
■ October 2019 briefing on HR programs
development and evaluation program, compensation programs). From
fiscal 2019, we have worked to enhance people’s understanding of
these programs through briefings. And, in fiscal 2020, on our in-house
portal website, we uploaded videos carefully explaining the grading
program and the development and evaluation program. We then conducted a follow-up on the comprehension of the HR programs.
The new development and evaluation systems are designed to
enable employees to continuously grow through comprehension of
the significance of their evaluations. Each evaluation comprises an
“competency evaluation” of the employee’s work attitude and level
of competency demonstrated and a “performance evaluation” that
considers the employee’s contribution to and/or achievement of
objectives. In interviews with their superiors, employees confirm targets set, level of achievement, and abilities to be
developed. The evaluation results connect to further growth and are reflected in compensation (pay and bonus) and
personnel assignments and transfers. Evaluations are conducted once a year, and an interim interview is conducted
during the fiscal year, providing opportunities for employees to work with their superiors to confirm their progress.
The compensation systems are designed to enable employees to work with a sense of security and acceptance.
They comprise basic pay, which is stably provided for demonstrated abilities, bonuses for previous fiscal year results and
contributions (based on goal accomplishment), and various allowances This is based on the concept of respect for each
employee’s lifestyle and values along with a desire for the happiness of their family.

■

Average overtime work hours per employee
Idemitsu

(Hours/month)

20

18.9

■

Showa Shell
20.0

18

Average annual paid leave taken by an employee
Idemitsu

(Days)

Showa Shell

20
18

15.3 14.8

16
14

16
14

12.3 12.0

12

12

10

10

8

8

6

6

4

4

2

2

0

2017

2018

2019

2020

(FY)

Note: Results for Idemitsu hiring (employees, seniors, re-employed),
excluding employees in managerial positions, employees on leave
and seconded employees.

0

14.9
13.3
11.7

14.2

14.1

12.7

■

Overview of systems for human resource development

Each employee fulfills the Action Mindset at a high level
2017

2018

2019

2020

(FY)

Note: Results for Idemitsu hiring (employees, seniors, re-employed people),
excluding employees on leave and seconded employees.

Grading system

Provide a system that is
consistent with the
Action Mindset

Initiatives aimed at promoting use of paid time off and reducing working hours
We are working to further promote the use of paid time off and reduce working hours to foster a culture where it is easier
to work and enable diverse employees to thrive.
Raising awareness of and requesting HR managers to promote use of paid time off and reduce working hours
■

■

Requesting managers to promote the use of annual paid time off by setting targets and outlining specific action plans to
achieve those targets
Raising awareness regarding the appropriate management of working hours and requesting collaboration on improving long
working hours and supporting employees

System Notifications
■

Determine the level of
compensation

Determine
evaluation criteria
Determine promotion
or demotion

Compensation system

Training and evaluation system

Provide satisfactory and
secured compensation that
supports the fulfillment of the
Action Mindset

Promote continuous
development toward the
fulfillment of the
Action Mindset

Reflection of treatment

Under the work management system notification emails are sent to superiors and HR managers
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Promotion of Employees’ Health

Health Declaration

Development cycle toward the fulfillment of the Action Mindset

Setting targets in light of the
Action Mindset and the
grade definitions

The Group outlines People-Centered Management and positions the development of respected personnel as its
ultimate goal. We aim to continue fully leveraging the power of people to contribute to society. To this end, the
health of every employee is absolutely essential. We define prioritizing health and safety in all areas as the
Group’s Action Mindset and aim to be a company where everyone can thrive at work and be healthy in body and
mind. We seek to ensure that employees are aware of their own health and work on it independently, the company actively supports them, and employees and the company work as one to realize a healthy company.

Development through daily
work and communication
Target setting

Job performance
and review

Idemitsu Kosan Co.,Ltd. President and Representative Director

Shunichi Kito

Development cycle
toward the fulfillment
of the Action Mindset
Feedback
Identify strengths and
weaknesses and clarify key
points of ability development

Evaluation

Employee Health Promotion System
Confirm development of
abilities and achievement
of targets

Exchange of Opinions with Employees on HR Policies
We strive to comply with all applicable labor laws and regulations at home and abroad and to create workplace environments in which all employees can concentrate on their work with assurance and satisfaction. Based on the Labor
Standards Act, an employee representative creates written opinion statements accompanying the formulation of or
amendment to labor agreements and/or the rules of employment. Dialogues between employees and the Company and
notifications of changes to various HR measures, including the rules of employment, are conducted mainly at the Next
Forum and employee briefings. In addition, Idemitsu’s labor union named Forward Together with Our Energy (FTOE)
regularly holds labor-management discussions related to the Company’s management situation, vision, policies, workplace environment, and more. Through these efforts, we aim to develop policies that are highly acceptable by employees,
including various HR initiatives, salary levels, labor conditions, and welfare benefits.

For the promotion of employee health, we placed a company-wide health promotion secretariat in the Human Resources
Department in cooperation with health insurance associations and relevant departments. Our health management rules
define the roles of the general managers and HR managers of each department with regard to health management and
promotion in the workplace.
In addition, we have appointed 18 industrial physicians (including one psychiatrist at the Head Office and one physician for overseas matters) and 19 occupational health staff and nurses to our facilities in Japan as experts (including
branches with less than 50 employees). We have also appointed an industrial physician specializing in psychiatry and
another in overseas management at the Head Office along with industrial physicians to branches with fewer than 50
people. Furthermore, we receive health management guidance from doctors at the University of Occupational and Environmental Health, Japan.
■

Employee Health Promotion System
President and Representative Director
Management Committee
General Manager of Human Resources Department
(Executive Officer)

Refineries, complexes,
research labs, and branches
Medical offices & Clinics
■
■

Industrial physicians
Occupational health staff

HR Support Section (Health Promotion)
Regular
Meetings
Health
Promotion
Advisor

Head Office’s medical office
■
■
■

Industrial physicians
Nurses
Occupational health staff

Each Section
of the Human
Resources
Department

(Safety) Health Committee
Each department’s manager in charge of HR

Corporate
Sustainability
Department
Safety, Environment & Quality
Assurance
Department
Health
insurance
associations
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Promotion of Employees’ Health
■

Overview of Health Management

Medium-term Initiatives

Health Declaration

Employees
Independently manage health

Main Priority Issues

Support
Safety Net

Human Resources Department
Health Promotion

Health checkups, setting
diagnostic criteria, PDCA
■ Stress checks
■ Interviews with healthcare
professionals and
industrial physicians
■ Providing seminars and information
■ Operating health committees
■

Relevant Departments
Development,
Education,
Transfers

Welfare, Labor

Work management
■ Diverse workstyles
■ One-on-one
■ Leave and absence
promotion
programs
■ Mentor
programs
■

Health Insurance Union

Employee Engagement surveys ■ Specific Health Guidelines
and Various Checkups
Enhancing workplace
environments
■ Promoting diverse workstyles
Health Committee
■ Preventing occupational
accidents
■ Disseminating health
management information
■ Promoting understanding of
ESG issues and the SDGs
■
■

Activities of the Health Committee
To support the independent health management of employees, we convene the Health Committee once a month to raise
awareness of and engrain health promotion activities at business sites with 50 or more employees based on the Industrial
Safety and Health Act. At the Head Office, we have held meetings of the committee online since April 2020 to prevent
the spread of COVID-19.
Committees Meeting at the Head Office
1. Timing and frequency of meetings
The third Thursday of every month
2. Committee members (53)
Committee chair: General manager of the Human Resources Department (general health and safety manager of the Industrial Safety and Health Act), expert industrial physician (1), health manager (1 dedicated, 7 concurrent), and health promotion
committee members of each department (43)
3. Main Issues in FY2020
Health lectures by industrial healthcare professionals (industrial physicians, nurses or occupational health staff)
Occupational accidents (at offices and during commuting or working from home), employees working long hours, implementation status of industrial physician interviews (required if over the regular 70 work hours), workplace patrol results
(industrial physicians and health managers), air environment measurement results, etc.
Other communication matters related to health promotion

1. Improvement of health awareness
We regularly inform employees of our health declaration, policies, and objective performance, thereby creating opportunities
to discuss health issues on a daily basis.
2. Avoiding the need for leave of absence due to diseases or injuries
To support employees with mental health problems, we will enhance our in-house expert team. We will develop measures to
prevent lifestyle-related diseases and support the individual efforts of our employees to stay healthy.
3. Reinforcement of promotion system and PDCA
We will clarify the promotion system, regularly report to the Management Committee, and make effective use of the system
to implement the PDCA cycle effectively.

Health indicators (targets and FY2020 results) and specific initiatives
Mental health
We work hard to reduce the number of employees with mental health problems through training on preventive healthcare
measures that are overseen by line managers as well as on measures employees can implement on their own in light of
the lack of communication due to new workstyles (expanded working from home) and through support from a mental
health team.
Physical health
To prevent serious COVID-19 infections, we strive to raise the percentage of healthy employees mainly by focusing on
preventing lifestyle diseases and expanding health guidance and age-based measures for employees currently in poor
health or at risk.
Health awareness
We aim to enable employees to manage their own health mainly through training in self-care and healthy living habits in
response to the pandemic and new work styles.

■
■

■

4. Deliberation matters
Implementation of stress checks at the end of first half of the year, decision of annual activity plan (proposal), implementation of world no-smoking day trial, reform of the Head Office Health Committee Operation Guidelines, etc.

FY2020 Initiatives
In fiscal 2020, we will continue rolling out effective measures that prioritize employee health amid the protracted COVID19 pandemic.
 wan
■S

Example Initiatives
■

■
■

Stepped up information dissemination amid
the pandemic (on self-care, care overseen by
managers, and more)
Held web seminars and exercise programs
Quickly identified and responded to changes
in conditions through pulse surveys

■

■

Promoted healthy activities aimed at improving the
rate of self-care

Swan Day
symbol

Established the 22nd of each month as “Swan
Swan Day” (“swan” sounds like the Japanese word
suwan which mean “don’t smoke”), prohibiting
smoking during work hours on that day
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Promotion of Employees’ Health
Implementation of Specified Health Guidance (Promotion of Collaborative Health)

Mental Healthcare Initiatives

As a way of promoting physical health, we promoted specified health guidance at the Head Office and each work site in
collaboration with the Health Insurance Union. We have continued the measure since fiscal 2021.

Regarding mental health, we conduct employee stress checks every year based on the Industrial Safety and Health Act.
In fiscal 2020, we conducted such checks on a total of 11,259 employees, or 91.7% of the Group’s workforce. Based on
the results of the stress checks, we provide face-to-face guidance to people with high stress levels and opportunities for
consultations to people with high stress levels who do not want face-to-face guidance. In addition, we also support
improving the stress level of each workplace by providing reports on the analyzed results for each department.
At the same time, we are concerned that the environmental changes attributable to the pandemic present a major
source of stress and worry for employees. To thoroughly support employees, we have released information on mental
health issues at each stage of the pandemic on the Internal Health Support Site of our internal information portal and
conducted a web seminar for line managers on overseeing care that can be performed while working from home during
the pandemic.

