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New MMP

Review of the Previous MMP

The Resona Group positioned the previous MMP 
(FY2023 through FY2025) as “the first 1,000 days of taking 
on CX (Corporate Transformation) toward accelerating the 
realization of Retail No. 1,” working on both the strength-
ening of value creation capabilities and the development of 
next-generation management platforms.

During this period, structural change advanced globally 
against a backdrop of heightening geopolitical risks, dis-
ruption and reorganization of the supply chain, and uncer-
tainty over prices and interest rates, while the revolution 
encompassing generative AI and other technologies also 
accelerated. In Japan, meanwhile, the shift away from the 
deflationary environment has been progressing, and the 
country is transitioning to a new economy and society pre-
mised on inflation.

Amid these environmental changes, we leveraged the 
balance sheet strengths we have cultivated through our 
retail focus to capture with certainty the tailwind from the 
interest rate environment, expanding net interest income 
while also making steady progress in strengthening fee 
income. As a result, Gross operating profit grew substan-
tially. In addition, the delivery of products and functions 
on a group-wide basis expanded steadily, including the 
back-office operations and systems integration with Mi-
nato Bank in 2025. As a result, net income attributable to 
owners of parent in the final fiscal year of the MMP came 
to ¥258.7 billion against a target of ¥170.0 billion, signifi-
cantly outperforming our initial plan.

At the same time, if we are to continue to achieve sus-
tainable improvement in corporate value, we must press 
ahead with further structural reforms. We are now expect-
ed, more than ever before, to make management deci-
sions unconstrained by existing frameworks, and we rec-
ognize that the ability to execute transformation steadily 
will become all the more important.

Overview of the New MMP

Over the past three years, Resona Group has changed 
significantly. Carrying forward this momentum of transfor-
mation, we have now established our New MMP covering 
FY2026 through FY2028: “Shift to the Next Stage — Three 
Years to Create Our New Ways of Doing Business.” “Our 
New Ways of Doing Business” means further evolving the 
very foundations of our business — governance, the way 
we deliver value, and our profit structure — and thereby 
moving closer to the “next-generation” form to which Res-

ona aspires.
Under the New MMP, we aim to realize Our New Ways 

of Doing Business along each of four axes: “Growth in 
core businesses,” “Creating next-generation growth driv-
ers,” “Structural reforms of management platforms,” and 
“Acceleration of capital circulation to maximize corporate 
value.”

The first axis is “Growth in core businesses.” Anchored 
by the twin pillars of “strengthening the funds flow cycle” 
and “sustainable expansion of solutions,” we will strength-
en each of these engines in terms of both quality and 

Resona Group Medium-Term Management Plan (FY2026–FY2028)

Growth in core businesses Creating next-generation growth drivers

Strengthening funds flow cycle to continue supporting 

Japan’s growth and regional vitalization

Sustainably expanding solutions to provide support 

for diversifying issues and financial conduct

Balance sheet management focused on realizing 

a virtuous cycle of value creation backed by a 

high-quality deposit base

Our New Ways of 
Doing Business

Enhancing our ability to resolve issues through solutions 

derived from co-creation with external partners and other 

means

Our New Ways of 
Doing Business

Acquiring new capabilities to continue sustainably providing 

value amid societal changes

Strengthening our ability to deliver sustainable 

value by expanding our operations in peripheral 

and new business fields

Our New Ways of 
Doing Business

Structural reforms of management platforms

Reforming policies, systems and processes to achieve a more sophisticated income and cost structure

Advancing our mode of value creation by taking full advantage of the combination of human capital, generative AI and dataOur New Ways of 
Doing Business

Acceleration of capital circulation to maximize corporate value

Strategic utilization of expanding capital flows

Capital management aimed at accelerating a virtuous cycle of capital creationOur New Ways of 
Doing Business

