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For staff:
“People” who support “Career Well-being”
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For employees: 
“People” who support “Career Well-being”
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From the creation of new businesses through 
to advancing human capital initiatives̶
Each of our employees is striving toward 
achieving “Career Well-being” through their 
individual expertise and roles. This chapter 
introduces the contributions of  
employees, temporary staff, and 
outsourcing staff, along with their 
aspirations.

“People” engaged
in DEI initiatives
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Ch. Challengers
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Interview with New Business Manager
Connecting users to full-time and long-term 

employment based on their gig-shift history

Sharefull Agent is a service that connects users (job seekers) 

to full-time or long-term employment based on their work 

history using the short-term job app “Sharefull.” According 

to a survey conducted by our company, 51% of Sharefull 

users are looking for long-term employment. In speaking 

with such users, I noticed challenges in how they made 

career choices. Specifically, they were choosing their careers 

based solely on the limited information they had, thereby 

narrowing their own potential. We launched this business 

because we wanted to bring to light users’ potential career 

options. In addition, their work history in gig-type jobs can 

help with the assessment of how they work. We believe that 

people’s efforts in gig work can pave the way to full-time 

employment.

In providing support, we are working to lower the 

psychological hurdles to changing jobs, for example by 

using generative AI to help create resumes. Because job 

information can be shared within the PERSOL Group, this 

streamlines client acquisition and sales activities. When the 

beta version launched in February 2024, in just the first three 

months, around 20 people had already secured jobs. This 

was a stronger response than we anticipated.

We are driven by a critical view of industry conventions

We want to bring ‶Work and Smile” to a range of people

Since graduating from university, I have worked in the 

recruitment industry. In that time, from the standpoint of business 

efficiency, I had felt uncomfortable that younger generations and 

low-income groups tended to be a lower priority when providing 

services. Rather, I came to believe that it was precisely these 

people who most needed support in changing jobs, and that in 

terms of expanding their career possibilities, the value of career 

advisors’ involvement would be maximized.

I had long sympathized with PERSOL’s vision, “Work 

and Smile,” along with Sharefull’s mission of Expanding 

Everyone’s “Work” and Creating a New Way of “Working,” 
and so I changed jobs and joined the company in November 

2023. I shared the concept for “Sharefull Agent” with my 

supervisor who encouraged me, and so we began to 

commercialize this into a business.

People who have successfully changed jobs through 

Sharefull Agent have increased their annual income on 

average by around 700,000 yen, and I believe that this 

income stability provides them with more options in life. 

I really feel that we are literally creating a sense of “Work 

and Smile.” Our efforts gained recognition at the FY2024 

PERSOL Group Awards.

Currently, the business team has around 70 members 

who are working together and experiencing the genuine 

emotions that arise precisely because they engage seriously 

with users: being delighted by their successful job changes, 

and experiencing a sense of regret when they cannot fully 

support them. I am so happy that we have been able to 

create such a field. I feel that this is where my own “Career 

Well-being” resides.

Looking to the future, we plan to grow the team to 

around 200 members and expand our reach beyond users of 

Sharefull, targeting users from the Group as a whole who have 

not yet been reached by our services. If you start a business 

solely because it seems likely that it will be economically 

successful, but only later tack on a social meaning, others will 

simply copy you. I want to continue building our track record 

while constantly asking ourselves whether what we are going 

to do is truly meaningful to society.

A recruitment service that introduces full-
time positions, primarily to users of the 
Sharefull short-term job app. Career advisors 
propose suitable positions to job seekers from 
approximately 110,000 full-time job openings 
nationwide, and support them in finding 
employment or changing jobs.

What is Sharefull Agent?

Joined a recruitment agency in 2011. Handled 
marketing, recruitment, and business promotion, 
and was also involved in launching businesses 
such as job advertisements, job fairs, and 
publishing. After time as a division manager, he 
joined Sharefull, Inc. in November 2023.

ProfileINTERVIEW
Creating a route from short-term jobs to 
regular employment
Commercializing “Sharefull Agent”

Takayuki Ogita
General Manager, Agent Business Division
Sharefull, Inc.
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DX logistics project connecting Sado Island and Awashima Island 
with the mainland, for co-prosperity with urban centers

PERSOL Group Awards Recipient Project Story

The PERSOL Group presents the PERSOL Group Awards, which recognize employees and projects 
that contribute to realizing ‶Work and Smile” for all stakeholders.
Here, we introduce some of the projects that received awards in FY2025, together with the thoughts 
of those responsible.

Development of a one-stop recruitment package for new graduate 
engineers from Vietnam

InterviewInterview

We are working on a project that connects Japan’s manufacturing industry, which is 

faced with a shortage of engineers and a decline in science and engineering students, 

with Vietnamese science and engineering students who are eager to work in Japan.

Bringing this to reality required that we overcome many challenges. These 

included administrative procedures, preparing living environments, cultural and 

language barriers, alleviating psychological burdens, and securing support from the 

companies accepting them. To address these challenges, we built a relationship and 

entered into a business partnership agreement with Hanoi University of Science and 

Technology. We have provided Japanese-language classes for students, along with 

1.5 years of education that included introductions to Japanese culture 

together with company visits. We also established a consistent support 

framework covering everything from entry into Japan through to 

assignment at their workplaces, creating an environment in which 

they can confidently start their lives and work in Japan. We 

support Vietnamese engineers in working stably, so that they can 

build fulfilling careers.