■

■

■

In fiscal 2020, over 450 employees participated in the program, which was offered to employees (including those at Idemitsu
and its subsidiaries and affiliates) who exceeded the standard values for determining pre-metabolic syndrome as set out by
the Ministry of Health, Labour and Welfare.
We conducted a three-month health program that uses a smart phone app to visualize food and exercise habits and maintain
health guidance. Over 90% of participants were expected to complete the program.
Around 70% of people who completed the program saw a decrease in waist circumference and weight.

FY2021 Initiatives

Addressing Global Health Issues

Workplace Vaccinations for COVID-19
We began workplace vaccinations for COVID-19 from July 2021. At the Head Office at the Otemachi Building, Hokkaido
Refinery, Chiba Complex, and Aichi Refinery, we vaccinated around 9,000 people, including Idemitsu employees, affiliate
employees, dispatch employees, and partner company employees who opted for it. To foster a workplace environment
in which employees can comfortably work, we collaborated with each department of the Head Office and each work site.
We promoted vaccinations in collaboration with healthcare professionals and many in-house volunteers.
■

Workplace vaccination site

■

Employee being vaccinated

As a company with many overseas bases, the Group understands the importance of addressing global health problems,
such as the three big global infectious diseases (tuberculosis, malaria, and HIV/AIDS) and is taking action in this regard.
We support employees assigned overseas by providing education on health management before they are sent abroad
(on infectious diseases, preventing lifestyle-related diseases, and self-care), follow up on employees with high stress
levels after conducting stress checks, confirm their health status, provide health checkups for both the employees and
their families during their assignments, and encourage them to get vaccinations.
With regard to the health of employees at the Nghi Son Refinery and Petrochemical Limited Liability Company
(NSRP), NSRP not only provides vaccinations for seasonal infections like influenza, but also conducts pest control activities at company accommodations once a month to prevent infections from an animal vector. In addition, NSRP performs
medical checkups for residents of neighboring communities and works to improve their health based on the results, such
as by providing tuberculosis vaccinations.
During the COVID-19 pandemic, in addition to the aforementioned initiatives, we are taking measures to prevent
infections of employees and their families in line with the laws, regulations, and government guidelines of various countries.

Measures when Handling Hazardous Substances
At refineries and complexes, we use radioactive substances in analysis equipment and other machinery. Based on laws
related to regulating radioactive isotopes, we have established internal regulations for handling these substances and
properly manage them. We have taken such measures as shielding employees with protective gloves, garments, and
masks, as well as providing sufficient preparation, including education and training in operational procedures, to complete operations quickly and minimize the time they are exposed to radiation. In addition, to manage the health and safety
of the people handling the substances, we prohibit unauthorized entry into managed areas, measure radiation on the
border of managed areas (twice annually), manage the exposure of employees who enter managed areas (for example,
requiring them to wear personal exposure monitors), and radioactive operation employees receive two health checkups
per year. Furthermore, when disposing of waste that includes radioactive substances, we contract an operator that has
permits to appropriately dispose of the waste. Furthermore, the radioactive substances handled by Idemitsu are not
enough to cause exposure in local communities.
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Approach to Harassment Prevention
The Idemitsu Group believes that respect for human rights must be the highest priority in all of its decisions and actions.
Accordingly, we seek to maintain harmonious relationships with international society and local communities, and do not
discriminate against any stakeholder group. Furthermore, we do not condone violence or words or deeds that are detrimental to human dignity, whether physically or mentally. To ensure sound, harassment-free work environments, we seek
to deepen the understanding of all employees and have established a basic policy for harassment prevention measures
and appropriately responding to incidents of harassment. By doing so, we aim to create and maintain work environments
in which the human rights of all employees are respected and employees can utilize their abilities to the fullest. In addition, the Human Resources Department, General Affairs Department, and Corporate Sustainability Department engage
in concrete cross-departmental initiatives.
* Basic Policy on Harassment in the Workplace

https://sustainability.idemitsu.com/en/themes/200

Specific Initiatives
Building Skills for Responding to Consultations about Harassment
From October to November 2020, we provided training aimed at building skills for those responding to requests for
consultation about harassment, including the HR managers of company departments and affiliates and officers in charge
of responding to consultations. This training taught participants the skills to appropriately respond to employees seeking
consultation about harassment. A total of 98 participants took part, deepening their understanding of the appropriate
mindset and key points to keep in mind when fielding consultation requests as well as the perspectives and feelings of
employees seeking such consultations. We will continue to implement such training as needed going forward.

Workplace Harassment Prevention Guide
To create and maintain sound, harassment-free workplaces, in June
2020, we prepared a guide to concrete prevention measures to help
raise awareness among all employees, instructing them to not
engage in or tolerate harassment.

Comparative Table
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Efforts to Improve Workplace Culture and Engagement
We aim to co-create with our employees a better
company, one in which all employees can thrive
and feel rewarded, and we are working to stimulate internal communication to this end.
As outlined in the basic policies for 2030 in
the Medium-term Management Plan, to enhance
the engagement of every employee, we think it is
necessary to create an open, flat, and agile corporate culture, an environment in which everyone
feels safe, secure, and free to share what they
really think. We therefore consider robust internal
communication to be a foundation of our operations. Moreover, we believe that all employees
should be on the same page about company-wide targets in addition to understanding
department-specific targets they are directly
tasked with pursuing.
The Next Forum is where employees and
management can directly discuss, exchange
opinions on, and make proposals about company-wide issues. Meanwhile, the DTK Project is
aimed at improving operations and making each
employee’s job feel more rewarding. We are rolling out these and other various measures,
including initiatives in each department.

■

Efforts to Improve Workplace Culture and Engagement
Creating a corporate culture that leads to employee
engagement and pride

Encouraging management
and individual departments
to work toward solving
company-wide issues and
monitoring company-wide
measures

Encouraging relevant departments
to enhance the
workplace culture

Next Forum

Company-wide measures for enhancing
internal communications

Gathering and
communicating workplace
opinions through
forum members
(workplace representatives)

Stimulation of
organizations
and growth of
individuals

Townhall
Meetings
A place for direct
dialogue between
employees and
management

Supporting the
independent career
building of each
employee

Life-Career
Support Center
Working with
individuals to
address their
concerns and
issues

Employee Engagement Survey
Assessing and monitoring the situations and
issues of employees and organizations

Based on the survey results, forum members representing each department identify issues and present them to Next Forum

Employee
Engagement
Survey
Survey period: late July
to early August 2021

Sharing issues
among all
employees

Company-wide
management
issues

Next Forum
(forum member
participation)

Departmental
management
Issues

Reflect in department’s next fiscal
year policies

DTK (Dattara Ko Shiyo) Project

Management
Committee

Anti-Harassment Training
From December 2018 to fiscal 2020, we held anti-harassment training for all management-level employees, including top management,
with the goal of eradicating all forms of harassment. A total of 1,065
individuals took part in this training.
The training has served as an opportunity for participants to
deepen their understanding of workplace sexual harassment and
abuse of authority and reflect on their role as managers in preventing
such issues. Going forward, we will continue this training as we strive
to ensure harassment-free workplaces.

ESG Data

D

Information systems-related initiatives
Human resources-related initiatives
Workstyle reform at manufacturing sites
New initiatives

P

C
A

D
P

C

Employee Engagement Survey

A

Based on the survey results, general managers in each department and those supervising human resource management work with forum members to identify issues
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Efforts to Improve Workplace Culture and Engagement

Next Forum Initiatives

PDCA Cycle Based on an Employee Engagement Survey

The Next Forum is a company meeting for employees and man■ An online session for the Next Forum in February 2021
agement to directly discuss, exchange opinions on, and make
proposals about company-wide issues with the aim of co-creating a better company. Meetings are held twice a year, and forum
members (a total of 110 persons from all 57 departments)
selected from each department gather opinions from the workplace and directly communicate with management. In FY2020,
meetings were held online in September 2020 and February
2021 as a precaution against COVID-19.
Drawing on input gleaned via dialogues at the Next Forum,
a number of initiatives are being implemented to improve company-wide issues. In this way, we are reflecting employee
voices in company-wide activities. Going forward, we will continuously strive to enable all employees to achieve growth
and self-actualization through work at the Company and maintain a consistent feeling of engagement and pride.

We conduct an employee engagement survey once a year to quantitatively and continuously analyze employees’
engagement, mutual trust, and unity. The results of the survey are fed back to management and all employees. Then they
are analyzed in detail, and specific action plans are formulated and implemented based on it. The results of these analyses and plans are then confirmed in the next year’s survey. This is the PDCA cycle.
Company-wide management issues identified in the surveys are discussed by management and employees at the
Next Forum. This was the motivation for launching the following company-wide projects: the DTK Project and the reform
of workstyles at manufacturing sites. Moreover, input gleaned from the surveys and via dialogue at the Next Forum
included employee ideas that led to the April 2021 codification of our management philosophy. In addition, regarding
departmental management issues, in each department, the general manager and other managers formulate action plans
to address these issues, reflect them in the next fiscal year’s policies, and promote and monitor the plans in daily tasks,
thereby conducting the PDCA cycles.

Overview of the Next Forum in February 2021
Session 1: Answer session (all attendees)
Management and departmental representatives provided answers to suggestions and questions from forum members. The
content of these exchanges was then addressed through dialogue involving all attendees.
Examples of suggestion topics: Management philosophy, career development, the mode of online communication, etc.
■ Session 2: Exchange of opinions (small-group discussion)
Attendees were divided into smaller groups by job category to engage in the in-depth exchange of opinions.
■ Examples of feedback from attendees: “These sessions helped me better understand where Idemitsu stands thanks to clear
explanations on its future policies and the provision of robust answers to employee questions.” “At this round, attendees were
given a longer time for dialogue with management compared with previous rounds.”
■

Overview of FY2021 employee engagement survey
Survey period: Late July 2021–early August
Scope: A total of 11,896 people at Idemitsu and 29
affiliates and subsidiaries
Response rate: 95.7%

* Results below are for Idemitsu (non-consolidated)
■

Percentage of employees who reported that they
have enthusiasm to work in this company
■ 2019Year ■ 2020Year ■ 2021Year

（%）
80

70

69

71 71

70

Features of the FY2020 survey:
Newly incorporated questions regarding the respondent’s
degree of empathy for and support of the management philosophy and corporate vision for 2030 as well as questions
regarding the relationship between spare time discovered
through the streamlining of operational processes and improvement in productivity
■

Engagement, Mutual Trust, and Unity scores by age
group
■ 2020Year ■ 2021Year

（%）
80

72 72

77 77
73

71 71
66

67

76

74

78

70
65 65

66 66

62

60

50

■

60

Overall

Men

Woman

50

Overall

20 S

30 S

40 S

50 S

60 S

Questions regarding the management philosophy and corporate vision
Q. Do you empathize with Idemitsu’s management philosophy?
■ Positive response

■ Neutral response

(Unit: %)

77

■ Negative respons

14

Q. Do you support Idemitsu’s corporate vision for 2030, in which it aims to become a “reliable partner?”
■ Positive response
■

■ Neutral response

■ Negative respons

67

10
(Unit: %)

27

7

Number of freeform comments
Approximately 50% of respondents filled in comment spaces designed to solicit feedback regarding improvements and
advances as well as any anxieties or feelings of deterioration during FY2020 and to accept suggestions for improvement.
This ratio is deemed considerably large, suggesting higher employee awareness regarding the importance of the surveys.
We will continue to collect and address real-life feedback from employees.
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Efforts to Improve Workplace Culture and Engagement

Examples of Initiatives to Address Issues Identified via the FY2020 Employee
Engagement Survey
Using the PDCA cycle shown in the diagram at right, we
identified five key company-wide issues from among
issues identified based on results of the FY2020
employee engagement survey. Following the exchange
of opinions at the Next Forum between management
and attendees, we launched various measures aimed at
addressing these issues. In addition to promoting these
measures, we will monitor their effectiveness via the
FY2021 employee engagement survey. By doing so, we
will brush up these measures while considering our next
move.

