
We make great efforts, including selecting key human capital, to hire, evaluate, educate, and promote 

employees based on their individual abilities regardless of other attributes. Even in meetings related to 

human capital development attended by executives, we ensure diversity while checking for bias, etc. in the 

attributes of candidates for senior positions. 

In Japan, in order to clarify and steadily address issues related to DE&I in each division and group 

company, each organization formulates and implements a DE&I promotion plan linked to its human capital 

development activities on a biennial basis. In formulating these plans, Diversity, Equity & Inclusion, Human 

Capital Strategy (DE&I, HCS) holds individual DE&I promotion meetings with the human capital 

development managers and career coordinators of each organization, exchanging views while monitoring 

trends in DE&I-related data within the organization.

In 2025, we held meetings to plan DE&I initiatives, with a focus on women’s empowerment and 

promoting the participation of employees with disabilities. Based on discussions at these meetings, each 

organization is currently advancing discussions on its own issues and formulating and implementing action 

plans.

Human capital development from a DE&I perspective

Women’s empowerment
Based on the belief that women’s empowerment is essential for Kao’s growth as a diversity factor that affects 

the greatest number of human capital, we have established a policy of creating a workplace environment and 

fostering a corporate culture in which all employees can fully demonstrate their individual motivation and 

abilities beyond their own assumptions* and can be themselves regardless of their gender. In light of this, we 

are promoting activities for women’s empowerment. In Japan, where there is a gap between the percentage 

of female managers and the percentage of female employees, we are working on three priority actions with 

the aim of including diverse perspectives in various decision-making positions: “development of potential 

future leaders,” “support for balancing work and childcare to promote engagement,” and “creation of an 

environment that enables unbiased training and promotion opportunities.”
* Gender roles in the division of labor, and the image of a leader, etc.

Promoting the participation of diverse employees and improving 
the workplace environment

Development of potential future leaders
Female leader training (Kao Group in Japan)

We dispatch employees to women’s leadership training programs organized by external organizations 

as an opportunity to improve their leadership skills, broaden their perspectives, and enhance their 

viewpoints. We also offer various training programs tailored to different career stages, including short-

term programs that are accessible for employees with childcare responsibilities, as well as programs 

for pre-management employees, department heads, and executive candidates. In addition, as part of 

the activities of the 30% Club Japan TOPIX President and CEO Committee Secretariat team, we 

dispatch female executive candidates to roundtable discussions with the presidents of various 

companies. Through these diverse development opportunities, we are systematically developing female 

employees at all levels of the organization.

Participants have shared positive feedback such as, “I was able to refine my vision of the kind of 

leader I want to be,” “I learned specific actions to enhance team performance and am putting them into 

practice,” and “I was able to network with peers from different industries at the same job level, which 

broadened my perspective.” Positive feedback has also been received from workplaces regarding 

participants’ growth and positive changes observed in them.

(A total of 105 employees have been dispatched since 2016, 65 of whom have been promoted.)

Women’s Career Café (Kao Corporation)

With the aim of helping female employees gain 

insights that encourage them to aspire to 

leadership roles and, together with peers at the 

same job level, reflect on their own leadership 

style, we have been continuously holding the 

Women’s Career Café* since 2021.

In 2025, we held an in-person alumni session 

for past participants. Participants shared changes 

in their mindset and challenges since attending 
A scene from the Women’s Career Café Alumni Session
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the program, exchanged views, and committed to one future action each. Feedback included 

comments such as, “Participating for two consecutive years gave me a valuable opportunity to reflect 

on the past year and think about the future,” and “It was a valuable opportunity to discuss my career 

with a former executive and colleagues from other divisions I don’t normally interact with, and to gain 

new perspectives. I would like to continue working on the action I set.” This has led to greater career 

awareness and behavioral changes among female employees.

(A total of 25 sessions have been held since 2021, with 83 participants, 100% of whom reported 

satisfaction and a positive change in their career mindset.)

Women leaders career panel discussion (Kao Group in Japan)

In order to raise the level of career awareness among all female employees of the Kao Group in Japan 

and enable them to envision positive career paths without being limited by leadership stereotypes, we 

have been holding panel discussions featuring female leaders as role models on an ongoing basis since 

2021. These panel discussions, which feature female leaders in executive and department head 

positions from different job functions, are livestreamed and made available as recordings on the DE&I 

portal*, allowing employees to view them at any time. They have been viewed more than 1,700 times in 

total and provide opportunities for female employees to consider their own careers and leadership 

styles by being exposed to diverse leadership perspectives based on the experiences and values of 

each speaker.

(95% of participants reported satisfaction, and more than half reported a positive change in their 

career mindset.)
* �DE&I portal: An information provision site for group employees in Japan to learn about and practice DE&I.

Study sessions with female managers in different industries (Kao Corporation)

We plan and hold study sessions in collaboration with companies from different industries that promote 

women’s empowerment, supporting female managers in cultivating their careers. In 2025, 30 female 

employees from Kao participated. By attending lectures by female role models from other companies 

and exchanging views with peers at the same level, participants enhanced their motivation for career 

development and built cross-industry networks.

