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Data Security
Objectives Progresses in FY2021 Initiatives in FY2022 and proposed future measures, etc.

■ Strengthen IT security/architecture

■ Raise IT security awareness  

■ Set target security levels and moved ahead on putting them in place; 
started building framework for immediate emergency response

■ Held periodic information security training for all employees (87% 
participation)

■ Continuing cyber-security measures
■ Continuing employee training
■ Planning and implementing periodic security assessments
■ Continuing risk reduction for data center, server, network, and other 

risks

Diversity and Equal Opportunity
Objectives Progresses in FY2021 Initiatives in FY2022 and proposed future measures, etc.

■ Promote appointment of women to 
management positions

■ Promote recruitment from minority 
groups

■ Promote employee education on human 
rights and equal opportunity

■ Women in management positions across the group: 32%
■ Surveyed harassment prevention and diversity and inclusion training 

across the group
■ Worked on global training program to start next fiscal year

■ Setting diversity and inclusion policy and regulations
■ Continuing to promote advancement of women to management 
■ Continuing to promote hiring from minority groups
■ Continuing to promote human rights and equal opportunity training

Social Impacts in the Supply Chain
Objectives Progresses in FY2021 Initiatives in FY2022 and proposed future measures, etc.

■ Fulfill ethical, social, and environmental 
responsibilities in the supply chain

■ Informed vendors worldwide of the KWE Vendor Code of Conduct 
(82% signed)

■ Continuing to inform vendors of the KWE Vendor Code of Conduct
■ Creating guidelines for safety and health, labor, vendor management, 

and environmental compliance
■ Monitoring and surveying vendors

Social

Material Topics
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We will continue to work together as one team to achieve further growth for our 
employees and the company.

I started with KWE back in 2007 in a sales capaci-
ty and moved over to an operational role in 2014.  
I currently lead the international operations for all 
of KWE Canada.  Having exposure to both sales 
and operations has really helped me to gain 
perspective, build cooperative relationships and 
integrate solutions to strengthen our service.  En-
suring that we remain profitable and compliant 
while driving growth within our organization are 
key areas of focus for me.
 It is truly rewarding to work with a group of in-
dustry leaders who actively collaborate as a team 
to ensure our success in the marketplace.  Stan-
dards, expectations, and deliverables are set high 

which sets KWE apart from our competition in the 
marketplace. Creating and maintaining an opti-
mal work environment for our team members 
which allows for growth, recognition, innovation, 
and collaboration has and will continue to be 
very important to ensure KWE Canada’s success.

We respect the individuality of our employees and their diverse cultures.

The diversity of our employees, men and wom-
en from a wide variety of cultures around the 
world, is fundamental to the success of KWE’s 
global business. We depend on our employees 
leveraging their individuality to move forward 
with their mission and grow professionally at 
the same time. Teamwork is very important be-
cause we need to work together with individuals 
from all kinds of backgrounds, in many different 
countries, to serve our customers well. Corpo-
rate Human Resources Department is providing 

education programs to lead the way for all our 
employees to value diversity and inclusion in 
their daily work.

Leah Hepburn
Vice President,
International Operations,
International Freight Department
KWE Canada

QUOTE

QUOTE

Concept/Policy
We do not tolerate discrimination in any form, whether by race, ethnicity, nationality, gender, 

or disability, and we provide equal opportunities for everyone to play an active role. The KWE 

Global HR Guidelines established in 2020, which lay out the important common concepts in 

human resources for all KWE companies around the world, include the promotion of diversity 

and equal opportunity as a fundamental value. And in 2022, we enacted the KWE Group Di-

versity Basic Policy to embody the initiatives.

KWE Group Code of Conduct

8. Equal Employment Opportunity

The Company has always been, and continues to be, committed to providing equal employ-

ment opportunity to all its employees and applicants for employment.

Social

Diversity and Equal Opportunity
Priority Measures, KPIs, etc.