■

The PDCA Cycle for Improving the Workplace Culture and
Employee Engagement

Content: Speech by President Kito (20 minutes) and Q&A session utilizing chat (70 minutes)
■

■

Act
■

■

Do

Analyze results of company-wide
measures and identify issues
Reflect findings from analysis to
improve company-wide and
departmental measures

■

■

■

Align existing measures and
launch new projects to address
these issues
Promote company-wide and
departmental measures

Carry out the employee engagement survey
Monitor measures being implemented

Five Key Issues Identified via the FY2020 Employee Engagement Survey and Primary Measures to Address These Issues

Views on Idemitsu’s future and its
direction regarding new business
initiatives

Measures Being Undertaken

■

Ongoing enhancement of direct communication opportunities for management and employees and the provision of opportunities for employees to be involved in business management (townhall meetings and round-table sessions attended by officers)

■

Codification of the management philosophy

■

The direct issuance of messages from management regarding the Medium-term Management Plan, corporate vision for 2030, the structural reform project and other forward-looking strategies

■

Robust explanations provided by management regarding the background of and concepts
supporting measures as well as other efforts to ensure clear understanding among employees

Whether company-wide measures are firmly implemented and
whether tangible changes in
employee behavior are felt
Regarding measures to assist
individual employees in their
independent career development
efforts, whether counseling
opportunities and assistance
tools are sufficiently provided

Relationship between novel
workstyles, operational streamlining and improvement in
productivity and added value

Date: May 26, 2021
Number of live participants: approximately 3,400; number of
video viewers: approximately 3,000

Check

Understanding of the Corporate
Vision and the Medium-term
Management Plan as well as their
relationships with the respondent’s own job role

Session 1
Method: Online livestreaming event

Plan
Hold the Next Forum to exchange
opinions Determine measures to
address the issues identified

■

Five Issues

Townhall Meeting: A Place for Direct Dialogue Between Employees and Management (two sessions)

■

Improvement of communication between supervisors and their staff (one-on-one meetings,
management skill enhancement training, etc.)

■

Introduction of a new evaluation program (ranking program)

■

Implementation of various career development assistance measures (rank-based career development training, mentoring program, etc.)

■

Establishment of the Life-Career Support Center

■

Development of a working environment that embraces diverse value systems and lifestyles
(the revision of personnel programs and the development of online tools)

■

Organizational reforms (the simplification of ranking structure to enable speedier decision
making, the delegation of authority and the optimization of the breadth of control)

■

Upgrading of the DTK and DX activities along with horizontally rolling out these activities

During the session, participants sent in approximately 250 questions, opinions and other forms
of feedback. Items that could not be addressed
immediately were subsequently answered through the in-house distribution of messages.

Moreover, questionnaires were sent out to participants after the session, and 94% of respondents (of a total 345)
answered that the event helped them better understand management status and policies, suggesting an improvement in employee engagement and motivation.
Examples of feedback: “It was good for me to directly hear from President about what he really thinks as he spoke in his own
words, which may often be blurred in official documents.” “The session helped me develop a greater sense of ownership about the
topics discussed as I was allowed to directly send my questions via chat.” “Instead of merely conveying policies via a top-down approach, the event was designed to invite all participants to think together about Idemitsu’s management philosophy and the direction of its operations so they can spontaneously take action.”
■

Session 2
Date: June 2 to 7, 2021; a total of 12 meetings (90 minutes
each)
Method: Online meetings
Total number of participants: 122 Group employees and 34 officers
Content: A Q&A session and the exchange of opinions regarding topics discussed in the session 1 and
other open-ended dialogue
The online meetings were divided into five categories based on topic, with employees being allowed to sign up for any meetings with relevance
to their job categories or areas of personal concern. In addition to facilitating the exchange of opinions with officers, these meetings were designed to help employees interact with one another.
Examples of topics discussed
・Future business development toward carbon neutrality
・Responsibilities to be fulfilled by Idemitsu as a “reliable partner” in line with the corporate vision for 2030
・The future direction of global expansion
・Desirable workplace culture and novel workstyles
Examples of feedback: “Officers answered my questions in a frank and sincere manner.” “I appreciated the exchange of opinions
with other participants.”
■

■

■
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Efforts to Improve Workplace Culture and Engagement
Life-Career Support Center

DTK (Dattara Ko Shiyo) Project (Business Process Redesign)

The Life-Career Support Center was established in July 2021 as part of measures to address the need to help each
employee clarify their career plans, a company-wide issue identified via the FY2020 employee engagement survey. By
enabling employees to utilize this consultation desk specializing in life and career issues, we are further supporting each
employee’s independent career building efforts and addressing concerns related to their life and career.
Although basic consultation regarding employees’ life-and career-related issues is provided by their immediate
supervisors with the cooperation of the Human Resources Department, the Life-Career Support Center offers face-toface interviews conducted by certified career counselor. In order to ensure neutrality and confidentiality, these in-house
counselor are totally independent from those authorized to determine human resource allocations. The center provides
employees with opportunities to examine their career issues from a broader perspective and gain new insights, thereby
contributing to improvement in employee engagement through meticulous support.
In addition, we appoint “part-time advisors” from among employees to provide consultation regarding a broad range
of career issues. When necessary, career counselor set up interviews attended by part-time advisors with the consent of
employees seeking consultation. With part-time advisors contributing their insights based on their own experience, this
support framework is designed to enable employees to discover their own routes to resolving their issues.

This project was launched with the aim of reforming the workflow and workstyle of all employees to ensure the sustainable development of the Company. Productivity improvement requires three things: improved results, a reduced volume
of work, and better work engagement. Improved results and a reduced work volume are equivalent to existing operational improvement. The productivity improvement envisioned by this project is aimed at “operational improvement ×
improvement of each employee’s work engagement.”
Increase in frequency of and time for
high-value-added work
■ Increase in output by speeding up planning and
decision-making, etc.
■

Output (Sales, Profit)
Productivity
improvement
Input (Work volume)
■

■

Position of the Life-Career Support Center

Department

Work engagement
Increase in time for high-value-added
work
■ Advanced workstyles
■ Workstyles not bound to time or place
■ Enhancement of communication
frequency and quality, etc.
■

Enhancement of operational efficiency through
BPR, Process Digitalization and Smart Work, etc.

General Manager
Thoughtfully offering support regarding concerns
and issues from a career
counselor standpoint
Consultation time: 60
minutes per session

Internal Communication
Department Life-Career
Support Center

■

Human Resources Department
Managers Responsible for HR

Direct Supervisor

A psychologically secure place
for employees seeking consultation, with the content of
sessions being kept confidential and exerting no influence
on personnel evaluation

Two-Way Communication
Subordinates

Support framework for providing career-related consultation
Part-time
advisors

(3)Request for an interview
(Relay the content of the issue to individuals appointed
to handle consultation based
on their ability to address
such issue)

Life-Career
Support Center

A psychologically
secure place for
employees seeking
consultation, the
content of which will
be kept confidential

(4)Conduct an interview
Determine the details and nature of
the issue and offer an approach to
resolving such issue
(Attended by a career counselor in
charge of the consulter)

(1)Seek consultation
Employees
(2)Confirm the issue confronting the consulter

The foundation of
communication
is support from
supervisors, MBO
interviews, and
daily conversations

In FY2019, we focused on creating new ways
of working in all departments, including via digitization, while working to unify similar
operations. In a company-wide achievement,
we used digital technology to systematize contract management and create a workflow for
approval applications. In addition, as department-specific projects, we worked to improve
internal operational flows, cut unnecessary
meetings, and reduce the frequency of meetings. In addition, regarding the progress of
these efforts, we strove to disseminate information through our in-house information portal
site and enhance understanding through PR
videos.
In FY2020, we expanded the scope of
activities included in this reform from the head
office to branches, refineries, and complexes
across the country. As a result, at the end of
FY2020, we achieved our target of curbing
total operational hours by more than 10% from
the FY2018 level.

BPR

Process Digitization

(focus on operations)
(focus on technologies)
■ RPA
■ Abolish unnecessary
operations and rules
■ AI, etc.
■ Eliminate redundancies
and streamline
■ Automate and standardize
■ Consolidate and
Agile Work
outsource, etc. (focus on 3 elements + time)

Smart Work
(focus on people and workstyles)
■ Reduce meeting times
■ Reduce and make better use of
travel time
■ Accelerate the sharing of
knowledge, etc.

Promotion of Activity Based Working (ABW )
At any time, at any place, with anyone. Employees choose the most
appropriate workstyle for their own work regardless of time or place.
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Efforts to Improve Workplace Culture and Engagement
Main Initiatives

BPR Activities through Co-Creation with Employees (Digital for Idemitsu)

Internal Communications
Accessible via our intranet, the “DTK Portal Site” disseminates informational content aimed at enhancing the awareness
of the DTK Project (DTK-PJ) among employees with the aims of winning their understanding of and empathies for the
project and encouraging them to develop a sense of ownership and transform their behavior accordingly. As of February
2021, this website recorded about 244,000 views, with the number of unique visitors totaling about 9,200. To facilitate
bidirectional communications between members of this project, we have also established the “DTK-PJ Community” via
the use of Microsoft Teams. Having thus facilitated networking among employees, we have seen a total of 746 individuals who signed up for this community as of February 2021.

In April 2020, we launched BPR activities under the banner of “Digital for Idemitsu.” These activities are intended to
transform the Company’s business processes as a whole via the use of digital technologies, with the aim of creating new
social value and customer value. At the same time, employees are expected to accumulate experience in and expertise
regarding co-creation through engagement in these activities.
As part of these efforts, we have implemented multiple rounds of on-site verification of BPR cases. Currently, upon
the confirmation of verification results, we strive to improve operational process via the use of a “start small” approach.
Thus far, these endeavors have been steadily progressing, resulting in the creation of synergies between business divisions and the optimization of information sharing among them.

Yorozu Consultation Desk
We have opened the “Yorozu Consultation Desk,” an in-house consultation desk designed to help employees resolve
issues related to productivity and job satisfaction. When an employee seeks consultation, we assign experts with the
ability to properly address their issues from among corporate department staff or external consultants. In this way, we
extend ongoing support to the consulters until their issues are resolved. As of February 2021, the cumulative total
number of consultations provided by this consultation desk amounted to more than 200.
Study Sessions and Workshops
We began holding study sessions and workshops for individuals appointed from various departments to promote the
DTK Project to help them acquire useful insights and methods for pushing ahead with operational reforms. The study
sessions are focused on helping attendees obtain knowledge and expertise, while the workshops are designed to equip
them with practical capabilities to utilize input they acquired via study sessions. Currently, these events were held on 48
occasions in total, with the cumulative number of participants amounting to 1,600.
DTK Guidebook
We have issued the DTK Guidebook, which summarizes insights and takeaways we have gleaned
via our engagement in the DTK Project, which has so far spanned about two years. In the course of
compiling this guidebook, we strove to feature easy-to-understand and useful descriptions of “tips,
tricks and traps” regarding operational reform activities, targeting especially individuals who seek
to launch such reforms. Looking ahead, we will strive to foster an open, flat and agile corporate
culture by, for example, undertaking BPR through which we review conventional modes of operation and establish new processes.