* �Women’s Career Café: A series of small-group roundtable talks between a former female executive of Kao, who also serves as an 
officer of an organization supporting women’s empowerment, and candidates for managerial positions.

Survey on career awareness and identification of issues (Kao Group in Japan)

With the aim of identifying issues to further accelerate women’s empowerment, we conducted a survey 

on career awareness targeting primarily non-managerial female employees, along with interviews with 

13 female managers and department heads across a range of job functions. A total of 1,950 employees 

responded to the survey, and more than 60% expressed a positive intention in response to the question 

of whether they would like to advance to the next level in their careers. On the other hand, it was 

reaffirmed that factors such as a lack of opportunities to gain experience that contributes to career 

development, a shortage of role models, difficulties in balancing work and life, and preconceived 

notions about management positions contribute to concerns about career advancement. We will 

continue to implement initiatives to address these issues and support women in building their careers 

with motivation.

Kao Network of Women (KaoNOW) (Americas*)

KaoNOW fosters connection, empowerment, and development for women and allies across the 

Americas Region. This year, KaoNOW hosted two major events: the Women’s Engagement Forum to 

honor Women’s Equality Day and an employee panel in celebration of International Women’s Day. Both 

events brought together hundreds of employees in person and online to explore personal growth, 

cross-functional collaboration, and strategies to accelerate gender equity. In 2025, KaoNOW expanded 

globally with the launch of KaoNOW AUNZ, a regional branch tailored to the needs of employees in 

Australia and New Zealand. This expansion reflects Kao's continued commitment to supporting 

women’s advancement worldwide.

Connect with Senior Leaders (EMEA*)

Our Gender Equity Community launched the “Connect with Senior Leaders” programme, a new 

initiative designed to create informal opportunities for employees to engage directly with senior leaders. 

Through easy-to-book 30-minute one-on-one conversations, participants are able to ask questions, 

share experiences, and seek advice on topics such as career development, confidence, work-life 

balance, and leadership. Colleagues who participated consistently shared positive feedback, 

describing the conversations as insightful, practical, and empowering. Many highlighted how valuable it 

was to gain direct access to senior leaders in an informal setting. This initiative not only supported 

individual growth but also reinforced our commitment to creating an inclusive environment.

* Indicating consumer product-related group companies in the U.S., Canada, Australia, and New Zealand

* Indicating consumer product-related group companies in Europe, the Middle East, and Africa.
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P11  �Fostering an inclusive organizational culture

Creation of an environment that enables unbiased training and promotion 
opportunities
Seminar for managers on managing female team members (Kao Group in Japan)

With the aim of creating a workplace where all employees can fully demonstrate their abilities regardless of 

gender and supporting female employees in proactively building their careers, we held a seminar for 

managers. The seminar was conducted in an interactive format under the theme, “Maximizing the Potential 

of Team Members: The Gender-Aware Management Needed at Kao,” featuring an external expert on 

women’s empowerment and an Executive Officer responsible for human capital strategy. Based on data 

reflecting Kao’s current situation and employee feedback, including the aforementioned survey, 

participants exchanged views on the importance of promoting women’s empowerment, recognizing 

unconscious bias and stereotypes regarding gender roles, and the importance of dialogue.

More than 1,500 managers viewed the seminar through live streaming and recorded distribution. We 

received comments such as, “I want to be more mindful of whether my own behavior may reflect 

unconscious bias,” “I would like to further enhance 

daily dialogue, proactive assignments, and careful 

feedback,” and “I gained insights into management 

practices that should be applied regardless of 

gender.” This has led to changes in awareness and 

provided practical insights into management that 

encourages female team members to fully 

demonstrate their abilities.

Diversity management education (Kao Group in Japan) 

In order for managers to train and promote a diverse range of members without bias, we believe it is 

important for them to engage with each employee and understand their perspectives. To this end, we 

have been continuously carrying out activities since 2021 to deepen managers’ understanding of 

psychological safety and unconscious bias so that they can practice high-quality dialogue.

Awareness linked to International Women’s Day (Kao Group in Japan)

To coincide with International Women’s Day in March, we launched a special page on the DE&I portal. 

In addition to sharing a message from our President and CEO, we systematically presented the Kao 

Group’s approach to promoting women’s empowerment 

and its past initiatives. Furthermore, to increase 

engagement among a broader range of employees, we 

invited employees to submit yellow-themed photos 

inspired by the mimosa flower and messages related to 

women’s empowerment. As a result, access to the 

special page more than doubled compared to previous 

years. We also received messages from male 

employees, such as, “I hope for a society where my 

children can pursue their dreams without being 

constrained by gender,” and “I look forward to a future 

where the term ‘women’s empowerment’ is no longer 

necessary.”