With a love of Japan, these engineers came here to realize 

their dreams of learning about outstanding technologies. I have a 

deep respect for their effort and courage in resolving to work in an 

unfamiliar foreign country. I want to constantly be there for them 

so that they can embody “Work and Smile.” Facing Vietnamese 

talent with that mindset, when I receive their thanks is when I 

personally feel my own “Career Well-being.”
Through our involvement as an intermediary, we hope to 

enable outstanding foreign talent to fully and enthusiastically 

apply their abilities and contribute to the future of Japanese 

manufacturing.

Building a bridge between Japan’s manufacturing industry, 
which is facing labor shortages, and Vietnamese science 
and engineering students

InterviewInterview

As a public project commissioned by the Ministry of Land, Infrastructure, Transport and 

Tourism, we are working on using drones on Sado Island and Awashima Island in Niigata 

Prefecture to address challenges such as industrial decline caused by falling population, 

labor shortages, and the high cost of logistics and transport to and from the mainland. 

This initiative requires not only expertise in drone operations but also an understanding 

of relevant laws and regulations, project management capabilities to successfully 

execute large-scale demonstration tests, and the ability to coordinate with private 

companies, local governments, local residents, and others. Another of our strengths is 

that we can provide comprehensive support, including on-site responses for 

demonstrations, planning, post-demonstration effectiveness verification, 

and analysis.

We are involved with many stakeholders ranging from 

government agencies and people in the fishing industry to residents 

and business operators in Tokyo who provide services, and in each 

of these, we prioritize “acting with authenticity.” It is precisely because 

we build relationships of trust through an attitude of authenticity that 

we can overcome difficult challenges and share with everyone the joy 

of success. That is where I sense my own “Career Well-being.” At the 

same time, I value the importance of maintaining a professional attitude 

of resilience, continually pursuing the best possible results.

This initiative leverages drone-centered ICT to tackle the 

challenges of regional revitalization. Looking to the future, 

we will aim to further optimize operations and improve 

cost structures. By standardizing our know-how 

and expanding into even more regions, we hope to help 

create a society in which people in every area can feel that 

their lives are richer.

Valuing authenticity and professionalism
Tackling the challenges faced by remote islands through a drone 
social implementation project

Four Employees’ Aspirations for Advancing  
“Career Well-being” in Society�

■ Measure■ Measure

Details here (in Japanese only)Details here (in Japanese only)

Mamiko Abe
Global Business Division 
PERSOL EXCEL HR PARTNERS CO., LTD.

Hiraku Takagi
Leader, Drone Business Support Group 2
Field DX Solutions Division
PERSOL BUSINESS PROCESS DESIGN CO., LTD.
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We have undertaken an initiative to provide job opportunities and support the creation 

of the necessary environments for job seekers who have severe physical disabilities, 

who are eager to work but are unable to do so because of difficulties in commuting and 

working full-time.

We often felt lost or ended up in an impasse, as there was no precedent for 

developing new recruitment channels unlike conventional ones, designing work so that 

it can be done fully remotely, and establishing methods of communication. Through the 

cooperation of many people both within and outside the company and our own steady 

efforts, we were able to build an operational framework that supports the hiring and 

retention of people with disabilities.

Since my childhood, I have grown up alongside people with disabilities, and I 

believe that having a disability is unrelated to their abilities. I want people who have 

disabilities and are in environments where commuting or full-time work is difficult to 

be able to thrive and achieve self-fulfillment through their work. I also want them to be 

able to connect with many people by working. It is with this in mind that I have moved 

forward with this initiative.

I believe that what is important in realizing “Career Well-being” 
is to put into words and gain an awareness of how you want 

to be, and how you want to live. I feel that it is important to 

reflect on whether your work is connected to the future 

and way of life you want for yourself, in light of the work’s 

meaning and significance, and to have people and places 

with whom you can share that. I would like to extend such 

environments to people with disabilities as well.

We currently have an organization of around 40 members, 

but in five years we aim to expand to a 300-person structure,  

thereby bringing “work” to people all across Japan who 

are trying to realize “Work and Smile.”

Many students tend to graduate without a clear vision for their future or practical 

experience, while companies face ongoing skills shortages and difficulty in attracting 

the next generation of workers. To address these issues, we have worked on building 

a system that enables students to gain work experience during their studies, cultivate 

employability, and gain confidence in their future. This initiative has been advanced by 

creating dialogue platforms that connect schools, employers, training providers, and 

government stakeholders.

For students, we have focused on early skill development to reduce their 

resistance to employment and provide a foundation for improving their sense of 

“Career Well-being.” For companies, this initiative has strengthened training systems to 

support future talent acquisition. By addressing both individual job satisfaction and the 

sustainable talent development needs of the any sector, we are building a long-term 

and sustainable training and employment ecosystem.

I personally experience “Career Well-being” when I see students gain confidence in 

their future or discover their own strengths and growth, and I can feel that my work is 

positively influencing others. Additionally, as a parent of five children, I 

find fulfillment in initiatives like “From Classroom to Career,” which 

may provide opportunities for future generations of children to 

pursue careers they hadn’t imagined for themselves.

Too often, young people fall through the gaps, and it 

is our responsibility to be the bridge that helps them cross 

from where they are today to the future they deserve.

Co-creative talent development connecting students and
companies to the future
Building a sustainable training and employment ecosystem

PERSOL Group Awards Recipient Project Story

InterviewInterviewInterviewInterview

From Classroom to CareerSevere physical disabilities × short working hours × fully remote 
work

Bringing “work” to people in any environment

■ Measure■ Measure

Naoaki Maruyama
Manager, Order Support Group 4
Staffing Outsourcing Business 2nd Department
PERSOL DIVERSE CO., LTD.