Main Initiatives under Digital for Idemitsu
Relevant operations

Main initiatives

Power and Renewable
Energy

Having launched a special project team, we are promoting the restructuring of power-related systems via the use of a forward-looking approach, as well as the development of business intelligence
(BI) platforms centered on sales data analysis functions in addition to the thoroughgoing reform of
operational process.

Lubricants

To improve ROIC, we defined and began monitoring KPIs to manage our global lubricant value
chains (R&D, procurement, manufacturing, logistics, and sales) so that the status of these operations
is easily visible. By doing so, we aim to develop robust BI platforms that enable us to make swift,
data-driven management decisions.

Refineries

With refineries formulating a DX promotion structure in tandem with relevant departments, efforts are
now under way to improve maintenance-related operational processes. Having positioned the Chiba
Complex as a DX mother plant, we are striving to roll out these operational process reforms at other
refineries and complexes.

Initiatives to Nurture Human Resources Capable of Creating Innovation
Smart Yorozuya Juku, Business Design Juku and CNX Center Juku
D T ガイドブック
K
ー

更なる変革推進へ

2021 年 4 月

DTK 推進室

ー

In July 2021, we launched three training courses, each called “Juku” (Japanese for private academy), as part of measures
to foster a corporate culture supporting innovation. These training courses are designed to nurture robust DX literacy and
an entrepreneur mindset in our human resources.
With the number of individuals who can sign up for each course being limited to approximately 20, these courses
help participants take on new challenges, offering unique curricula that incorporate on-site verifications and other reallife business tasks along with classroom lectures. We are thus encouraging employees to contribute new ideas and
co-create new value in the course of their efforts to discover golden opportunities and realize innovation amid a time of
radical change.
Outline of Each Course
Name

Overview

Main participants

Smart Yorozuya
Juku

With the Digital & BPR Department and the Petroleum & Coal Marketing Department acting in collaboration, this course strives to nurture individuals who can drive
Idemitsu toward its goal of becoming a “reliable partner.” To this end, participants
Branch employees
strive to raise their DX literacy while engaging in the verification of new business
ideas in an effort to transform service stations under their supervision into “Smart
Yorozuya” (Smart one-stop shops).

Business Design
Juku

This course is aimed at nurturing entrepreneurs capable of creating new businesses
via the use of a customer-centered approach. Participants take on the challenge of
Division employees
launching new businesses and, to this end, work together with a team of digital
business specialists who assist them in their endeavors.

CNX Center Juku

Under the initiative of the Innovation Strategy & Carbon Neutral Transformation DeEmployees at refinerpartment, this course helps participants conceive new ideas aimed at promoting
ies and complexes
various forms of carbon neutral transformation that align with region-specific needs.
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Nurture human resources capable of spontaneously identifying the needs of
society and shaping Idemitsu’ s business operations to meet such needs
Business Design Juku

Smart Yorozu Juku

Research bases

Social
issues
and
needs

Creation
of
social value

Subsidiaries
Complex and oil
depot infrastructure

Assets available within
and outside Idemitsu
Relationships with
regional communities
in which we maintain
service stations
The Idemitsu network
consisting of 6,300
service stations
nationwide

Needs among
community
residents

Business owners
acting as dealers

H2

NH3

Global and
environmental
issues

Needs among
dealers

CNX Center Juku

“SPARK”: Workshop for Creating Next-Generation Businesses
Designed to provide a place for employees to practice the co-creation of next-generation businesses, SPARK workshops
and discussion sessions are open to all Idemitsu Group members regardless of department. Through these events, we
are engaged in ongoing discussions to create new ideas based on needs and seeds within and outside Idemitsu as well
as rapidly advancing technologies. Promising ideas are then refined via the incorporation of further input from internal
and external sources. With the goal of developing new businesses that align with company-wide strategies and enable
Idemitsu to achieve growth via the use of its strength, individuals who propose such ideas play key roles in these endeavors and work together with like-minded colleagues. In this way, the Idemitsu Group is taking on the challenge of reaching
a new stage as a value-creation company through the development of innovative businesses.
■

Flow of ideas centered around SPARK

■
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Efforts to Improve Workplace Culture and Engagement
■

ESG Data

Workstyle Reforms at Manufacturing Sites
The Manufacturing & Technology Department is engaged in workstyle reforms to ensure that employees can work with a
sense of fulfillment even as they help enhance the competitiveness of the Company. To this end, a task team was
launched, with its membership including manufacturing operators as well as Head Office staff, who exercise leadership.
Employing unconventional approaches that defy prevailing norms and customs, these reforms are focused on (1) adapting to the diversification of on-site operations; (2) implementing workload reduction measures designed to go into
immediate effects; and (3) achieving a shift of core working hours to daytime.
In FY2019, the task team formulated the outline of workstyle reforms targeting production engineers at business
units charged with facility operations. Thus far, the department has succeeded in cutting back on workload by 8% following the launch of measures that went into immediate effect in December 2019.
From FY2020, workstyle reforms are under way at a growing variety of business units, including maintenance
departments, subsidiaries and affiliates, such as Idemitsu Plantech.

Progress in Workstyle Reform Measures for Production Engineers
Reform 1: Adapting to the Diversification of On-Site Operations
In line with the personnel system, we have developed a set of rank-based performance targets for assessing level of
personal growth to ensure that individual status regarding the pursuit of new challenges, dedication to daily operations,
and the acquisition of specialist qualification is better reflected in employee evaluation. These targets came into effect
from FY2020 as the first stage of the Reform 1. As the second stage, the targets were subsequently aligned with the
diversification of employee duties and the differing pace of personal growth in FY2021.
Reform 2: Implementing Workload Reduction Measures Designed to Go into Immediate Effects
Launched in December 2019, these measures helped reduce workload by 8%, which is in excess of the target of 6%. In
FY2019, we placed the utmost priority on reducing the burden to be borne by young employees, an employee group with
a particularly high rate of attrition. At the same time, having learned that the motivation of young employees may have
dampened by their working side by side with senior colleagues and veteran operators struggling with excessive workloads, we have also reduced the overall workload at on-site operations. In FY2020, we went on to launch measures to
reduce the workloads of management-level employees. This initiative was focused on helping them resolve issues associated with securing sufficient time for communication with on-site operators.

Process for creating new businesses through SPARK

Reform 3: Achieving a Shift of Core Working Hours to Daytime
After completing the outline of reform measures in FY2019, in FY2020 we launched detailed discussions regarding facility improvements along with undertaking the identification of issues via trial operations. In these endeavors, the Hokkaido
Refinery was positioned as a model plant.
The goal of these reforms is to ensure that facility inspections and operations are carried out mainly during the day
to reduce the physical burden placed on employees. Simultaneously, we will strive to reduce the size of the night-shift
team specializing in surveillance, incident response, and troubleshooting. In these ways, we will enable employees to
allocate greater resources to planning, discussion, and other tasks aimed at creating higher added value so that they find
their jobs more rewarding.
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Ensuring Safety

Policy for Ensuring Safety

Health and Safety Management System

Idemitsu’s policy for ensuring safety is (1) to ensure the safety of people as our highest priority and (2) to reduce and
eliminate risks through the appropriate allocation of management resources and the maintenance and improvement of
facilities, processes and work mechanisms with the aim of eliminating accidents and injuries while also (3) making efforts
to cultivate a safety-oriented culture. We have established the following specific policies as we strive to ensure the health
and safety of all people connected to the Company.

While leveraging the know-how we have gleaned from our experience to date, we have built and operate a unique management system based on an international standard for occupational health and safety management systems (ISO
45001) and the certification standards of the High Pressure Gas Safety Act. In addition, we continually improve the
system through internal audits and management reviews. Furthermore, regarding ISO 45001, some of our overseas
worksites have acquired certification.
Regarding certification under the High Pressure Gas Safety Act, all of Idemitsu’s refineries, petrochemical plants,
and Group refining companies have acquired certification.

1. Ensure the safety of people
4. Properly allocate and utilize management resources
2. Ensure the safety assurance of facilities and processes 5. Cultivate a safety-oriented culture and promote
3. Ensure the safety of work mechanisms and procedures
safety management

Activities and Results Based on the Annual Basic Policies on HSE

System for Promoting HSE Initiatives
We have positioned “Safety, Health and the Environment” as a management foundation and have established the Safety
& Environmental Protection Headquarters to promote initiatives to secure and preserve this foundation. Members of the
headquarters consist of the General Manager and co-head of the Safety & Environmental Protection Headquarters,
general managers of departments in charge of supervising business sites and other managers who are appointed by the
General Manager, in addition to the secretariat. The executive in charge of safety and environment (a Director) is
appointed by the President and Representative Director to serve as the General Manager of the Safety & Environmental
Protection Headquarters, overseeing the headquarters as the individual bearing the highest responsibility regarding
safety, health, and the environment. Safety, Environment & Quality Assurance Department serves as the secretariat.
The role of the headquarters is (1) to determine the medium-term management plan, the annual basic policies, and
priority issues associated with health, safety and the environment, (2) to assess and evaluate performance through
audits, (3) to maintain, review, and improve the Health, Safety and Environmental Management System,* and (4) to
instruct all departments and major affiliated companies on how to secure the management resources necessary to
establish, implement, maintain, and continually improve these Management Systems.
In line with annual basic policies and priority issues determined by the headquarters, each department is autonomouslyengaged in HSSE activities by employing a PDCA cycle.
Each department appoints a manager in charge of safety and the environment to manage and promote the overall
HSE activities of the department, including those of the business sites under its management.
In addition, in order to confirm and promote the HSE activities of each department, the General Manager of the
Safety & Environmental Protection Headquarters or other top management representative conducts Safety and Environment related instructions or Safety patrols by visiting business sites. The secretariat of the headquarters also conducts
Safety and Environmental audits at business sites. In particular, at ourcompany’s refineries and complexes, the General
Manager of the Safety & Environmental Protection Headquarters conducts Safety and Environment related instruction
and Safety patrol once a year, while thesecretariat conducts Safety and Environmental audit on an annual basis.
At business sites other than those named above, Safety and Environmental audits are carried out at a frequency
determined in consideration of the site’s safety and environmental risks and the status of its safety and environmental
management. Should safety- and/or environment-related issues.
Furthermore, in order to prevent serious accidents at our business sites, we have established the Safety & Security
Advisory Committee, whose membership includes external experts, as an advisory body to the Board of Directors or the
President and Representative Director, with the aim of establishing more effective safety and safety assurance measures.
Results of FY2020 Safety and Environmental Audits
Number of business sites subject to audits
Total number of issues commented on via audits

11
122

Major nonconformity

0

Minor nonconformity

7

* To promote safety, health, and environment manage-

ment activities, policies, objectives and targets are
established. To achieve these objectives, a management plan is formulated, implemented, reviewed, and
continuously improved.

Annual Basic Policies on HSE in FY2020
Continue to take on the challenge of zero accidents, and aim for “Zero serious accidents,” “Zero fatal and lost time injuries,”
and “Zero environmental abnormalities.” Continue also to strive for “Strict adherence to Life Saving Rule” as a priority while
“Protecting the fundamentals of safety” and “Supporting and encouraging colleagues.”