Yoshitaka Furukawa
Managing Officer
General Manager
Corporate Human Resources 

Increase the ratio of women in managerial 
positions
• Increase the ratio of women in managerial 

positions by increasing the ratio at regional 
headquarters and subsidiaries

Achieve an organization that is rich in 
diversity and mutual respect
• Maintain a workplace environment with no 

discrimination or harassment
• Promote HR management without regard to 

citizenship, age, gender, sexual orientation, 
gender identity, or other attributes and values 
so that every employee can excel in his or her 
role

Enhance employee training in harassment 
prevention and diversity and inclusion
• 100% participation in harassment prevention 

training
• 100% participation in diversity and inclusion 

training
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Diverse Talent Acquisition
The KWE Group is committed to promoting diversity in 
talent acquisition in line with local demographics and 
cultures. 
 For example, in Japan where the population is aging, 
we have introduced the KWE Life Shift Support Regu-
latory Guidelines in FY2021 facilitating the hiring of 
people over the age of 60.  And in the U.S., APLL offices 
are actively hiring underrepresented Americans under a 
special internship program.

KWE Global HR Guidelines
Our employees are our most valuable asset. The KWE 

Global HR Guidelines established in December 2020 are 
based on a concept of talent management that respects 
diversity and enables employees to demonstrate their au-
tonomy, innovation, and adaptability. 

Attracting, Retaining, and Developing 
Outstanding Talent
The KWE Group talent management platform is designed 
to attract, retain, and develop outstanding talent around 
the world to achieve our long-term vision and the sustain-
able growth of our business.

❶  KWE Leadership Competencies

The leadership competencies describe the type of 
leadership KWE is looking for, a leader who represents 
KWE core values, and who will forward the achieve-
ment of our long-term vision. The leadership compe-

tencies are a useful tool in securing successors to key 
positions, developing talent, and maintaining the KWE 
corporate culture.
 Our talent management platform consists of 5 com-
ponents around the core of leadership competencies: 
performance management, talent identification and 
succession planning, learning and development, total 
rewards, and talent acquisition, supported by the corpo-
rate HR vision and mission.

❷  HR Vision

The KWE corporate HR vision is to attract, retain, and 
develop the best employees, and be a company that 
employees are proud of. We are committed to increas-
ing employee engagement, resulting in the sustainable 
growth of both individuals and the organization.

❸  HR Mission

The KWE corporate HR mission is to ensure that every 
employee can enjoy a long and fulfilling career by cre-
ating a work environment where each individual is mo-
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KWE Group Percentage of Women in Management Positions 
(as of March 31, 2022)

Japan 10.9%

The Americas 53.5%

Europe, Middle East & Africa 23.2%

East Asia 41.1%

South East Asia & Oceania 33.0%

APL Logistics 39.6%

Total 32.5%
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tivated to develop him or herself and contribute to the 
organization.

Learning and Development

The KWE Group uses a 70-20-10 learning model, which 
consists of on-the-job training through challenging assign-
ments (70%), social learning through developmental rela-
tionships (20%), and formal learning through coursework 
and training (10%). All these types of learning assist in align-
ing individual and organizational aims.

On-the-job Training
On-the-job training includes challenging assignments to 
increase individual skills, strengths, and efficiency. Assign-
ments such as small projects and start-ups emphasize per-
suasion, learning new content quickly, working under time 
pressure, and dealing with groups of people not worked 
with before.

Social Learning
Social learning consists of coaching and mentoring. 
 Talking with a coach can help with gaining new insights 
and a broader range of conceptual and behavioral options, 
as part of the effort to improve the individual’s performance. 
Coaches are assistants who help the individual in formulat-
ing his or her own thoughts by listening, observing, asking 
questions, and occasionally offering suggestions.
 While a mentor supports the mentee’s career, he or she 
by no means does the thinking for the mentee. Instead, the 

ongoing mentoring process of discussion and advice en-
ables the mentee to make his or her own discoveries. The 
mentoring process promotes the development of both the 
mentor and the mentee.

Formal Learning

Formal learning is customized training and development 
that uses facilitated programs and learning events to help 

grow employees into peak 
contributors and to build 
on their experiences and 
expectations.

Some Examples of Formal Learning Programs

Programs/Contents

KWE corporate onboarding program

Forwarding and logistics industry regulations

Legal and regulatory compliance

Job skill training (manager-approved training based on individual needs)

New manager orientation

Performance management

Training for hiring teams

Diversity and inclusion

Corporate learning programs (led by CHR)

Cyber security training (led by CIT)

LinkedIn Learning 

Self-development using correspondence courses, such as foreign languages, information technology, and culture

Business leadership training
(2015)

Social