Shift to the Next Stage — Three Years to Create Our New Ways of Doing Business —
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New MMP
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quantity as we work to realize Our New Ways of Doing 
Business for the next generation. For the former, Our New 
Ways of Doing Business will take the form of “balance 
sheet management focused on realizing a virtuous cycle 
of value creation backed by a high-quality deposit base.” 
For the latter, Our New Ways of Doing Business will take 
the form of “enhancing our ability to resolve issues through 
solutions derived from co-creation with external partners 
and other means.” By combining external expertise and 
functions to spark new chemical reactions, we will not only 
strengthen traditional flow-based income but also expand 
recurring income and create new profit opportunities. In 
doing so, we aim to maximize LTV. (➡ p.36–42)

The second axis is “Creating next-generation growth 
drivers.” With the needs of society and our customers 
evolving by the day, we have defined Our New Ways of 
Doing Business here as “strengthening our ability to deliver 
sustainable value by expanding our operations in periph-
eral and new business fields.” While securing the functions 
and capabilities that will be needed well into the future, we 
aim to remain a financial group that customers continue to 
choose. (➡ p.43–45)

The third axis is “Structural reforms of management 
platforms.” Here, Our New Ways of Doing Business will 
take the form of “advancing our mode of value creation 
by fully leveraging a combination of Human capital × Gen-
erative AI × Data.” Beyond improving our OHR, we will 
transform the customer experience, deliver new value, 
and press forward toward an overwhelming improvement 
in productivity. (➡ p.46–59)

The fourth axis is “Acceleration of capital circulation to 
maximize corporate value.” Under the previous MMP, we 
put forth our commitment to “Transitioning from striving to 
qualitatively and quantitatively enhance capital to a new 
phase in which we can fully utilize it,” but those efforts 
were still in their infancy. Under the New MMP, Our New 
Ways of Doing Business will take the form of “capital man-
agement aimed at accelerating a virtuous cycle of capital 
creation.” With capital flows expected to expand on the 

back of profit growth, we will set a clear floor for the to-
tal shareholder return ratio at “50% or higher,” while also 
substantially expanding “growth investment” that serves 
to improve corporate value over the medium to long term, 
scaling up both shareholder returns and growth invest-
ment. (➡ p.25)

The KGIs for the New MMP are shown in the chart be-
low. For ROE, one of the financial indicators we emphasize 
most, we are targeting a level of 12% assuming a policy 
interest rate of 1%, with approximately 14% in view should 

the policy interest rate rise to 1.5%. Over the long term, we 
will aim for even higher levels of ROE through our ongoing 
commitment to reform.

The targets we have set are by no means easy ones, 
but we will keep delivering solid results as we aim to be-
come the front runner in next-generation retail financing.

[Financial Targets of the New MMP]

ROE  
(TSE standard)

Gross 

operating 

profit

Net income 

attributable 

to owners 

of parent

OHR

Total 

shareholder 

return ratio

CET1

ratio

FY2022 FY2025 FY2028
(MMP)

(Billions of yen)

(Billions of yen)

FY2022 FY2025 FY2028
(MMP)
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Retail Deposit Base with Strong Retention

Growth in Core Businesses:  
Strengthening Funds Flow Cycle

2020/3

0.01%Deposit rate 
(average balance) 0.00% 0.19% 0.38%

2023/3 2026/3 2029/3 
(MMP)

33.32

16.21

53.02

3.48

38.07

19.10

62.07

4.89

39.37
42.0

27.2

69.3

20.11

63.87

4.38

(3) Personal

(2) Corporate

(1) Other

*2

As the world with interest rates becomes the norm and 
the value of a deposit base rises more than ever, Reso-
na Group has maintained and expanded an upward trend 
in deposit balances among both corporate and individual 
customers, leveraging the advantages of its balance sheet.

We believe that deep connections with household fi-
nances and corporate transactions are essential to build-
ing a stable base of highly sticky deposits. The following 
data illustrates these strengths. Inherited funds received 
via transfer in FY2025 totaled ¥493.4 billion, an increase 
of 87% compared with FY2020. Against the backdrop of 
an aging population, the fact that our primary operating 
base lies in the Greater Tokyo and Kansai regions — where 
population and economic activity are concentrated — is 
considered one factor behind this growing inflow of funds. 
In addition, the number of debit cards issued — which link 
closely with the Group app — has risen to 3.43 million (as 

of the end of March 2026), helping us become a primary 
bank for individual customers. In the corporate segment as 
well, we serve as the main bank*1 for 69,000 companies, 
the third-highest figure in Japan, supporting the funds 
settlement and commercial flows of a large number of 
businesses.