Gender Equity Community (EMEA)

To coincide with International Women’s Day, events 

related to gender equity were held across EMEA 

regions, with more than 300 employees participating 

both in person and online. In Darmstadt, a keynote 

speech was delivered on the theme of Inclusive 

Leadership and Male Inclusion, while in London, diverse 

perspectives were shared through a panel discussion. In 

Amersfoort, a networking breakfast was held to 

celebrate the achievements of women at Kao.

Participation in external initiatives  

To enhance momentum for women’s empowerment both inside and outside the company, the 

President and CEO participates in and engages in discussions at initiatives such as 30% Club Japan 

and the Global Compact Network Japan. In addition, DE&I, HCS, is implementing initiatives for 

women’s empowerment inside and outside the Kao Group in collaboration with other companies 

through participation in the secretariat’s team.

A scene from the seminar

Mosaic artwork created from yellow photos submitted by 
employees

Scenes from the event
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Gender Pay Indicators
The gender pay gap* is one indicator of women’s advancement and is 89.1% (managers: 104.9%, non-

managers: 102.1%) in the Kao Group globally. At Kao, there is no difference in compensation systems 

based on gender, and compensation is determined according to roles and performance. We believe that 

this gap is due to the higher percentage of men among longer-tenured employees, who tend to earn higher 

salaries, particularly in Japan, as well as among employees in higher-paying job levels. Therefore, to close 

the gender pay gap, we will continue to improve the retention of female employees and further develop 

their career awareness and skills through initiatives to promote women’s empowerment, thereby increasing 

the percentage of women in managerial, senior managerial, and executive positions to an appropriate level 

relative to their overall representation in the workforce.

External recognition for women’s empowerment (Kao Corporation) 

In recognition of our strong performance in promoting women’s 

empowerment, Kao Corporation was awarded the highest three-star 

Eruboshi Certification in 2026 under the Act on the Promotion of 

Women's Active Engagement in Professional Life. In March 2026, Kao 

was also selected as a “Nadeshiko Brand,” a designation jointly 

administered by the Ministry of Economy, Trade and Industry and the 

Tokyo Stock Exchange for companies that excel in promoting women’s 

empowerment.

Promoting the participation of employees in the LGBTQ+ 
communities
The Kao Business Conduct Guidelines, the code of conduct for practicing our corporate philosophy, 

the Kao Way, explicitly state that we do not discriminate based on sex, gender identity or gender 

expression, or sexual orientation. Building on this, as part of promoting the participation of LGBTQ+ 

employees, we have established a policy aimed at creating an environment where all employees are 

respectful of sex, gender identity and gender expression, and sexual orientation. We strive to enable all 

employees to authentically express themselves so that we can foster an organizational culture where all 

employees can fully develop their potential. To achieve this, we are creating work-friendly workplaces 

for LGBTQ+ employees and fostering such a culture.

Fostering an organizational culture where LGBTQ+ employees can work with 
peace of mind
E-learning “LGBTQ+ basic knowledge” (Kao Group in Japan)

To acquire accurate knowledge about LGBTQ+ and to foster an organizational culture that is comfortable 

for LGBTQ+ employees to work in, we have been conducting the mandatory e-learning course “LGBTQ+ 

basic knowledge” for all employees of the Kao Group in Japan. 

Pride Month awareness activities (Kao Group in Japan)

Coinciding with Pride Month in June, we 

provided opportunities to recognize that 

“sexual diversity” is a topic that concerns 

everyone and to consider the nature of one’s 

own gender and sexuality, thereby deepening 

understanding of LGBTQ+ issues and 

providing knowledge on appropriate 

considerations.

In addition to launching a special page on 

the DE&I portal, we displayed posters at Kao 

Corporation worksites and distributed rainbow-colored candy inspired by the LGBTQ+ pride flag to 

increase touchpoints with a broader range of employees. At our head office, we also offered a limited-time 

menu in the cafeteria. We received feedback such as, “I was able to learn about sexual diversity, which 

helped deepen my understanding of LGBTQ+ people,” and “The candy sparked conversations about Pride 

Month within my department.”

* Gender Pay Gap: Ratio of women to men in terms of average annual salary of base salary + other cash incentives

Head of Human Capital Strategy 
receiving the Nadeshiko Brand 
certificate The distributed rainbow-colored candy Cafeteria collaboration menu
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Inviting LGBTQ+ Allies (Kao Group in Japan)

To help LGBTQ+ employees feel safe at work, we encourage employees to 

become LGBTQ+ allies (people who understand and support LGBTQ+ people). 

Employees who make an ally declaration are issued special straps that they are 

encouraged to wear. (More than 1,000 employees have made the declaration.)

Kao Pride (Americas)

Kao Pride celebrated sexual diversity and LGBTQ+ inclusion across the Americas Region with a series of 

events under the global theme “Glow With Pride.” Activities included employee storytelling, community 

engagement, and inclusive celebrations, as well as Kao’s largest-ever participation in the Cincinnati Pride 

Parade and Festival.