Idemitsu Group’s Safety, Health and Environmental Performance in 2020 (including partner companies)

(Unit: cases)

Serious accidents

0

Accidents resulting in lost time injuries

Fatal accidents

0

Environmental abnormalities

Occupational accidents frequency rate

27
3

Severity rate

Idemitsu’s employees only

0.30

Idemitsu’s employees only

0.00

Employees of partner companies

0.79

Employees of partner companies

0.05

■

Frequency rate (Accident incidence frequency)

■

Idemitsu (Employees only)
Showa Shell (Employees only)
Idemitsu (Employees of partner companies)
Average for all industries with 100 or more employees
（Peaple）

2.0

1.66

1.83

1.80

1.95

0.10

0.09

0.09

0.09

0.09

0.08

1.0

0.0

Idemitsu (Employees only)
Showa Shell (Employees only)
Idemitsu (Employees of partner companies)
Average for all industries with 100 or more employees

0.12

1.5

0.5

Severity rate (Degree of accident severity)

0.68
0.51
0.39

0.28

0.46

0.06

0.79

0.04
0.30

0.02

0.00
2017

2018

2019

0.05

2020

(Year)

Notes: 1.The frequency rate refers to the number of fatalities and injuries due to
occupational accidents per 1 million hours of actual work.
2.Data for 2019 is based on accidents reported by Hokkaido Refinery,
Chiba Complex, Aichi Refinery, Tokuyama Complex, Prime Polymer Co.,
Ltd. Anesaki Works, BASF Idemitsu Co., Ltd., Showa Yokkaichi Sekiyu
Co., Ltd., TOA Oil Co., Ltd., and Seibu Oil Co., Ltd.
3.Figures presented as averages for all industries with 100 or more employees are cited from the Ministry of Health, Labour and Welfare’s Survey on
Industrial Accidents.

0.00

0.03

0.03

0.01

0.00

0.00
2017

2018

2019

2020 (Year)

Notes: 1.The severity rate refers to the number of lost working days due to absences
attributable to occupational accidents per 1,000 hours of actual work.
2.Data for 2019 is based on accidents reported by Hokkaido Refinery, Chiba
Complex, Aichi Refinery, Tokuyama Complex, Prime Polymer Co., Ltd. Anesaki Works, BASF Idemitsu Co., Ltd., Showa Yokkaichi Sekiyu Co., Ltd., TOA
Oil Co., Ltd., and Seibu Oil Co., Ltd.
3.Figures presented as averages for all industries with 100 or more employees are cited from the Ministry of Health, Labour and Welfare’s Survey on
Industrial Accidents.
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Ensuring Safety

Safety and Health Initiatives

Categorization of Facilities Related to Security
Item

Our Response to the COVID-19 Pandemic
With an eye to preventing the spread of COVID-19, we contained the degree of worker mobilization by reducing the scale
of work carried out and extended the period allowed for shutdown maintenance undertaken at refineries and complexes.
Moreover, we placed priority on utilizing workers from local communities to minimize bringing in workers from other
areas. We have implemented thoroughgoing health management along with stringent countermeasures aimed at safeguarding the workers from COVID-19 infection during work hours as well as during their commutes.

Tokuyama Complex (certified September 5, 2019)
Chiba Complex (certified March 17, 2020)
■ Hokkaido Refinery (certified June 29, 2021)

Certified facilities

Super Certified Facilities

Period of continuous operation

1 year (operations are sus4 years, etc. (period recog- 8 years or less (period freely set
pended once a year for innized by the Minister)
by the operator)
spection)

Completion and security inspection

Inspection by the prefecture

Inspection method

Method set by the proclamaMethod set by the Minister
tion

Installation and alteration work

Approval from the prefec- Expanded scope of minor Further expanded scope of
ture, except for minor alter- alterations not needing ap- minor alterations not needations
proval
ing approval

Certification period

―

5 years

7 years

Visualization of security capabilities (mark)

―

Certification mark

Super Certification mark

Super Certified Business Sites
At Idemitsu’s refineries and complexes, to enhance safety assurance based on advanced protection technologies, we are
working to utilize advanced technologies, conduct sophisticated risk assessments, and provide
sophisticated education and training. As a result, the following refinery and complexes were certified as Super Certified Business Sites that conduct sophisticated safety assurance initiatives in
accordance with the High Pressure Gas Safety Act.

Regular facilities

Inspection by the operators

Inspection by the operators
Method freely set by the operator

■
■

As for Group refining companies, Seibu Oil Co., Ltd.’s Yamaguchi Refinery was also certified (June 4, 2021).

The Hokkaido Refinery Was Certified as a Super Certified Business Site
Going Forward, We Will Achieve a Stable Energy Supply through Advanced Voluntary Safety Assurance
Idemitsu’s Hokkaido Refinery was certified by the Minister of the
■ Hokkaido Refinery
Economy, Trade and Industry on June 29, 2021 as a specific certified
operator under the new certified operator program established by
the Ministry of the Economy, Trade and Industry (Super Certified
Business Site). Until now, only the Group’s Tokuyama Complex and
Chiba Complex were registered as Super Certified Facilities.
The certification of Super Certified Business Sites with sophisticated safety assurance measures, including use of IoT and big data,
are needed to enhance the safety assurance of the industry as a
whole as it grapples with the increasing age of existing plants and the
decrease in veteran employees. The rationalization of regulations for
voluntary safety assurance applies to facilities that receive certification and will help strengthen our international competitive advantage.
At the Hokkaido Refinery, we have actively worked to address issues in line with efforts to realize our vision by, for
example, introducing sophisticated risk assessments and advanced technologies and developing sophisticated personnel. With regard to the introduction of advanced technologies in particular, we are working to verify and introduce
innovative technologies across the entire Company. Our refinery became the first facility in Hokkaido to become a Super
Certified Facility. It received acclaim for being exceptional in effectively confirming hazards via risk assessments as well
as for racking up accomplishments over many fields by applying its adopted elemental technologies, such as systems
that use AI to develop diagnostic technologies and measure continuous pipe wall thickness, as well as its cyber safety
assurance measures, experiential education employing VR, and practical simulators.

Efforts for Zero Accident
In 2020, we achieved zero serious accidents. Unfortunately, in June 2021, an accident occurred at a Group refinery
causing one partner company employee lost his life. Regarding the number of occupational accidents in 2020, it is
approximately the same as in 2019.
In FY2021, we will continue the “Challenge of Zero Accident”, establish a culture of adhering to the SOP, comply with
the rules to protect lives, identify and respond to hazard sources from the worker's perspective during both regular and
irregular operations, and strengthen activities related to safety-consciousness for partner companies.
In addition, as each department and major affiliated companies autonomously promote PDCA, we work to sustainably realize safe and stable operations through comprehensive potential hazard identification including reviewing
operational process and maintaining facilities, as well as conducting appropriate risk assessment.

Safety & Safety Assurance Advisory Committee
Regarding earthquake countermeasures, such as the reinforcement of facility structures since 2005, in fiscal 2020, under
the Earthquake Risk Management Guidelines formulated in fiscal 2019, we promoted studies of specific issues and,
based on existing initiatives, we revised the New Earthquake Risk Management Guidelines to reflect new policies.

National Safety Week Initiatives
Idemitsu takes the following measures for National Safety Week, which is sponsored by the Ministry of Health, Labour
and Welfare and the Japan Industrial Safety & Health Association.
An email is sent by the Representative Director & President to Group employees in Japan and overseas to reaffirm respect for
human life, which is the underlying principle of National Safety Week, and his commitment to achieving zero accident, an effort
the Group continuously undertakes.
■ From the Safety & Environment Headquarters to each department, Idemitsu strives to reaffirm and ensure compliance with its
rules to protect life.
■ At each department, facility, and affiliate, Idemitsu is implementing safety activities designed for each workplace based on these
efforts.

■
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Ensuring Safety
Reinforcement of Earthquake Resistance of Existing Facilities

Education Organized by the Manufacturing & Technology Division’s Technical Training Center

Our refineries and complexes have worked to strengthen our measures in preparation for natural disasters. As for earthquakes,
we have periodically assessed the earthquake resistance of our facilities based on the standards required by law to secure
resilience against the expected earthquake magnitudes, and strengthen them, if necessary. In addition, having learned lessons
from the Tokachi-oki Earthquake and other disasters, we have assessed and enhanced the earthquake resistance of our
facilities against expected earthquake magnitudes to an extent that exceeds the standards required by law.
Following the Great East Japan Earthquake on March 11, 2011, laws concerning high-pressure gas equipment were
tightened and the standards of earthquake resistance were reviewed. In response to these changes, we have been systematically reinforcing the spherical tanks and other relevant facilities that store LPG at the Group’s refineries and
complexes in order to improve the earthquake resistance of their support structures.
In FY2020, we reinforced our facilities at refineries, complexes and oil depots by employing subsidy programs
offered by the government under the banner of building national resilience. Looking ahead, our group will consider the
further enhancement of earthquake resistance.

Production Facility Operator Education
Based on the medium-term education plan, the Technical Training Center is carrying out education aimed at developing
all operators as production engineers (PEs). PEs are operating division engineers who have a logical understanding of
processes, facilities, and systems and the ways that these are interrelated. They are able to synthesize this knowledge
to make comprehensive decisions and carry out optimized and efficient operations of the Group’s refineries and complexes, thus playing an important role in ensuring the safety of such facilities.

■

LPG tanks with reinforced support structures
(Tokuyama Complex)

■

Reinforcement of marine jetty with a view to
strengthening disaster response capabilities
(Yokkaichi Refinery of Showa Yokkaichi Sekiyu
Co., Ltd.)

Reinforcing Process Safety Education
The Technical Training Center is working to reinforce process safety education. For example, the center provides training
for foremen or their proxies (assistant foremen) with the aim of enhancing their abilities as leaders to make decisions
about measures to be taken in emergencies. This training, in which participants form operating teams, utilizes a training
plant created by modifying decommissioned desulfurization facilities within the Tokuyama Complex. Developed by
Idemitsu, it is the only high-level training of its kind in Japan. The training program is designed to be realistic, thrusting
participants into scenarios where irregularities occur at night or on days off, so they must take such steps as reporting
and implementing first response, emergency shut-down, and disaster prevention measures as the situation develops. In
addition, we provide safety process management training for newly appointed technical managers at refineries and
complexes. This training is conducted in two sessions. First, in the basic training, participants go over the key points of
safety process management. Follow-up training then fosters an awareness of the urgency of reinforcing process safety
and goes over action plans. In addition, as part of experiential training for local authorities and organizations and human
resource development in coordination with local communities, we hold seminars to raise safety awareness using our
danger simulation facilities and virtual reality, in cooperation with outside training centers. These activities have been well
received by our external partners.

Practical Fire-Fighting Training

Safety Education
Companywide Education
As part of company-wide education efforts, we use videos of serious accidents that have occurred at Idemitsu in safety
training for new employees as part of their orientation every April, thereby instilling a persistent awareness that putting
safety first is the foundation of management. Furthermore, during training for newly appointed management-level
employees, which is carried out every time personnel are reassigned, we provide effective education about the legal role
of management-level employees in safety and environmental management.