Sarah Renshaw
Programmed Skilled Workforce Pty Ltd

Details here (in Japanese only)

Details here (in Japanese only)
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a temp, I can take on work that I would not get as a sole 

proprietor, thereby broadening my skill set.

Mr. Tsuchiya: I have been working as temporary staff for 

about twenty years now, and something surprised me 

recently. My resume lists various projects I’ve worked 

on through temporary assignments. In the past, having 

so many entries in your work history was often viewed 

negatively, but the interviewer at PERSOL responded 

rather positively. They evaluated my experience across 

different client assignments as evidence of a diverse skill 

set. I feel we have entered an era in which working as 

temporary staff can be an advantage.

Feeling secure at work helps me find fulfilment

―Tell us what is good about your current work style.

Ms. Nagai: Recently I became active in PTA activities at 

my child’s school, and so I asked my supervisor at the 

client company if I could have one weekday off in addition 

to weekends. My request was approved. Even as a temp, 

I find I can work with more flexibility than I had ever 

registering with Tempstaff, I was introduced to a role 

designing office layouts, and I’ve been working there ever 

since.

Ms. Kato: I registered with PERSOL once my child-rearing 

responsibilities had eased and I was introduced to a 

public-sector project handled by what is now PERSOL 

BUSINESS PROCESS DESIGN. With this mode, our 

company’s employees and staff handle the entire front-

counter operations at a municipal office. I have been doing 

this job for about fifteen years now.

Mr. Tsuchiya: After working as an editor for a video 

game magazine, I moved into an engineering role at an 

IT company. I stayed there for more than ten years, but 

eventually decided to change jobs due to dissatisfaction 

with the working environment. At the time, the job 

market was extremely challenging, and I lacked practical 

experience, so first I registered with a temp agency in 

order to avoid a gap in my employment history. I was also 

hoping to participate in large-scale IT projects at major 

companies and continue building my skills.

Ms. Sunaga: I totally understand that. I also feel that as 

An era in which working as temporary staff has 
value

̶Tell us how you came to be in your current roles.

Ms. Nagai: I currently work in an administrative role at an 

electric power company. I used to work in retail, but after 

I got married, I wanted to change to an office job with 

weekends off. However, since I had no prior experience in 

administrative work, becoming a full-time employee felt 

like a huge hurdle. So, about ten years ago I registered 

with Tempstaff, and since then I have been working at my 

current company, moving between different departments.

Ms. Sunaga: I love design work, and consider it my calling. 

I used to work independently in a regional area and was 

very busy, but over time I started thinking about what 

might happen if my health declined or if I needed to care 

for my parents in the future. About 10 years ago, when my 

husband was transferred to Tokyo, I took that opportunity 

to rethink how I wanted to work and began looking into 

temporary employment. I found that the benefits were 

solid and that it offered a high degree of flexibility. After 

Balancing work and family without 
giving up personal goals
A workplace where individuals 
can be themselves

STAFF
DISCUSSION 

Four people working as temporary and outsourcing staff within the 
PERSOL Group came together to discuss what they find appealing 
and rewarding about their ways of working.

■ Ms. Sunaga
Affiliated with  
PERSOL TEMPSTAFF CO., LTD.
Temporary staff (permanent contract)

Responsible for office space design at a 
stationery and office furniture manufacturer

■ Ms. Kato
Affiliated with  
PERSOL BUSINESS PROCESS DESIGN CO., LTD.
Outsourcing staff

Responsible for front-counter operations at a 
municipal office

■ Mr. Tsuchiya
Affiliated with  
PERSOL CROSS TECHNOLOGY CO., LTD.
Temporary staff (permanent contract)

Responsible for system development at an 
engineering company

■ Ms. Nagai
Affiliated with  
PERSOL TEMPSTAFF CO., LTD.
Temporary staff

Responsible for administrative work at an 
electric power company

Staff Roundtable Discussion

Four staff 

members 

share their 

perspectives
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My experiences in 
diverse workplaces 
are now reflected in 
my skills.

in my PTA activities, and I have also become better at 

handling my work more efficiently in order to secure time 

for the PTA. A positive synergy exists between my work 

and my PTA activities. I want to keep taking on different 

kinds of work and enjoy the challenges as I search for the 

job that feels like my true calling̶something I still haven’t 
found.

Ms. Sunaga: In design, trends change every year, 

and in this industry designs from three years ago are 

considered outdated. I want to keep working in this job, 

which I consider my vocation, and so I will continue to 

communicate with younger generations, absorb new ideas 

and knowledge, and keep working on refining my own 

individuality.

Ms. Kato: I would like to stay at my current workplace 

for as long as possible and teach the newcomers about 

the work. Since I started working at the administrative 

counter, I’m running into more situations in which people 

personally ask me for advice about inheritance-related 

applications. I’d love to be able to use the knowledge I’ve 

gained to help various people.

Mr. Tsuchiya: Assuming I can work for another twenty 

years, and as a temp I stay an average of three years at 

each company, that gives me opportunities to experience 

seven more companies. When I think that I am now 

enjoying one of these, I value my ordinary, everyday 

life more. I would like to continue working to the fullest 

together with PERSOL as a powerful partner to enrich the 

rest of my life.

for explaining things so clearly.” Hearing comments like 

these is what motivates me. Of course, we have studied 

on our own, but this is also the result of thorough training 

beforehand.

Ms. Nagai: PERSOL provides a variety of training 

opportunities. Events and internal media help us learn 

about ways of working and thinking different from our 

own, which broadens our perspectives.