Kao Pride AUNZ (Americas)

This year also marked the launch of Kao Pride AUNZ, expanding support for LGBTQ+ employees globally. 

Kao Pride AUNZ hosted allyship learning events and participated in regional celebrations, reinforcing Kao’s 

commitment to building an inclusive culture where all employees feel empowered to be their authentic 

selves.

Events during Pride Month (EMEA)

We distributed specially designed Kao Pride materials to our Salon 

Italy clients, promoting awareness and celebrating diversity within the 

beauty industry. Molton Brown Stores and Salon Academies 

showcased beautiful Pride window decorations that brought 

awareness to supporting the LGBTQ+ community. 

In London, our team joined more than 100,000 people for a Trans+ 

Pride march through central London, aimed at raising awareness of 

human rights issues faced by transgender and non-binary individuals.

In Darmstadt, Kao colleagues joined Darmstadt Pride (Christopher 

Street Day Darmstadt) proudly representing Kao as an inclusive 

employer.

Our Community represented Kao in Pride Rome, to stand in 

solidarity and celebrate love.

Improvement of working environments where LGBTQ+ employees can work with 
peace of mind
Awareness-raising for hiring interviewers (Kao Group in Japan) 

We disseminate knowledge to hiring interviewers about appropriate responses so that LGBTQ+ individuals 

can undergo fair and non-discriminatory hiring and selection processes. Additionally, since 2022, we have 

abolished the gender field on resumes at the time of hiring.

Implementation of HR systems from the perspective of respecting diversity (Kao Group in Japan)

To create an environment where diversity is respected and everyone can leverage their individuality and 

fully demonstrate their motivation and abilities, we have made various HR systems equally applicable to 

employees whose partners are in de facto or same-sex partnerships, in the same way as those who are 

legally married. This initiative was introduced on a trial basis at Kao Corporation in 2024 and has been 

implemented across the Kao Group in Japan since July 2025.

Promoting the participation of employees with diverse cultural 
backgrounds
We are improving the working environment and fostering a culture where employees of different 

nationalities, ethnicities, and other cultural backgrounds can work with peace of mind. This is taking place 

under the policy of improving the environment where employees from different cultures are motivated to 

demonstrate their unique capabilities, and fostering an organizational culture where each employee 

respects differences in culture, language, and values and leverages these differences as strengths.

Fostering an organizational culture and work environment where employees from 
different cultures can work with peace of mind
Articles introducing non-Japanese employees and their colleagues (Kao Group in Japan) 

We publish articles introducing non-Japanese employees and their colleagues to help employees, 

including those with limited day-to-day interaction, feel closer to this aspect of diversity and see it as 

relevant to themselves. These articles highlight the backgrounds of non-Japanese employees working for 

the Kao Group in Japan, their thoughts on work, the challenges they have faced, and how they have 

overcome them, along with comments from their supervisors and colleagues. These communications 

serve as positive examples of inclusion in the workplace and provide opportunities for employees to reflect 

on diversity and globalization.

Scenes from the event

Ally strap
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Courageous Conversations (Americas)

The Americas Region continued its virtual Courageous Conversations series, offering employees 

opportunities to deepen understanding around social justice, equity, and lived experiences. These 

sessions encourage open dialogue and shared learning about how individuals and teams can 

contribute to a more equitable culture.

Black Leaders at Kao (BLK) (Americas)

BLK supports Black and African American employees through professional development, community 

engagement, and mentorship, creating inclusive spaces that strengthen retention, representation, and 

connection across Kao.

In February, BLK hosted a region-wide celebration in honor of Black History Month, bringing 

employees together to recognize cultural heritage, shared history, and community connection. In June, 

BLK led both in-person and virtual Juneteenth celebrations, commemorating the emancipation of 

enslaved African Americans and recognizing the importance of freedom, equity, and continued 

progress. Employees across the Americas engaged in learning, reflection, and meaningful dialogue 

while celebrating the significance of Juneteenth in U.S. history.

Black History Month Celebration (EMEA)

We celebrated Black History Month across multiple 

locations, including London, Darmstadt, and Green 

Street. These events were designed to honor the rich 

history, culture, and contributions of Black 

communities while fostering dialogue and learning 

among employees. The impact of these celebrations 

was significant, as employees shared that the events 

deepened their understanding of cultural heritage 

and strengthened connections across teams.

International Languages Group (EMEA)

In partnership with our Learning and Development 

Team and our International Languages Group, we hosted an in-person panel session for our Skills Lab 

event in Darmstadt, on the topic of Cultural Awareness in a Multi-Lingual Environment, where we 

explore how cultural awareness enhances communication and collaboration within multilingual and 

multicultural teams. Our Panelists shared real-world experiences of working across cultures and 

languages. This helped with understanding and adopting practical strategies for inclusive 

communication, especially in multilingual settings where fluency levels vary.

Promoting the participation of employees with disabilities
We regard disability as a type of diversity and promote activities based on the policy of “Striving for a 

society where people with and without disabilities work and live together, we create workplace 

environments for employees with disabilities that make life easier for them and foster a sense of pride in 

one’s work.”