Education via the Safety & Environmental Protection Headquarters
Safety, Environment & Quality Assurance Department as the secretariat of the Safety & Environmental Protection Headquarters conducts training for key persons. Basic training educates them on their roles and the basics of safety and
environmental management, and other training enhances their safety and environmental management capabilities (level
up training, audit technical capability enhancement training, accident analysis training, environmental management
capability enhancement training, and risk assessment training). This training develops the leadership abilities participants
need to proactively operate PDCA cycles for environmental and safety management in their own divisions and complexes (carried out 11 times in FY2020).

Training for Disaster Prevention Personnel at Refineries and Complexes
In the event of a fire or explosion, first-response firefighting and containment measures are extremely important to minimize harm within the effected refinery or complex, as well as external damage. As such, we focus efforts on training
disaster prevention personnel. We believe that ongoing, repeated practical drilling (based on the fundamentals of firefighting theory) is crucial. For example, participants learn the basics of disaster prevention in lectures and practice
handling actual equipment and extending fire hoses according to response plans. In particular, the Hokkaido Refinery,
Chiba Complex, and Aichi Refinery conduct firefighting training with real fire in training facilities.
Training with Real Fires at the Niigata Disaster Prevention Training Center
The Safety, Environment & Quality Assurance Department maintains the Niigata Disaster Prevention Training Center. This
facility provides training on an ongoing basis to many participants each year, not only from within the Company, but also
from other companies in the industry. The training comprises scenarios based on fires occurring at different types of
complex facilities and includes both theory (lectures) and practice (drills with real fires) to teach participants about
first-response firefighting methods suited to the characteristics of oil fires in order to reinforce first-response firefighting
systems at complexes. The training center has been widely praised as providing valuable experience and firefighting
skills.
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Ensuring Safety

Quality Control and Quality Assurance

Utilizing External Training

Basic Approach to Quality

Training for Top Management
To prevent serious industrial accidents and disasters, it is vital that the top management of worksites, such as the general
managers of refineries and complexes, maintain a strong awareness of process safety and that accident prevention
measures are carried out under their strong leadership. In light of this, oil and chemical industry organizations and related
companies, including Idemitsu, communicated the importance of fostering process safety awareness among top management to an external training center. In response, the center has held a special seminar about safety and the role of
top management going forward on a regular basis since March 2016. The general managers of Idemitsu’s refineries and
complexes and the top management of its Head Office manufacturing and technology divisions participate in this seminar every year, working to strengthen production process safety leadership together with the general managers of the
refineries and complexes of other companies, mainly those in the region near the training center.

Idemitsu Group has defined its basic stance on quality as follows. “In order to ensure product safety and minimize the
impact on people and the environment, we aim to promote quality assurance activities that take into account the entire
life cycle of our products and services, from development and consumption to disposal, and strive to improve customer
satisfaction and protect consumers.” In addition, the Basic Essential Points on Quality Assurance serve as the highestlevel internal regulation on quality, and set forth the following quality assurance policy as the basic concept of quality.
1. Provide products and services of appropriate quality from the customer’s perspective.
2. Take an environmentally conscious approach to production activities and product development.
3. Provide safe and secure products.
4. Always ensure compliance and fulfill our social responsibilities.

Quality Control and Quality Assurance System
Our quality assurance system consists of two components: systems in place at business units and affiliated companies,
and a corporate-level system for overseeing these. In actual quality activities, these systems work together to ensure that
the Group as a whole implements its quality assurance policy.

Quality Control and Quality Assurance Systems inEach Business Division and Affiliated Company
Our business divisions and affiliated companies conduct quality management activities at every stage of their operations, from
product development to manufacturing and sales. These activities are intended to contribute to the maintenance and improvement of the quality of products and services to meet the needs of customers and society. In addition, each business
division and affiliated company has introduced a quality management system to ensure the quality of products and services
provided to customers. A total of 34 business units and affiliates in our group have acquired ISO 9001 certification. (As of June
30, 2021)
Quality Control in Lubricants
In our lubricants departments, we strive to enhance product quality through an ISO 9001-compliant quality management
system with the aim of providing a stable supply of products with consistent quality to our customers worldwide. All
Idemitsu-owned sites in and outside Japan are ISO 9001-certified. We continually strive to prevent complaints and problems, aiming for zero customer complaints.
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Quality Control and Quality Assurance
Quality Assurance System at the Corporate Level
The Quality Assurance Headquarters has been established as a corporate quality assurance organization to strengthen the governance of
quality throughout our group. The Quality Assurance Headquarters is
headed by the executive in charge of quality assurance (a Director)
appointed by the Board of Directors. Members of the headquarters
consist of the heads of quality-related business divisions and the
presidents of affiliated companies, with Safety, Environment & Quality
Assurance Department serving as its secretariat. The Quality Assurance
Headquarters formulates policies for company-wide quality assurance
activities and promotes initiatives to address such important issues as
the maintenance, review and improvement of the quality management
system. Each business division operates its own PDCA cycle in accordance with these policies. As a general rule, the Quality Assurance
Headquarters meets once a year to monitor progress in quality assurance activities and determine our basic policies for the next fiscal year.
We also conduct regular quality audits to improve the activities of each
division.

Employee Education and Awareness Raising Regarding Quality
■

Idemitsu Group’s Quality Management
System (PDCA cycle)
Basic policy
on quality
assurance
P

Corporate

Business
divisions

Management
Review
A

Improvement
A

Management
Review
C

Basic policy
plan
P

The Idemitsu Group conducts education and awareness raising activities aimed at increasing employees’ awareness of
quality. Specifically, we hold workshops for managers in charge of quality to empower them to promote quality assurance
activities at their respective divisions or affiliates, as well as internal seminars on such highly specialized topics as
responding to laws and regulations on chemical substance management. Such activities help us advance quality assurance activities across the Group. Furthermore, every November, we conduct Quality Month events, holding lectures on
quality, soliciting quality slogans, and putting up posters to inspire each and every employee to think about quality (in
FY2020, lectures were cancelled to prevent the spread of COVID-19).

Policy applied
to business
divisions
D

Quality
assurance
activities
D
Audit by the Quality
Assurance Headquarters
C

Promotion of Quality Control and Quality Assurance
Initiatives to Ensure Product Safety
We conduct checks of product safety at each product stage, from research and development through sales based on Rule
for the Product Safety. Regulations of various countries concerning chemical substances have been frequently changing,
and it is essential to respond swiftly and decisively to these changes. In FY2017, we introduced a new tool aimed at better
managing information on the hazardous properties of chemical substances used in our products. Having expanded the
scope of departments subject to chemical information management, we have successfully responded to domestic and
overseas regulations, which are evolving frequently.

Response to Complaints on Quality
In the unlikely event of serious product safety or quality issues, we follow the “Crisis Response Rules” to minimize damage
and any impact on society at large. The Customer Relations Center receives quality-related complaints and inquiries and,
depending on the content, works with relevant departments to provide a swift response. We had no serious quality incidents
requiring company-wide response during FY2020.

Providing Appropriate Product Safety Disclosure and Labeling
We issue safety data sheets (SDS) for the products it manufactures as stipulated under the relevant laws. Each product
bears labeling that indicates its hazardous properties and safety-related details in accordance with chemical classification
that complies with the GHS (Globally Harmonized System of Classification and Labelling of Chemicals). Product safety
information is also available via Idemitsu’s website as it is equipped with a system that enables users to search product data
by name or usage.
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Cooperation with Partners

Sustainable Procurement
Sustainable Procurement Policy
Idemitsu aims for the sustainable development of society and the company by conducting fair and equitable procurement based on proper procurement ethics, contributing to the improvement of business competitiveness, and
conducting honest management for all stakeholders. To this end, we established the Basic Procurement Policy and
internal rules dubbed General Rules Concerning Procurement Activities.
Through the policy and rules, we aim to contribute to the realization of a sustainable society throughout the supply
chain. In particular, we have established criteria for selecting suppliers when purchasing or borrowing the materials,
construction work, and services necessary for our business operations, and we ensure that suppliers understand the
policy.

About Our Sustainable Procurement Guidelines
The business environment is diversifying, and in order to achieve sustainable development, it is expected that every
company will actively strive to fulfill its social responsibilities not only for itself but for the entire supply chain. The Basic
Procurement Policy is based on the Management Philosophy and Action Mindset and we will work with business partners to co-create a sustainable society throughout the entire supply chain through procurement activities grounded in
unwavering ethics. In order to fulfill this responsibility, we formulated our own Sustainable Procurement Guidelines based
on ISO 26000 (Guidance on Social Responsibility), ISO 20400 (Guide to Sustainable Procurement), the Sustainable
Development Goals (SDGs), and the 10 principles of the United Nations Global Compact. Our guidelines cover seven
fields: 1) organizational governance, 2) human rights, 3) labor practices, 4) environment, 5) fair business practices, 6)
consumer issues, and 7) social contribution. We exchange information with business partners regarding the status of our
sustainability-related efforts as we strive to mutually attain a higher level.

* Procurement Information

https://www.idemitsu.com/company/purchase/

Promotion System
The Group established its Basic Procurement Policy based on the Management Philosophy and Action Mindset. To
co-create a sustainable society throughout the entire supply chain with our business partners through procurement
activities based on strict ethics, the Procurement Department is leading efforts to move forward in close collaboration
with our partners and based on the Sustainable Procurement Guidelines.

Achievement in Supplier Dialogue (FY2020)
Prior to engaging in dialogue, we sent out a supplier questionnaire drawn up in conformity with our Sustainable Procurement Guidelines. Covering 35 items, the questionnaire enabled respondents to provide self-evaluations based on a
five-grade rating system. We subsequently entered into dialogue with the respondents, prioritizing suppliers whose
answers rated them among the lowest for one or more items. After that, we entered into dialogue with respondents
whose answers for one or more items in our questionnaires indicated a second lowest rating.

■

The number of suppliers called upon to enter into dialogue with Idemitsu: 124

■

The number of suppliers that have already completed their dialogue with Idemitsu: 96

Since engaging in dialogue, each supplier has been striving to make improvements in items that they rated the lowest.
To assist them in their efforts, we have established reporting hotlines for suppliers while communicating initiatives being
undertaken by Idemitsu via, for example, the sharing of the Company’s cyber security letter. We also accommodate
requests for support from suppliers in the course of promoting sustainable procurement.
In FY2021, we intend to engage in ongoing dialogue with 28 suppliers whose answers for one or more items in our
questionnaires indicated a second lowest rating.

Conduct Self-Assessment of Sustainable Procurement for Suppliers
To promote sustainable procurement throughout the entire supply chain, in 2019 we began an independent survey to
determine the degree to which our major suppliers are adopting sustainable procurement. The Corporate Sustainability
Department, the Procurement Department, and some other departments collaborated to send a Sustainable Procurement Self-Evaluation Sheet consisting of 35 items in 7 fields—organizational governance, human rights, labor practices,
the environment, fair business practices, consumer issues, and social contribution—based on the Sustainable Procurement Guidelines to major suppliers and asked them to perform self-evaluations. In FY 2019, we conducted a survey of
around 300 major suppliers, and, in FY 2020, we entered into dialogue with 96 of these companies, asking them to make
improvements. In addition to providing feedback on the results of these assessments, if there are any concerns, we work
with suppliers to improve and solve those issues together through dialogue, thereby reducing risk throughout the entire
supply chain. This survey will be repeated once every three years to ensure continuous improvement.
Our sustainable procurement initiatives have only just begun, but we are working with society and suppliers to
achieve a triple win.