Ms. Kato: The first assignment I worked on was 

administrative work in local government̶also the first 

such contract for PERSOL. So even though we had 

received training, at first we often struggled with how to 

proceed, and some staff left because they could not keep 

up with the work. So, I suggested to my supervisor that 

we create a manual. They accepted this idea and went 

ahead with creating one. That manual is now also being 

used to communicate know-how in other places, and I am 

glad I spoke up.

Ms. Nagai: In terms of a sense of purpose, I joined a 

team that works to improve the clarity of documents 

for customers, and many of my suggestions have been 

adopted. I felt a real sense of achievement, and I also 

discovered some unexpected strengths of my own. The 

desire to be of assistance to others also motivates me.

I want to keep growing here over the long term.

―What would you like to focus on through your work 

going forward?

Ms. Nagai: The communication skills and coordination 

abilities I have developed through my work are useful 

imagined. I also really like that I can be involved in various 

kinds of work across different departments.

Ms. Sunaga: I actually registered with other temp 

agencies as well. Among these, the sales representative 

at Tempstaff was the one who genuinely considered how 

I wanted to work. After I started working, I struggled 

with the conflict between wanting to work hard and also 

needing to care for my parents and look after the home. 

At that time, they helped me find solutions, negotiating 

with my supervisor at the client company so that I 

could work from home even from before the COVID-19 

pandemic. Thanks to that, I have been able to continue 

working in a way that suits me without having to give up 

what matters to me. I’m truly grateful for this.

Mr. Tsuchiya: The presence of a sales representative is 

very reassuring. Regular employees need to negotiate 

directly with their companies, but in our cases, the sales 

representative listens to our concerns and will even step in 

to take the heat when needed. Because of that, I think we 

are in a privileged environment where we can concentrate 

on the work we are supposed to do.

Ms. Sunaga: It’s true, we can immerse ourselves in our 

work with peace of mind. We don’t have to spend time on 

things outside our core duties. Thanks to that, we can fully 

dedicate ourselves to our daily work.

Ms. Kato: In my case, we handle projects as a team, and 

the people around me also belong to PERSOL. It is a 

friendly, easygoing workplace where you feel comfortable. 

Since we have taken over the counter handling residents’ 
inquiries, we’ve received feedback from local residents like 

“The service has gotten so much better,” or “Thank you 

Staff Roundtable Discussion

I had no experience, 
but I have met great 
colleagues and enjoy 
my work every day.

It is precisely 
because I am a temp 
that I can keep doing 
the work I love, in a 
manner that suits me.

The appeal lies in being 
able to take on a wide 
range of work, with 
many opportunities for 
new discoveries.
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Employees who Support the “Career Well-being” across the Group 

The PERSOL Group is committed to enhancing “Career Well-being” for all employees.
We believe this can only be achieved if the employees working within our Group  are 
themselves able to feel “Career Well-being.”
Here we introduce employees who support others in achieving “Career Well-being,” with a 
diverse workforce in mind.

Toward realizing a workplace environment in 
which employees can expand their potential and 
work with vitality�

Meari Matsubara
Assistant Manager

Labor & Health Promotion Group

HR Service Promotion Department

PERSOL CAREER CO., LTD. 

New graduate onboarding 
-Leveraging fresh voices from new 
graduate employees and the front line, 
while elevating our HR Headquarters 
initiatives as a unified team-
We want to create an environment in 
which new graduate employees can 
genuinely feel, “I’m glad I joined this 
company.” We also want to ensure 
that the workplaces to which new 
graduate employees are assigned 
can communicate and support them 
in ways that align with their values. 
With this in mind, we are working on 
new graduate onboarding through a 
cross-departmental effort spanning 
the recruitment, HR development, 
and labor divisions. We provide 
training separately for prospective 
hires, new graduate employees, 
and employees responsible for their 
training, and we present practical, 
concrete ways of responding to 
common concerns. All of our training 
programs have received very 
positive feedback, with an example 
being the training for prospective 
hires achieving a satisfaction 
rating of 93%. We will continue to 
contribute so that new graduate 
employees can quickly adapt to their 
work and further develop a spirit of 
taking on challenges.

Leads for Employee-
focused Initiatives

Kyoko Iwata
Wellness Promotion Office

Labor Welfare Department

PERSOL TEMPSTAFF CO., LTD.

[DEI] Activities promoting the 
employment of workers with 
disabilities
In April 2025, four individuals with 
disabilities joined the company 
in administrative support roles, 
and three joined as para-athletes. 
Recruiting for the administrative 
support roles involved many first-
time initiatives, such as confirming 
necessary accommodations 
and conducting practical skills 
assessments; however, through 
repeated and considered 
responses, we were able to realize 
a smooth onboarding process. In 
the recruitment of para-athletes, 
we placed importance on their 
sharing our philosophy and 
vision. We welcomed people who 
not only seek support for their 
competitions but who also wish to 
be actively engaged as members 
of the company. Through these 
activities, we expect improvements 
in workplace diversity and 
inclusiveness, and we also believe 
that the efforts of our para-athletes 
will help raise the motivation of our 
employees.

Seiichirou Nakamura
Manager 

Corporate Planning Office 

Business Planning Department 

PERSOL BUSINESS EXPERT CO., LTD.