Improvement of working environment where employees with disabilities can work 
with peace of mind
Vocational Life Consultants for Persons with Disabilities (Kao Group in Japan) 

We have assigned Vocational Life Consultants for Persons with Disabilities to worksites nationwide to 

conduct consultations for employees. We regularly inform employees with disabilities about the 

Vocational Life Consultants for Persons with Disabilities, which helps build awareness of the 

consultations and fosters a comfortable atmosphere in which they take place.

Support for mutual understanding and communication among employees with disabilities and their 

colleagues (Kao Group in Japan) 

To promote mutual understanding between employees with disabilities and their colleagues, we have 

prepared materials such as a Communication Sheet and provide them through the DE&I portal. We 

have also introduced the UD Talk voice-recognition application as a tool to support communication with 

employees who have hearing impairments. In addition, we are continuing to introduce and apply voice 

recognition tools such as UD Talk and live captions for Microsoft Teams inside the company.

Support for prospective employees with disabilities (Kao Group in Japan) 

For prospective employees with disabilities, we provide information about the support that Kao provides 

before they join. By identifying in advance the support each employee will need to work, we help increase 

their peace of mind once they become part of the company.

A scene from the event
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Fostering an organizational culture where employees with disabilities can work 
with peace of mind
Promoting understanding of disabilities (Kao Group in Japan)

We regularly implement awareness-raising initiatives to deepen employees’ understanding of 

disabilities. In 2025, to coincide with Disability Employment Support Month in September, we launched 

a special page on the DE&I portal. The page featured an introduction to Kao Peony Co., Ltd., a special 

subsidiary, and interview articles with employees with disabilities, highlighting their contributions across 

the Kao Group and initiatives aimed at creating a workplace where each individual can fully 

demonstrate their abilities.

Initiatives to foster connections among employees with disabilities and deepen understanding across 

the organization

(Kao Group Customer Marketing Co., Ltd. Group)

Based on feedback from employees with disabilities, we regularly hold roundtable discussions called 

“IKOIBA” where employees in similar situations can share their concerns and feelings. Issues raised 

during these discussions, as well as ideas on reasonable accommodations that others can implement, 

are shared on the internal portal site so they can be accessed by all employees. In addition, we 

introduce the activities of employees with disabilities in our internal newsletter, highlighting their day-to-

day work practices and efforts to promote universal design. Through these activities, we aim to 

enhance employees’ understanding, awareness, and consideration regarding disabilities.

Neurodiversity seminar (Kao Group in Japan)

With the aim of raising awareness and understanding of neurodiversity and creating a more inclusive 

workplace, we held a neurodiversity seminar. The seminar featured a speaker with lived experience of 

developmental disabilities, providing an opportunity to learn about neurodiversity, as well as the root 

causes of common workplace challenges and practical tools to address them. A total of 360 

employees attended the seminar, and more than 900 viewed the recording. We received feedback such 

as, “I realized that neurodiversity is not about specific individuals, but that everyone, including myself, 

is part of neurodiversity,” “Understanding these traits more clearly makes it easier to recognize 

strengths and weaknesses in everyone, which can be applied to management,” and “It provided 

insights into creating a workplace where everyone can work comfortably regardless of their traits.” 

(Participant satisfaction rate exceeded 90%.)

Active employment of people with disabilities
Employment of people with disabilities in general workplaces (Kao Group in Japan)

At the Kao Group in Japan, employees with disabilities work across a wide range of workplaces, 

including business divisions, research and development, and corporate functions. Employees engage 

in their work by leveraging their individual abilities and aptitudes, without distinguishing tasks or roles 

based on the presence or absence of disabilities.

Special subsidiary (Kao Peony Co., Ltd.) 

Since its establishment in 2005, Kao Peony has proactively employed persons with intellectual 

disabilities, including those with severe disabilities. As of January 2026, the company has a total of 104 

employees, including 76 employees with disabilities. The Production Division carries out assembly and 

packaging operations for cosmetics and beauty care products, while the Office Support Division, 

launched in 2017, provides administrative support operations for parts of the Kao Group’s business 

processes in Japan.

In 2025, the Production Division hired four new employees with disabilities and began operating 

both the first and second production lines simultaneously. 

As a result, sales increased by 40% compared with the 

previous year. A robot was also newly introduced to the 

second production line, improving production efficiency. In 

the Office Support Division, the operational base was 

expanded and a new site was established at Kao 

Corporation’s Wakayama Plant to contribute to the 

employment of people with disabilities in various regions. 

From July, two employees with disabilities were hired and 

operations commenced.