Supplier Training
We are working to deepen mutual understanding while communicating the Company’s stance on sustainable procurement and its Basic Human Rights Policy. Specifically, from the perspective of preemptively preventing threats to our
computer network, we are making such improvements as sharing the Company’s cyber security letter to suppliers upon
request and establishing reporting hotlines in the supply chain. On an as-necessary basis, we also provide suppliers with
document drafts designed to help them formulate various rules while assisting them in the implementation of employee
education on biodiversity. Through these and other support measures, we are striving to help suppliers resolve issues
confronting them.
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Cooperation with Partners
Selection of New Suppliers Based on Social and Environmental Standards
Working in collaboration with all our suppliers, we hold in-house workshops as part of our procurement activities to
convey that we strive to fulfill our social responsibility through the entire supply chain. Furthermore, when selecting new
suppliers, we adhere to our Sustainable Procurement Guidelines.

Major Independent Certification Programs
■

Individuals certified in FY2020

Collaboration with Dealers
Idemitsu conducts businesses in collaboration with 1,192 dealers
■ A disaster-response service station
around Japan, leveraging a powerful network of approximately 6,300
service stations nationwide. Branches serve as contact points with
dealers and through them we strive to enhance communication with
dealers via the use of the apollostation portal, which was launched in
January 2021 during the COVID-19 pandemic as part of digital transformation measures.
In March 2021, we held the “Idemitsu Dealers’ Nationwide
Online Meeting 2021” to convey the new fiscal year’s policies and
measures, and a great number of dealers attended the event. To prevent COVID-19 infections when holding the meetings, we spread
them out among around 40 locations and took strict precautions at
each site, ensuring zero transmission.
In cooperation with the National Idemitsu Association and the National Showa Shell Association, we are also working to strengthen social contribution by providing community support and doing our part to revitalize local communities.
Moreover, the Idemitsu Group has established its own certification and training systems to enhance the knowledge and
skills of its staff. Looking ahead, we will leverage these systems to increase customer trust in Idemitsu technologies and
services, as well as to continue generating new added value by identifying and being sensitive to customer needs.
In order to ensure a stable supply of energy, service stations, which provide strength in times of disaster, are
expected to play a role as disaster response centers. We are demonstrating a system that combines solar panels and
power storage functions at several service stations in the Tokyo metropolitan area.
In addition to providing a constant refueling function in the event of a power failure, a service station can also be
used as a power supply point for charging mobile phones and smartphones and for Wi-Fi connections, enhancing the
durability and versatility of emergency power supplies.
* The numbers of dealers and service stations provided in the text are as of the end of March, 2021.

Idemitsu Technical Master Program
A qualification program for developing human resources
who can make comprehensive energy proposals that
meet customer needs in the field of industrial petroleum
and lubricant sales.

■

(Unit: Persons)

Cumulative total certified individuals as
of June 30, 2021

Individuals Grade 1 Grade 2 Grade 3
certified
Petroleum division
381
28
87
266
Lubricants division
636
62
154
420
Total
1,017
—
—
—
Division

Note: The above figures include a number of individuals who have been
counted more than once due to being granted a rise in grade or
certified by multiple divisions in the period from 2009 through 2020.

■

Grade 1

Grade 1

Grade 2
493

(Unit: Persons)

Grade 3

2,349

4,063

Grade 2
286

■

Zepromeister Program
A certification program to train service station oil leaders
through the acquisition of oil-related basic knowledge
and product knowledge as well as exchange techniques,
which will become increasingly complex in the future.
Certified individuals as of June 30, 2021

Showa Shell Royal Manager (SRM) Program
A qualification program launched in 1979 to further
develop the abilities of service station managers with the
aim of enhancing service station management capabilities in line with evolving needs and helping management
adapt to change.

1,982

(Unit: Persons)

Grade 3
7,227

Showa Shell Oil Meister Program
A qualification program for training service station lubricant sales leaders who have a high level of both technical
and sales skills.
Cumulative total certified individuals as
of June 30, 2021

(Unit: Persons)

993
■

Showa Shell Car Life Advisor Program
A qualification program that trains service station personnel with advanced overall knowledge of vehicles, so they
are able to appropriately advise customers.
Cumulative total certified individuals as
of June 30, 2021

(Unit: Persons)

447

Collaboration with Subcontractors
Refineries and plants outsource various operations, ranging from plant maintenance to product shipping and the unloading of cargo, to a number of subcontractors. These subcontractors belong to one of three sector-specific cooperative
associations (the Cooperative Association for Construction and Maintenance, the Cooperative Association for Land
Transport, or the Cooperative Association for Sea Transport), working together with Idemitsu to promote safety activities.
At the Chiba Complex, representatives from the Cooperative Association for Construction and Maintenance visit
construction sites along with construction supervisors in an assiduous effort to help operators enhance their safety
awareness, passing on words of encouragement, such as “Thank you for your hard work” and “Stay safe!”
Meanwhile, the Cooperative Association for Land Transport carries out periodic safety patrols in tandem with managers at transport companies to confirm the status of loading areas, focusing on implementing preemptive measures to
remove potential danger in these sites.
Furthermore, the Cooperative Association for Sea Transport holds periodic meetings with various shopping companies to exchange insights and requests to make improvements and ensure safe transportation.
Pursuing a target of achieving zero lost-time disasters, the Chiba Complex is acting in close collaboration with these
three associations. This is but one example of our efforts aimed at promoting safe, stable operations and environmental
conservation at our refineries and complexes in cooperation with associations of subcontractors.
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Cooperation with Partners

Collaboration with Transport Companies and Maritime Shipping Companies

Exchanges and Dialogues with Oil-Producing Countries

Idemitsu’s petroleum products are transported by land and maritime contract transport companies. To promote safety
and strengthen cooperation, the contract transport companies have organized two councils, one related to maritime
safety and another related to land safety. We are a special member of both councils. In May 2020, a council of tanker
truck operators was reorganized and rebranded “Koun-kai” with 32 contract transport companies constituting its membership. This council of land transport companies holds safety campaigns and training sessions for operations managers
and gives awards to crew members boasting accident-free and violation-free operations. Also, in May 2020, the ISG
Marine Environment Safety Council was formed from a total of 10 maritime transport companies operating coastal tankers. To promote safe maritime transport, the council carries out safety campaigns through which it ensures the thorough
implementation of safety activity policies and specific measures as well as the sharing of best practices and cautionary
case studies.
While placing emphasis on promoting safety activities rooted in the workplace, we are working to build a competitive
logistics system in addition to enhancing the safety and quality of logistics operations.
Our efforts to this end are not confined to calling attention to the safety, environmental, and quality aspects of operations through these councils. We reach out to tanker truck and coastal tanker crews, who are the people actually
undertaking safety operations and safe transportation, listening to their comments and opinions, providing feedback to
them, and using their input to inform our activities.
In addition, as a new initiative, seven companies in Japan, including Idemitsu and maritime transport companies,
established the e5* Consortium in May 2020. The consortium focuses on the abundant potential and prospects for EV
ships and has brought together the strengths of its participating companies, including technical know-how and networks. The aim is to construct a platform that provides revolutionary maritime infrastructure services as a foundation for
EV ships.

Idemitsu has been promoting exchanges and dialogues with oil-producing countries in the Middle East and other regions through its
representative offices, in order to build strong relationships of trust.
In recent years, we have further strengthened our relationships of
trust through capital participation in the joint venture businesses.
In addition, we cooperate with these countries on human
resource development and technical support, by dispatching experts
under the aegis of the JCCP (Japan Cooperation Center Petroleum)
and by accepting senior officials and technical trainees in Japan.
Having decided to refrain from accepting overseas trainees in
FY2020 amid the COVID-19 pandemic, we hosted remote training
sessions instead. These sessions were attended by trainees from
such oil-producing countries as the United Arab Emirates, Qatar and
Vietnam.
We also participate in joint infrastructure development projects
in the oil-producing countries (FY2020) implemented by the JCCP.
Through these activities, we are promoting our cooperation with
national oil companies in crude oil procurement in order to select,
procure and transport the crude oil with flexibility and thus maximize
the performance of our refineries even amid volatile market trends.

■

A remote training session in FY2020

* e5: In the maritime transport industry, providing safe, secure, and quality transport services by realizing the five values of electrification, environment, evolution, efficiency,
and economics.

Initiatives to Maintain Our Supply Chain
As the Idemitsu Group operates in a broad range of regions in Japan and abroad, we are paying close attention to the
maintenance of our supply chain, to this end regularly discussing relevant risks and countermeasures. In light of the
particular importance of petroleum supply, which supports essential living infrastructure, the Group has implemented the
best possible risk countermeasures by, for example, developing a mutual assistance framework involving external companies and strengthening collaboration among subsidiaries, affiliates and subcontractors. By doing so, we are striving to
ensure that our supply chain is viable no matter the circumstances, even at times of emergency.

Collaboration with Partner Companies
Idemitsu works with partner companies in diverse industries in Japan and overseas to further expand business, including
via the launch of joint ventures and new projects. In Japan, we have established joint ventures in the basic chemicals
business, the agri-bio business, and more. One example is a collaboration we entered into with NIPPON GREASE Co.,
Ltd. that entails working together on R&D, the optimization of our product portfolio, discussions on sales channels and
other topics, and the regular exchange of technologies. Overseas, we have established the joint venture Nghi Son Refinery and Petrochemical Limited Liability Company (NSRP), which operates the Nghi Son Refinery in Vietnam. In the
advanced materials & performance chemicals business, we have partnered with Formosa Petrochemical Corporation
(FPCC) to establish Idemitsu Formosa Specialty Chemicals Corporation. This joint venture launched commercial operations in FY2020 as a new production base for hydrogenated hydrocarbon resin.
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Social Contribution Activities

Social Contribution Activity Policy
The Idemitsu Group continues to work on social contribution activities, focusing on the development of young people
and children who will lead future generations. Through these activities, we interact closely with people of all regions.

Social Contribution Expenses
Trends in Social Contribution Expenses*

(Unit: Millions of yen)

Idemitsu

Showa Shell

FY2018

219

68

FY2019

386

ー

FY2020

374

ー

*

The following activities are included in our calculations:
Idemitsu Music Award, Shell Art Award, Environmental Photo Contest “Watashi no Machi no 〇 to ×,” KidZania (co-sponsoring), Energy Education Program for Children
(ended with the FY2020 round), TABLE FOR TWO (ended with the FY2020 round), office provision to Refuges International Japan (RIJ) (ended in December 2020), Mirai
wo Kanaderu Ongakukai, FURUSATO PROJECT, IDEMITSU IHATOVE TRIAL (co-sponsoring), community promotions by sales departments, Daigaku SDGs Action!
(co-sponsoring), and donations.