Company-wide projects, 
building a participatory 
organization
As part of our Mid-term 
Management Plan, we launched 
a company-wide project in which 
anyone, regardless of position, 
can propose and drive initiatives 
to “transform our company into 
one we can be proud to talk about 
to our family and friends.” The 
operating team supports each 
initiative from idea screening 
through to implementation, 
and as of December 2025, 24 
projects are under way. In addition 
to announcing the initiative at 
the employee general meeting, 
launching a dedicated website, 
and reaching out while employee 
interest was high, the operating 
team steadily communicated their 
intentions at the front line, helping 
the initiative gain momentum. By 
respecting employees’ autonomy 
and having the company support 
their challenges, we believe 
that connections reach beyond 
day-to-day work, and that these 
connections foster the desire to “do 
your best for someone,” leading to 
contributions to the organization.

Shoko Yoshida
Career Dialogue Promotion Group

HRBP Division

PERSOL CAREER CO., LTD.

Visualizing transfer histories 
through Career Challenge  
—creating CAREER LIBRARY
As part of supporting employees 
in building their careers, in October 
2024 we released “CAREER 
LIBRARY,” a tool that allows users 
to search past cases of transfers 
through internal job postings. 
Employees can browse the diverse 
career patterns of those who have 
actually experienced transfers. This 
tool was developed in response to 
the many inquiries along the lines 
of “Where can I transfer to from 
my current department?” By using 
technology to streamline how we 
provide information, we can now 
better focus on dialogue during 
career interviews. At present, 
the tool is used on around 1,800 
times per month on average, 
and applications to the career 
counseling have also increased. 
I feel that this mechanism helps 
advance employees’ career 
ownership.

HR Development Office

Human Resources Department

Sharefull, Inc.

Referral Recruitment Promotion 
Activities 
A two-pronged approach—
building momentum and 
initiatives directly linked to hiring
In recent years, we have been 
strengthening referral recruitment 
through introductions by employees. 
Both the number of referrals and 
the proportion of referrals among 
all hires have significantly exceeded 
our targets. Behind this is the 
accumulation of initiatives aimed at 
fostering a culture in which people 
can naturally refer people they want 
to work. These include developing 
onboarding systems, using chat 
tools for communication, and 
conducting employee interviews. 
Referral recruitment is not merely 
a recruitment tactic; it arises from 
positive connections in which 
employees are satisfied with their 
own working environment and can 
truly believe that they can achieve 
things with their own team. We will 
continue to meet the challenge of 
creating a workplace where the 
sense of people wanting to work 
together pervades.

Risako Funae

Programmed Facility Management Pty. Ltd.

Internal communication 
project to realize our vision—
“Work and Smile”
To instill the Group Vision of “Work 
and Smile” and to encourage 
employees to empathize with the 
direction and values the company 
aims for, we launched “‘Work and 
Smile’ Fridays,” which features 
weekly posts about work and 
everyday life. We are also working 
on the “‘Work and Smile’ Selfie 
Challenge,” where employees 
share their own smiles and 
explain “Why I commit to ‘Work 
and Smile.’” Storytelling is a vital 
means of connecting employees 
with the Company Vision. This 
leads employees to a deep 
understanding of the Corporate 
Philosophy, and to a proactive 
view of their own roles. We will 
continue to create an environment 
that allows employees to feel the 
significance of their work and 
understand how they contribute 
to the Company’s success.

Yasmin de Laine
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Employees who Support the “Career Well-being” across the Group

Rina Matsumoto Kaori Yoshizawa

Miyuki Taguchi Mizuki Fukui

Yoshikazu Kikuchi

Manager

BPO staff career promotion Office

BPO staff career promotion Department

PERSOL BUSINESS PROCESS DESIGN CO., LTD.

Learning & career (support for 
fostering career aspirations)
To help staff gain insights into their own 
careers through learning, we launched 
a career support portal site offering 
content such as e-learning, and introduced 
mechanisms to commend their learning 
efforts. As of the end of October 2025, 
nearly 2,000 people have registered. In 
addition, we are rolling out the company-
wide digital talent development initiatives 
to staff as well, leading not only to skill 
enhancement but also practical application 
in their work. We place great importance 
on walking alongside each staff member, 
supporting  each one’s “desired future self,” 
guided by the belief that while learning 
should never be forced, it is essential for 
the future.

We hope to create a positive cycle in 
which staff members’ personal growth 
and the growth of the projects they are 
assigned to reinforce one another.

Manager 

Promotion Planning Group 

Marketing Department 

PERSOL CROSS TECHNOLOGY CO., LTD.

manabundasu
We operate the learning support 
grant program “manabundasu,” which 
subsidizes skill development costs 
enabling engineers to pursue diverse 
career paths. The program targets 
registered temporary engineers (IT/
manufacturing) assigned to our client 
companies and provides up to 300,000 
yen in support for training and other 
participation costs. Since the program 
began, 38 individuals have received 
support, with a high, 94% retention rate 
of those supported. Unlike competing 
companies or our own other initiatives, 
the program is distinctive in that 
engineers are free to choose what they 
want to learn; this plays a role in linking 
individual career aspirations with their 
motivation to work. We hope that 
through learning they have selected for 
themselves, they will enhance their skills 
and broaden their career horizons. This 
initiative embodies that intention.

BPO staff career promotion Office

BPO staff career promotion Department

PERSOL BUSINESS PROCESS DESIGN CO., LTD.