Contribution to the Kao Group through expansion of business scope 

In 2025, the Office Support Division launched business card production as a new service and began 

accepting orders from some companies within the Kao Group. To facilitate the launch and reduce the 

workload for Kao Peony, an in-house business card application was developed and introduced, 

enabling users to place orders easily and accurately without input errors. The application also includes 

a function that automatically generates print-ready data, allowing employees at Kao Peony to focus on 

printing, packaging, and shipping. As a result, delivery times have been shortened compared with 

Production Division members at work
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outsourced production, and employees who placed orders 

have given high evaluations regarding improved 

convenience.  In addition, business cards are delivered in 

boxes designed by Kao Peony employees. Feedback has 

included comments such as, “The cute boxes were 

comforting,” and “I look forward to receiving boxes with 

different designs each time.” These initiatives have helped 

deepen understanding of Kao Peony among employees in 

general workplaces and strengthened their sense of 

belonging as members of the Kao Group. Going forward, 

the operational framework will be further developed, with 

the aim of expanding the service to all Kao Group companies in Japan.

Employment rate of people with disabilities (Kao Group in Japan) 

Currently, people with disabilities account for 2.80% of the total workforce of the Kao Group in Japan, 

exceeding the statutory minimum rate (as of June 2025).

Support for balancing work and childcare
Under the policy of “supporting each and every employee in balancing work and private life while fully 

demonstrating their ambition and abilities,” we have positioned childcare support as one of the priority 

actions for promoting women’s empowerment and are advancing related initiatives. In Japan, where 

traditional gender role divisions remain deeply rooted, we are promoting three priority actions to “raise 

awareness of the people involved,” “support career development,” and “promote smooth operation of 

workplaces” with the aim of enabling individuals, regardless of gender, to work with high motivation to 

achieve their career objectives while raising children.

Support for smoothly taking childcare leave and operating in the workplace
Support for procedures and communication from pregnancy to maternity/paternity leave and 

reinstatement (Kao Group in Japan)

To promote employees, regardless of gender, to take the maternity/paternity leave they desire and to 

ensure smooth operations at the workplace, we are improving the communication flow inside the 

company throughout the process, from an employee’s or their partner’s pregnancy to the leave period 

and the employee’s reinstatement. In addition, we have developed a guide that provides information for 

the employees and their supervisors on the procedure required in each process and on appropriate 

communication in the workplace. We also distribute materials that clearly outline childcare-related 

systems and support available during pregnancy and after childbirth.

Seminar for managers on support for balancing work and childcare

(Kao Group Customer Marketing Co., Ltd. Group)

We held the “Jinji Support Seminar” for managerial employees to provide an overview of government 

and company support systems for balancing work and childcare, as well as key points to keep in mind 

when responding to consultations from team members. In response to feedback from managers such 

as, “I am not sure how much I can ask team members about private matters,” the seminar incorporated 

case studies on communication and was designed to help participants gain a more concrete 

understanding of the topic. Participants provided feedback such as, “I now feel more confident 

responding to consultations from team members,” and “I was reminded of the importance of 

communication.” The seminar has helped enhance management capabilities that support employees in 

balancing childcare and work.

 ●  Japan　   ●  Kao Corporation

* ��Scope of calculations 
Eleven domestic affiliates that are classed as special 
subsidiaries under the Act to Facilitate the Employment of 
Persons with Disabilities (Kao Corporation, Kao Group 
Customer Marketing Co., Ltd., Kao Beauty Brands 
Counseling Co., Ltd., Kao Professional Services Co., Ltd., 
Kao Sanitary Products Ehime Co., Ltd., Kao Logistics Co., 
Ltd., Kao Business Associe Co., Ltd., e’quipe, Ltd., Kao 
Cosmetic Products Odawara Co., Ltd., Kao Paper 
Manufacturing Fuji, and special subsidiary Kao Peony Co., 
Ltd.)

Employment rate of people with disabilities (Kao Group)
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Business card boxes designed by employees with 
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Raising awareness of the people involved and supporting their career 
development
Seminar on establishing a system to balance work and childcare for career realization (Tatsuno 

Oshigoto Seminar) (Kao Group in Japan) 

To raise awareness among individuals about working with high motivation while raising children, 

regardless of gender, and to support the establishment of appropriate work-childcare arrangements, 

we mandate an on-demand seminar for all employees who have reported their own or their partner’s 

pregnancy. This seminar provides an opportunity for employees and their partners to share their 

respective career aspirations and discuss how to achieve them by taking childcare leave and 

establishing a balanced work-childcare system. In a participant survey, we received feedback such as, 

“I was able to view taking childcare leave more positively (male),” and “I realized that the idea that 

childcare is primarily the responsibility of women is a misconception (female).” Overall, 81.3% of 

respondents reported being “satisfied,” and 76.1% found the seminar “useful.”

Promoting male participation in childcare (Kao Group in Japan)

To dispel the perception of a division of labor based on gender roles at home and in the workplace, we 

are promoting male employees’ participation in childcare. In the Tatsuno Oshigoto Seminar, we 

emphasize the importance of men taking childcare leave and being involved in their families as key 

contributors to building a balanced system moving forward. Furthermore, to expand opportunities for 

men to participate in childcare and create an environment where sharing childcare responsibilities 

between men and women is the norm, we have introduced a 10-day paid childcare leave system that 

both men and women are required to take.