Shell Art Award
The Shell Art Award was established in 1956 to support young future leading artists
and is open to all artists aged 40 or younger. This art award is highly evaluated as a
“gate to success for young artists” and boasts a long history as a prize in the completely open competition, which was highly unusual at the time of its establishment. In
2020, its 64th anniversary, we had 597 applicants and 846 entries of works, from
which we selected recipients for the Grand Prix, Judges’ Award, and Special Student
Award. At the “Shell Art Award 2020” held at the National Art Center in Roppongi,
Tokyo, in December 2020, 54 award-winning and other winning works were exhibited,
and 2,730 people visited during the 13-day exhibition. At the exhibition hall, we held
the “Shell Art Award – Artist Selection (SAS) 2020” at the same time, which showcased
four young artists’ recent and new works selected by the judges in the previous year.
In this way, we continue working to support young artists.
In addition, the “Audience Award,” which is selected by the votes of visitors, was
granted for the seventh time.

■

Winner of the 2020 Grand Prix
Shinya Imanishi
“Story - Where are we going?”

■

Winner of the Audience’s
Selection Award
Shinichi Kiyose “134”

Examples of Social Contribution Activities
Connecting with People
Idemitsu Music Award
In 1990, we established the Idemitsu Music Awards to commemorate the 25th anniversary of the television music program “Daimei no Nai Ongaku-kai” (Untitled Concert) sponsored by Idemitsu. The awards support the activities of
promising young and up-and-coming musicians as a way to help elevate music culture in Japan. Over the course of the
30 awards ceremonies held thus far (as of FY2019), 106 individuals and one group have been honored. Every honoree
continues to shine in their respective field. Among the many talented musicians, selection requires something beyond
mastery. With an eye to nurturing new talent, the selection criteria also focus on drive, intrinsic ability, and future potential. To qualify, a candidate must be a musician no older than 30 and living and working in Japan. Each award recipient is
given 3 million yen in prize money to encourage them to continue perfecting their self-improvement.
Every year, a concert is held commemorating the awards, and the musicians give wonderful performances in front
of a large audience. The concert is broadcast on “Daimei no Nai Ongaku-kai” (Untitled Concert) and garners a lot of
public attention.
Note: Selection period for the 31st (FY2020) round of the Idemitsu Music Award program was lengthened to encompass one more fiscal year (FY2021) as a number of
performance opportunities for musicians were lost due to the COVID-19 pandemic.
■

From the left: Haruma Sato (cello), Moné Hattori
(violin), and Mao Fujita (piano).

■

Award ceremony of the 30th Idemitsu Music
Award program

Environmental Photo Contest “Watashi no Machi no 〇 to × ” (Things to Preserve and Correct around Our Town)
We hold a photo contest for children and students across the country for scenic photos of things that they want to preserve in their local community (Photo 〇), and scenic photos of things that they want to improve immediately (Photo ×),
with comments attached. We held the 16th contest in 2020 supported by the Ministry of the Environment.
The individual category consists of the elementary school, junior high school, and high school/technical college
divisions. In 2020, there were 11,655 entries, a record high for the third consecutive year. The photos are used as teaching materials for environmental education at school and homework during summer vacation. In the school division, we
had applications from 489 schools from all over Japan.
Elementary School Gold Award “For My Favorite River Bank”
Comments on the photo

Kento Suzuki (Osaka)

I found a ladybird at my favorite river bank. I enjoyed
watching this tiny creature crawling up my finger to the
tip and then spreading her wings and flying away. There
are many other creatures living in the field, but I often
find trash lying about. If we are to see this abundance of
creatures continuing to thrive even after I become an
adult, we have to keep their environment clean. So, I
thought I have to be always careful as each small piece
of trash makes big difference to them.

■

Photo 〇

■

Photo ×
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Social Contribution Activities
Connecting with Communities
The Hokkaido Children’s Drawing Contest
The Hokkaido Children’s Drawing Contest sponsored by the Hokkaido Idemitsu Association* marked its 12th round in
FY2020. Over the years, it has grown into an event well-known throughout the prefecture. In FY2020, although the
COVID-19 pandemic made it difficult to advertise the event via school visits, local dealers, who are association members,
strove to solicit entries. As a result, a total of 6,261 entries were submitted. Following the selection, high-ranking pieces
were reproduced as posters that were displayed at Idemitsu service stations within Hokkaido. We have also publicized
these pieces through newspapers and our corporate website.

* An association consisting of business owners acting as Idemitsu dealers
■

The Best Drawing Award: Category of 1st to 3rd
graders

■

The Best Drawing Award: Category of 4th to 6th
graders

Mirai wo Kanaderu Ongakukai (Music events hosted by Idemitsu Kosan)
We have held concerts since 2006, mainly in regions where we have established refineries and complexes. In FY2017,
the concert program was reimagined as “Portraying the Future in Music,” with the aim of supporting musical experiences
for the future generations in part by providing opportunities for young musicians to showcase their talents and for children and students to perform with professional musicians. We also hold music workshops at local elementary and middle
schools around the time of the concerts. In 2020, however, we canceled all the concerts that had been scheduled in
regions around Japan under this program in light of the need to prevent the spread of COVID-19. Instead, we held an
online concert featuring the MLM National Orchestra led by up-and-coming pianist Kyohei Sorita, with their performance
streamed under the catchphrase “We can get together even if we cannot meet.” Drawing on the unique functions of
online concert platforms, the event also featured a special chorus session in which singing videos submitted by 108
applicants from among the general public were accompanied by professional orchestral musicians.
■

Kyohei Sorita performing for the online concert

■

FURUSATO PROJECT
Since 2018, we have been holding the “FURUSATO PROJECT” at elementary schools across the country. This project
allows children to participate in hands-on lessons of traditional musical instruments and conduct commemorative
cherry- tree planting. We started these activities with the aim of providing children of future generations with opportunities to experience real music. We hope these memorable experiences will help children expand their interest in Japanese
traditional culture and remember their hometowns, even after growing up, so that they will pass on the essence of those
hometowns to future generations. As of the end of December 2020, we held the event at 14 elementary schools nationwide, with 3,454 elementary school children participating, from Hokkaido in the north to Okinawa in the south. In 2020,
we cancelled all the events involving school visits from the perspective of preventing the spread of COVID-19. Instead,
we distributed videos featuring performances of traditional musical instruments.
■

Hands-on Japanese drum lesson

■

Commemorative cherry tree planting

Sponsoring Cultural and Social Activities
“Daimei no Nai Ongaku-kai” (Untitled Concert)
We have been the sole sponsor of the music television program
“Daimei no Nai Ongaku-kai” (Untitled Concert) for over 50 years
since 1964. The program features live performances of orchestras
with the aim of delivering quality music straight to people’s living
rooms, with its principal focus on classical music. In April 2017, Kanji
Ishimaru, who is active on television and stage, became the sixth
host of the show, helping the audience appreciate the appeal of the
music from a new viewpoint and contributing to the history of the
program.

■

A chorus session involving the performance of “Coming Home: The Sun Setting over a Distant Mountain”

“Daimei no Nai Ongaku-kai” (Untitled Concert)

© TV Asahi

KidZania
At KidZania, inspiring, interactive indoor theme parks located in
Toyosu, Tokyo, and Koshien, Hyogo Prefecture where children experience various occupations and social activities, we have been
operating service station pavilions (called “gas stations” at KidZania)
since 2006, allowing children to learn how society works in a fun way.

■

Idemitsu Service Station (gas station) Pavilion
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Social Contribution Activities
IDEMITSU IHATOVE TRIAL
We also contribute to local community development through the promotion of motorsports by serving as the main sponsor of the Idemitsu Ihatove Trial, a motorcycle trial held in the northern part of Iwate Prefecture since 1989. The theme
since the 2017 Trial has been “giving the trial spirit to future generations.” We have been striving to nurture genuine trial
riders and to support children to broaden the horizons for riders. As part of our environmental initiatives, we offset CO2
emissions from motorcycles used in this event by using the “J-VER offset credit” scheme in maintaining forests owned
by Iwate Prefecture. We aim to further develop the event by demonstrating the allure of motorcycle trials to future generations.
■

Children's motorcycle experience

■

Initiatives Addressing Community Issues in Australia
Idemitsu Australia Resources Pty Ltd. (based in Brisbane), which is one of the coal business bases, is working to promote
initiatives that contribute to solving social problems in the community from a long-term perspective under the following
four policies by the management level.

Group photo of riders
■

■

Environmental Management Policy

■

Energy Management Policy

■

Cultural Heritage Policy

■

Stakeholder Engagement Policy

2020 Initiatives
Girls’ Academy
To lower the high unemployment rate among Aboriginal women
and help realize quality of life improvements for the community
over the long-term, IAR sponsors a youth training program that
offers guidance to local female students through cultural
exchange.

©tvi

©tvi

Activities at Overseas Bases
Support for Japanese Language Learning in Vietnam
Our Hanoi Office in Vietnam has supported Japanese language
■ The completion ceremony for Japanese classes
classes at Tohoan Junior High School in Hanoi every year since 2015
as a social contribution activity.
Every year, the completion ceremony for the school’s Japanese
classes is attended by a number of Hanoi Office employees, both
Japanese and Vietnamese, to congratulate students alongside the
principal and teachers. In 2020, a total of around 450 people attended
the event.
As it has been doing annually, the Hanoi Office also gave a commemorative gift to the top students with excellent grades and, after
the ceremony, invited all the students to tour the Idemitsu Q8 Petroleum Service Station.
They witnessed a demonstration of the staff’s Japanese-style
customer service, and some students remarked: “I learned a lot about the service at Idemitsu’s service stations” and “I
saw how deeply committed the staff is to customer service.”
In addition, we have been co-sponsoring a Japanese culture festival since 2018 as a similar social contribution
activity, with the 2020 round of the festival held on November 15. It is an event for exchanging Japanese and Vietnamese
culture that is geared toward junior high school students, bringing together many students and school staffs from 10
schools in Hanoi as well as representatives from Hanoi Department of Education and Training and the districts’ Japanese
language training sections. Each school held an audition, and the groups who had the best performances (speeches,
dances, songs, plays, etc.) participated in a contest at the festival. From the 2020 round, the festival began operating
booths where each school offered food and cultural experiences of both countries to introduce and exchange the cultures of Japan and Vietnam. We will continue to co-sponsor this festival as a place where we can once again introduce
and endear people to Japanese culture.

■

Girls’ Academy

■

Tree planting activities

Construction of the Boggabri Community Childcare Center
We constructed a facility offering care for children below school
age as well as after-school care for school-age children and provided it to the municipal government. In addition, for communities
neighboring mines, we helped maintain populations and build
more robust communities and will continue to provide long-term
support going forward.
Forest Restoration Activities in Indonesia
In 2004, P.T. Idemitsu Lube Techno Indonesia was founded to produce and market lubricants in Indonesia. On the island of Sumatra,
the company is working with a local NGO (Orangutan Information
Centre) to rejuvenate forests that are at risk of destruction.
The Leuser Ecosystem, which is a world heritage site centered
on Leuser, North Sumatra Province, is one of South Asia’s most precious forests, spanning over 2.6 million ha and providing a habitat for
orangutans, tigers, Sumatran rhinos, elephants, and other wildlife.
However, due to its mineral reserves, the forest is in crisis because of
forest destruction from roadworks, large-scale mining operations,
palm oil plantations, and other development. Thus, with a portion of
profit from the sale of fuel-efficient motor oil 0W-20 for gasoline
engines as funds for planting, we have been planting trees in a 7 ha
area of forest to return the area to its original forested state since May
2017. From 2021, we plan to plant 10,000 mangrove saplings on the
northern coast of the island of Java.
Through this initiative, the company contributes to reducing
environmental impact while supporting activities that directly protect
the natural environment.
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