Appointment of project leaders as a 
career development (systematizing 
PL development and promotion)
We support staff so that they can choose 
a career as a project leader (PL). For those 
who play a leading role on the front lines, 
we provide training aimed at appointment 
as a PL, imparting the necessary skills and 
ways of thinking. We help staff who are PL 
candidates deepen their understanding of 
the role through training in self-awareness 
and leadership. In the previous fiscal 
year, 17 people participated and 4 were 
appointed as PLs. We take pride in this 
initiative as one that expands opportunities 
for promotion to regular employee 
status and broadens staff members’ 
career possibilities. We will continue to 
communicate the sense of purpose and 
appeal that lie beyond overcoming the 
difficulties of being a leader.

General Manager

Career Support Department

PERSOL CROSS TECHNOLOGY CO., LTD.

Planning and delivery of training 
for engineer staff
Amid accelerating technological 
innovations, engineers are key players 
building the foundations of society, 
and shaping the future. We are rolling 
out skill enhancement and reskilling 
support for temporary engineers so 
that we can enable them to continue 
acquiring new knowledge and 
growing. In FY2025, we held webinars 
on generative AI and Microsoft 365 
Copilot, each attracting more than 
200 applications. Approximately 
40 individuals participated in digital 
transformation (DX)-related training, 
and efforts to raise billing rates are also 
underway. Precisely because we live in 
an era of rapid change, high uncertainty, 
and fast-paced technological evolution, 
we believe that “continuing to learn” not 
only drives individual growth but also 
makes companies and society better.

Staff Engagement Office

Staff Development Promotion Department

PERSOL TEMPSTAFF CO., LTD. 

Staff conference
To support temporary staff in working 
as they want and in proactively choosing 
their careers, we have been holding online 
seminars since FY2024. Through career 
stories told by prominent figures, these 
seminars aim to broaden perspectives 
on working in their own way and to 
inspire proactive career planning. A total 
of 7,423 people participated. Following 
these events, roughly 40% of participants 
took concrete actions such as attending 
training or having career interviews. By 
providing close support to staff who 
work at client sites and who often tend to 
shoulder career concerns on their own, 
and by creating safe spaces where staff 
can connect with one another, we aim 
to envision and build together a future in 
which everyone can work in their own way.

Within the PERSOL Group, there are employees dedicated to creating work opportunities 
and providing support that enables temporary and outsourcing staff to work steadily with 
peace of mind, in order to meet their diverse needs.
Here we introduce some of these initiatives and the intentions behind them.

Enabling each one of our staff members to choose 
their work style and live in their own way�

Leads for Staff-
focused Initiatives
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The creation of the CGDO position is proof of the 
PERSOL Group’s serious commitment 

Kida: Thank you for joining us today. As members of the 

PERSOL Holdings Gender Diversity Committee, we have 

been working together on various initiatives. This is the first 

time the three of us have met like this.

Arai: That’s right. At PERSOL CROSS TECHNOLOGY, I 

hold two roles: an executive officer overseeing the business 

that provides technical support in the manufacturing 

domain, and the person responsible for promoting DEI 

(Diversity, Equity & Inclusion) at our company and within 

the Technology SBU.

Ms. Kida, in 2021 you were appointed chair of the 

Group’s Gender Diversity Committee and put forth 

numerical targets related to gender. This is when I 

felt our DEI initiatives had truly begun. I also see your 

appointment as CGDO in April 2025 as an expression of 

top management’s intention to accelerate this momentum.

Wada: I am the Senior Executive Manager of Corporate 

Planning for the doda Business Unit at PERSOL CAREER. I 

may well be the first person at our company to have taken 

both maternity and childcare leave as a manager and then 

gone on to become the head of a division.

I also sensed the Group’s determination in placing 

someone like Ms. Kida in this position, given that she 

is absolutely relentless about achieving targets. This 

convinced me that change really is coming.

Kida: Actually, when I was first approached about 

becoming chair of the Gender Diversity Committee, 

I turned the offer down. That was because, on two 

previous occasions, we had started diversity-related 

initiatives only for these to fizzle out when they did not 

lead to business results in the short term. So when I was 

asked this time to take on the CGDO position, I went to 

the CEO to ask how serious he really was. He told me that 

he viewed DEI as important from a long-term perspective 

and that, as a first step, he wanted to start by addressing 

gender, an attribute representing a large proportion 

of our workforce, in order to transform the quality 

of decision-making and the nature of management. 

Having heard this, I decided to accept the position. The 

Kyoko Kida 
(center)
Executive Officer
CGDO (Chief Gender Diversity Officer)
PERSOL HOLDINGS CO., LTD.

Yasuyuki Arai 
(right)
Executive Officer and Executive Manager
Engineering Development Headquarters
PERSOL CROSS TECHNOLOGY CO., LTD.

Mayuko Wada 
(left)
Senior Executive Manager
Corporate Planning for the doda 
Business Unit 
PERSOL CAREER CO., LTD.

It is diverse societies that let  
“Career Well-being” become a reality

ROUNDTABLE 
DISCUSSION

Kyoko Kida, CGDO (Chief Gender Diversity Officer), and two 
of the Group’s diversity promotion leaders discussed the 
significance of the PERSOL Group’s focus on achieving diversity 
and the current state of its initiatives.

Roundtable Discussion with DEI Leaders
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establishment of the CGDO position is one expression of 

that thinking.

Rolling out initiatives tailored to each 
organization’s situation and challenges 

Arai: PERSOL CROSS TECHNOLOGY was formed in 

January 2023 through the integration of three Group 

companies, and when it comes to DEI initiatives, there are 

still areas where our efforts are not fully aligned. Therefore, 

as a first step to understanding the current situation, we 

are currently interviewing people in management positions 

to ascertain what they think of DEI initiatives. Concurrently, 

as part of efforts to address gender gap issues, we are 

working on achieving our targets for the percentage 

of female employees in managerial positions and the 

percentage of eligible male employees taking childcare 

leave.