Improving reinstatement support (Kao Group in Japan)

To support employees taking childcare leave in returning to work at a time that aligns with their 

individual career plans, we have introduced the Parenting Future Concierge program at Kao 

Corporation and some affiliates. This childcare facility matching service is designed to expand options 

for daycare placement by enabling access to company-led childcare centers. In addition, to foster an 

environment where employees can continue to build their careers while balancing work and parenting 

responsibilities, we have implemented a system that allows for flexible working arrangements during 

the early months of a child’s life. Under this system, employees may shorten their working hours and 

days up to a maximum of four hours per day and three days per week until the end of the first April 

after which the child turns one year old.

Parental Leave and Return to Work Program (EMEA)

We offer a program that provides continuous support to employees from pregnancy through childcare leave 

to their return to work. By organizing the tasks of the employee, HR personnel, and supervisors at each stage 

into checklists, we provide attentive support. When requested, members of the Parents Community, an 

employee resource group, act as buddies to provide support tailored to individual circumstances.

External evaluation of childcare support measures

 In 2016, Kao Corporation was awarded Platinum Kurumin certification for 

creating a supportive workplace for employees with children, in accordance 

with the provisions of the Act on Advancement of Measures to Support Raising 

Next-Generation Children. Kanebo Cosmetics Inc., Kao Group Customer 

Marketing Co., Ltd., and Kao Transport & Logistics Company Limited were 

respectively awarded Kurumin certifications in 2007, 2011, and 2019.

Support for balancing work and family care
Under the policy of “supporting each and every employee in balancing work and private life while fully 

demonstrating their ambition and abilities,” we are striving to improve the working environment and 

foster a culture where it is possible to strike a balance between work and family care. We aim to enable 

each individual to act independently and provide assistance based on a spirit of mutual support.

Improvement of working environment and fostering an organizational culture that 
strikes a balance between work and family care
Provision of information about balancing work and family care 

(Kao Group in Japan)

We have published the “Handbook for Balancing Work and 

Family Care for Kao Group Employees,” which consolidates 

information on family care. The handbook includes basic 

knowledge about family care, examples of responses to 

various situations, and information on government and 

company support systems and services. It also provides 

guidance to support smooth communication between 

employees responsible for family care and their supervisors. Handbook for Balancing Work and 
Family Care
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In addition, we have developed materials explaining the process for using work-family care support 

systems and interview sheets. By structuring the content to make key points easy to understand from 

the perspectives of both employees and their supervisors, the handbook serves as a useful resource 

for balancing work and family care and for organizational management. It is available at all times on the 

DE&I portal so that employees can access it whenever needed.

Seminar on balancing work and family care (Kao Group in Japan)

We regularly hold seminars on balancing work and family care with the aim of helping employees learn 

about family care, build their own systems for balancing work and family care, and foster greater 

understanding and consideration among colleagues. In 2025, we held lectures and Q&A sessions under 

the themes “Caregiving Without Overdoing It - For Yourself or Others” and “Don’t Miss Out! What You 

Should Know About Caregiving Costs.” Participants provided positive feedback, including comments such 

as, “The seminar was packed with useful information,” “The content was highly convincing as it was based 

on the speaker’s own experience,” and “It helped me organize what I need to do when family care 

becomes a reality,” indicating a high level of satisfaction. At the same time, we distributed video content 

from the seminars, making it available for families to watch as well, thereby providing a broad range of 

information.

Sharing case examples of balancing work and family care (Kao Group in Japan)

To give employees a clearer idea of how to balance work and family care and proactively build their 

own arrangements, we publish interview articles featuring employees with family care experience, 

along with case examples, on the intranet. By introducing employees’ practical approaches to 

balancing work and caregiving, their communication with the workplace, and how they make use of 

various support systems, we have received feedback such as, “The real-life experiences of employees 

who have used these systems were extremely helpful.”

Sharing awareness-raising videos internally (Kao Group Customer Marketing Co., Ltd. Group)

To help younger employees and those who feel that caregiving is still a distant concern relate to the 

topic, we released an awareness-raising video that clearly presents the challenges faced by employees 

balancing work and family care, as well as practical steps that can be taken in preparation. We 

received feedback such as, “It helped me see family care as something personally relevant,” and “The 

video prompted a deeper understanding of the company’s benefits and support systems.” The initiative 

has provided an opportunity for employees to reflect on the importance of understanding family care 

and preparing for it from an early stage.

Deepening understanding of DE&I
We implement various educational and awareness-raising activities with the aim of enabling employees to 

deepen their understanding of DE&I and take personal ownership of it in their actions.

DE&I Empowerment Program (Kao Group)

To further strengthen DE&I promotion across the Kao Group, we have launched a new DE&I 

Empowerment Program. DE&I ambassadors have been appointed at group companies worldwide, and 

dedicated DE&I leads in Japan, EMEA, and the Americas serve as the secretariat and drive the 

program. In its first year, 2025, we shared a top management message on DE&I with all employees 

across the Kao Group and introduced examples of initiatives undertaken at each company. 