Kida: The Technology SBU’s percentage of eligible male 

employees taking childcare leave is showing one of the 

highest growth rates in the Group.

Arai: As of the end of March 2025, this was 90.5%. Having 

numerical targets really does make it easier to move things 

forward. When I was serving as a department manager, 

a male employee who was scheduled to be promoted 

to manager applied for childcare leave, but senior 

management responded negatively. But I felt that he was 

exactly the kind of person who should take childcare leave, 

so I persuaded my superior, and he received approval for 

two months of childcare leave. Nowadays, most employees 

take childcare leave̶at least one week, and in many cases 

over a month.

Kida: I have also heard that employees stationed at client 

companies are taking childcare leave.

Arai: Yes, we contact the client company directly and 

obtain their understanding. Childcare leave isn’t something 

that happens suddenly, so I believe there is leeway to make 

arrangements in advance. However, we are still lagging 

when it comes to the percentage of female employees in 

managerial positions. One factor is that, as a technology-

focused company, we have relatively few women 

employees to begin with.

Wada: At PERSOL CAREER, we are advancing initiatives 

at both the management and frontline levels. On the 

frontline, we are implementing cross-organizational 

initiatives to support women who are considering taking 

on management roles. These include training programs, 

a sponsorship program in which executive-level leaders 

provide guidance, and cross-departmental mentoring 

through which senior leaders offer advice.

With company-wide gender-related numerical targets 

for PERSOL CAREER set as an axis by management, each 

business division sets its own targets, develops action plans 

to achieve them, implements and reviews those actions, 

and reports progress at company-wide meetings in a 

continuous cycle. In the division of roughly 300 people that 

I oversee, for example, if there is a male employee who has 

not taken childcare leave, I am notified immediately̶this 

shows the rigor with which each department is tackling the 

issue.

Kida: The Career SBU also has many bottom-up initiatives, 

right? Members take the initiative in organizing cross-

departmental study sessions and events.

Wada: Yes. Even so, the percentage of female employees 

in managerial positions is still only 35%. Given the limited 

positions available, how we create new positions going 

forward is another point we will need to address.

How do we respond to opinions such as “Why aim 
for a diverse society?” 

Arai: At PERSOL CROSS TECHNOLOGY, as part of our 

efforts to close the gender gap, we are discussing what the 

world will look like for us when DEI has truly advanced.

Roundtable Discussion with DEI Leaders

Unless management itself 
embraces greater diversity, 
well-being cannot be 
created through the 
traditional one-size-fits-all 
approach.

With more women 
in management, I’ve 
personally become 
more able to voice my 
doubts openly.

I’m often struck by 
observations from 
women who have not 
yet been shaped by 
this existing mindset.

Progress in gender diversity (FY2024)
　 Technology 

SBU
Career 

SBU

Percentage of female employees*1 18.1％ 56.3％

Percentage of female employees in 
managerial positions*1 13.9％ 35.3％

Percentage of eligible male 
employees taking childcare leave*2 90.5％ 87.9％

*1 Percentage as of April 1, 2025
*2 Percentage as of March 31, 2025
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managers work. Managing a diverse organization is 

extremely difficult, and conventional methods place too 

much of a burden on managers. If managers are exhausted, 

no new candidates will step forward. We see revisiting how 

managers work as an urgent issue.

Wada: My key mission is to grow the “doda” service to 

support our client companies in securing talent.  I always 

want to keep in mind that our becoming a diverse team 

ourselves is essential to creating better services.

Arai: We have only limited opportunities to learn directly 

about what other Group companies are doing, so today has 

been very stimulating. Thinking about how we might adapt 

initiatives at PERSOL CAREER to our own company might 

help us find ways to work through our own challenges.

Wada: Looking back today at how PERSOL CAREER has 

changed, I felt that if my joining the management team 

has contributed even a little to that change, then it was 

worth the effort. I am far from the only woman who has 

felt anxious about taking on a management role. The 

company has changed precisely because many women 

found the courage to take on this challenge. If they realized 

this, I think they will be really happy and feel even more 

motivated to keep trying. It would be wonderful to have 

more opportunities to share that kind of feedback.

Kida: There are still many issues to address regarding 

gender diversity. But I would like to shift away from gender 

as an issue in the next Mid-term Management Plan. In the 

subsequent plan, I hope we can advance to a stage at 

which we further promote the active participation of other 

diverse groups, such as foreign nationals and older workers.

Wada: With more women in management, I’ve personally 

become more able to voice my doubts openly. I have also 

become able to tell my own team if there is something I do 

not understand or feel uneasy about. As a result, my team 

members are also starting to speak up in the same way.

Diversity leads to “Career Well-being”

Kida: I believe diversity is connected to “Career Well-being” 
in three ways.

First, it leads to diversity in decision-making. This is 

something indispensable for companies in an unpredictable 

society. Second, given the shrinking workforce, businesses 

cannot function unless people with different circumstances 

and constraints are also able to thrive. In other words, 

unless companies accept diversity, they cannot survive, and 

we cannot aim for “Career Well-being.” Lastly, in today’s 

world of widespread AI adoption, human qualities are what 

create value. These human qualities are expressed through 

“Career Well-being,” a way of working in which each person 

finds their own sense of purpose and engages proactively.