Ambassadors exchange information through regular meetings and online forums, and are building a 

foundation to enhance DE&I across the Group beyond national and regional boundaries.

Activation of the DE&I portal and a venue for interactive exchanges of ideas (Kao Group in Japan)

As “a site for disseminating information to help employees of the Kao Group in Japan learn about DE&I 

and put it into practice,” we have consolidated DE&I-related information on the DE&I portal and made it 

available for employees to view at any time. In addition, the “Kao DE&I Square,” a Microsoft Teams 

community of employees interested in DE&I who gather on their own initiative, is used every day to 

share information on DE&I-related topics inside and outside the company and to exchange opinions 

from a variety of perspectives, serving as a venue for interactive communication.

Dissemination of DE&I-related information at the Employee Welfare Committee (Kao Group in Japan)

To ensure that DE&I-related information reaches all employees, including those in workplaces without 

PC access, we continuously share information through the Employee Welfare Committee. By 

introducing current topics and repeatedly disseminating key information, we create opportunities for 

employees to regularly engage with DE&I content, helping to make DE&I more familiar and deepen 

understanding of the topic.

Education and awareness of DE&I
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Disseminating messages through a special page on the DE&I portal (Kao Group in Japan) 

Underlying the educational content we regularly produce and disseminate are basic policies and ideas 

that the company values and has established for each theme. As an opportunity to communicate these 

messages in a consistent manner, we released four special pages on the DE&I portal in 2024 in 

conjunction with International Women’s Day in March, Pride Month in June, Employment Promotion 

Month for People with Disabilities in September, and Family Care Day in November, and distributed a 

variety of information to raise awareness. The special pages were viewed more than 15,000 times in 

total over the year, and we received feedback such as, “It was an opportunity to deepen my basic 

knowledge and my understanding of the people involved,” and “I thought deeply about it as something 

personally relevant for the first time,” which led to a deeper understanding of each theme.

Kao Mates: Article focusing on the diversity of our employees (Kao Group in Japan) 

Kao Mates is a popular feature that focuses on authentic stories of Kao Group members from diverse 

backgrounds and highlights equity and inclusion in the workplace. In 2025, we featured an employee 

with family care experience. The article, which covered how the employee balances work and family 

care, collaboration with family members, and communication in the workplace, was viewed 

approximately 5,000 times. 

We received comments such as, “The real-life experiences of employees who have used the 

company’s support systems were very helpful,” and “I felt that it is important for both individuals and 

workplaces to work together.” By reading stories about familiar employees who practice DE&I, many 

employees have an opportunity to think about what they can do and change their behavior.

Take A Moment Stories (Americas)

The Take A Moment series continued to elevate employee voices by sharing personal stories across the 

region. These reflections highlighted the diverse experiences that shape our workforce and 

strengthened a culture of empathy, understanding, and inclusion.

To create an organizational culture that focuses on dialogue, we are promoting activities to increase 

understanding of psychological safety, unconscious biases, and microaggressions.

Fostering an organizational culture centered on dialogue
Mandatory e-learning “Basic knowledge on psychological safety” and “Basic knowledge on 

unconscious bias” (Kao Group in Japan)

In the Kao Group in Japan, we started learning about psychological safety and unconscious bias, which are 

the foundations of dialogue, in 2021, and have been providing learning opportunities so that each employee 

can deepen their understanding and put these concepts into practice in their daily work and activities.

The e-learning program, launched in 2023, consists of video-based learning, self-reflection exercises, a 

knowledge check, and a commitment to one future action. It is delivered through an on-demand platform 

that is easy to access. Following its implementation for managerial employees last year, in 2025 we made 

unconscious bias e-learning mandatory for non-managerial employees. We received feedback such as, “The 

use of concrete examples made the content very easy to understand and provided a good opportunity to 

reflect on my own awareness and behavior,” and “Since the introduction of the e-learning, comments 

influenced by unconscious bias have decreased, and I feel that the workplace atmosphere has improved.” 

Through the continued provision of learning opportunities, we are making progress in fostering an inclusive 

organizational culture.

DE&I Learning & Unconscious Bias Initiatives (Americas) 

The region continued its foundational DE&I training efforts, offering sessions on topics such as Unconscious 

Bias, Microaggressions, Understanding Racism in the Workplace, and Allyship. Across AUNZ, Unconscious 

Bias workshops continued for all employees, supporting a consistent understanding of inclusive behavior 

across regions.

Essential DE&I Training (EMEA)

Topics such as stereotypes, bias, and micro-aggressions are embedded across all our DE&I awareness 

activities led by our employee Communities. In 2025, we also began delivering Effective & Inclusive 

Recruitment training: this has a broader focus on stereotypes and bias, pertinent specifically to 

recruitment processes.

Fostering an inclusive organizational culture
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