Arai: What constitutes well-being differs from person to 

person. That is why, unless management itself embraces 

greater diversity, well-being cannot be created through 

the traditional one-size-fits-all approach. In the case of 

PERSOL CROSS TECHNOLOGY, we need to secure a very 

limited pool of science and engineering personnel from an 

ever-dwindling labor force, so it is essential that we build an 

environment that enables the well-being of a diverse range 

of people.

Wada: I strongly feel that diversity initiatives directly lead 

to more flexible management. They lead us to question 

and change our established approaches in areas such as 

decision-making and information sharing, organizational 

design, frontline management, and human resource 

development. I’m sure these cumulative efforts will 

transform management and bring us closer to realizing 

“Career Well-being.”

Taking our diversity efforts to the next stage

Kida: Please tell us about your future plans.

Arai: I would like to begin by taking a hard look at how 

Wada: PERSOL CAREER hasn’t really painted a picture 

of the world we are aiming for. Everyone at our company 

has a behavioral pattern deeply rooted in working toward 

numerical targets. So, our approach is to first indicate 

target figures, and then have people experience for 

themselves how the situation has changed when those 

targets are achieved.

Kida: In every organization, there are always voices asking, 

“Once we achieve these targets, what lies beyond that? 

What benefit is there for us?” But I think that for people 

who have never really experienced diversity, it is hard to 

imagine its benefits or impact just from words alone. That 

is why we need to first set numerical targets and work to 

create that kind of situation.

Women’s leadership̶starting to change 
management practices 

Kida: In fact, with multiple women having become 

executives at PERSOL CAREER, I really feel the style of 

decision-making has shifted.

Wada: I feel the same way. When I first joined executive-

level meetings, there were only two women, and I recall 

that most of the discussions revolved around whether 

something was efficient and rational, and who ultimately 

made a decision. Now that there are more women, we are 

also able to talk about how employees will feel regarding a 

decision̶its emotional impact. I see this change as positive.

Kida: Recently, a newly appointed female manager said to 

me, “I’ve only just begun to understand what the figures in 

management accounting and finance actually mean. Where 

are we supposed to learn this?” That made me realize that 

this wasn’t taught by the company.

Arai: Until now, the mindset has been “Of course you 

already know this. If you don’t, go away and do your own 

research.”
Kida: It would have been more efficient to teach these 

things properly at some point, but they were overlooked. 

I’m often struck by observations from women who have 

not yet been shaped by this existing mindset. Voices from 

women that reflect the perspective of regular consumers 

also often make me think.

Roundtable Discussion with DEI Leaders

2727

TOP

18 Interview with New Business Manager

21 Staff Roundtable Discussion

23 Employees who Support the “Career 
Wellbeing” across the Group 

19 PERSOL Group Awards Recipient 
Project Story

25 Roundtable Discussion with DEI Leaders

chapter1　 Pathway to Becoming a 
“Career Well-being” 
Creation Company

08

01 CONTENTS

02 About the PERSOL Group

Message from the CHRO06

Message from the CEO28

chapter2 Our Challenge to Become a 
“Career Well-being”  
Creation Company

17



For over 50 years since our founding, the PERSOL Group has pursued innovation with “work” at the 

heart of our mission. Guided by our Group Vision, “Work and Smile,” we continue our journey as a 

“Career Well-being” Creation Company̶expanding individual potential while striving to enhance the 

well-being of both society and individuals. Since the days of our predecessor Tempstaff, we have 

striven to create opportunities and environments in which everyone can work equally. Realizing this 

vision requires that each and every employee experience and embody a sense of well-being. This 

forms the foundation of our human capital management and is the driving force behind our growth.

“Career Well-being” goes beyond the simple ease of working, and refers to the sense of 

achievement and fulfillment gained through work, and the feeling that one is of use to others. At its 

core are the positive emotions that come from working, such as the sense of accomplishment from 

achieving goals, the exhilaration of overcoming challenges with colleagues, and the pride that comes 

with appreciation from customers. For us, whose greatest resource is human capital, improving 

“Career Well-being” is the very essence of our growth strategy.

In the “PERSOL Group Human Capital Report 2026,” we present our path to becoming a “Career 

Well-being” Creation Company, using data and the real stories of our employees. Chapter 1 outlines 

the overview of our human capital management, and Chapter 2 introduces how our employees and 

staff work and what they value. We hope that this report will deepen your understanding of the 

future we are striving for, and of the initiatives we are currently undertaking.

To embody our philosophy, we are focusing on both creating an environment in which our 

employees can experience their own well-being, and raising the “Career Well-being” of the people 

working in the corporate organizations of our clients supported by the Group. By promoting flexible 

work styles, career development support programs, and the fostering of a culture that respects 

diversity, we want to deliver value starting from the strengths that our employees have cultivated.

As CEO, I personally experience the growing scope of this “Career Well-being” on a daily basis. 

Research by PERSOL RESEARCH AND CONSULTING also indicates a trend whereby the more 

people feel happiness at work, the higher the performance of both individuals and organizations. We 

believe that the mission of the PERSOL Group is to create a virtuous cycle in which the “Career Well-

being” of our employees rises together with the well-being of the people working within our clients’ 
organizations and the diverse individuals working across society, ultimately leading to value creation 

for both business and society.

We will continue to further advance our human capital management in order to enhance the 

“Career Well-being” of our employees, our customers, and society as a whole. I sincerely hope you 

will take the time to read this report and deepen your understanding of, and expectations for, the 

future envisioned by the PERSOL Group.

Message from the CEO

Toward a Future Where We Experience 
“Career Well-being”:
The PERSOL Group’s Human Capital Management

Takao Wada 
Representative Director, President and CEO
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