At the same time, the environment surrounding depos-
its is expected to face a variety of stresses going forward, 
including growing asset management needs and intensi-
fying interest rate competition. Leveraging digital touch-
points centered on our Group app, which has surpassed 
10 million downloads, together with one of Japan’s larg-
est networks of staffed branches, the Group is advancing 
seamless services that fuse digital and face-to-face chan-
nels to deliver exceptional convenience.

Furthermore, by building new ecosystems through col-
laboration with external partners, we will create attractive 

services and new customer experiences, aiming to remain 
a financial group that customers continue to choose. The 
examples of Our New Ways of Doing Business announced 
in May 2026 — including “WESTER Mirai Bank (tentative 
name),” “Resona Plus,” and “DG Bank (tentative name)” — 
will deliver new value in the daily lives of a broader range 
of customers, deepening our connections with them and 
strengthening a stable deposit base with strong retention.

Through these initiatives, we aim to increase the deposit 
balance by approximately ¥5 trillion over the MMP period 
from the end of March 2026 to the end of March 2029.

*1. Total of Group banks; TEIKOKU DATABANK (2025) *2. Including public corporations, etc. *3. As of the end of March 2026

[Deposit balance]
(trillions of yen)

◆ �WESTER Mirai Bank ⇒ �A model for BaaS and settlement business that supports the circulation 
of value within local communities

◆ �Resona Plus ⇒ Models for co-creation based on the individual consumers’ perspective

◆ �DG Bank ⇒ New banking experience afforded by the utilization of AI and other technologies

Overwhelming convenience ⇒ High switching costs

Collaborate with excellent partners outside the Group  
to develop a new ecosystem

Digital
Convenient, budget-friendly 

solutions available at any 

time, from anywhere

Face-to-face
Deliver added value that 

can be offered only via 

face-to-face channels

Number of App DLs*3

10.37  million
One of the largest number 

of manned branch offices 

in Japan*3

832
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Growth in Core Businesses:  
Strengthening Funds Flow Cycle

Corporate Loans
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［＋22.2%］
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19.7
22.0

［＋11.4%］

2020/3 2023/3 2026/3 2029/3 
(MMP)

0.78 0.77

1.20

1.67

Loan rate 
(%)

Loan balance*2 
(JPY tn)

[ ] represent
changes
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years ago

Circle size: 
business scale

Capital allocation (MMP) (JPY bn)

Loans to general 
business corporations

Structured finance

Apartment Loans
0.0%

50 190 260

1.0%

2.0%
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R
O

R
A

 (N
et operating profit base)�

Since the previous MMP period, funding demand from 
corporate customers has been rising across a wide range 
of areas in response to changes in the external environ-
ment — including working capital needs against a back-
drop of mild inflation, responses to mega-trends such as 
CX, SX, and GX, and investment in labor-saving and effi-
ciency measures in light of a tightening labor market.

In this environment, Resona Group has worked to pro-
vide financing smoothly by leveraging its three distinctive 
strengths: (1) a customer base and network centered on 
the two major metropolitan areas of Greater Tokyo and 
Kansai, where population, economic activity, and indus-
try are concentrated; (2) full-line trust banking functions; 
and (3) customer-relations capabilities backed by our deep 
roots in communities.

As a result, the corporate loan balance at end of March 
2026 — the close of the final fiscal year of the previous 
MMP — reached ¥26.9 trillion, up 22.2% from the end of 
March 2023. The rate also rose to 1.20%, up 43bps from 
FY2022, through appropriate pricing tailored to customer 
profiles amid interest rate hikes. With both the balance and 
the rate expanding, net interest income (NII) from domestic 
loans and deposits turned to YoY growth in FY2024 for the 
first time in 17 years.

Under the New MMP as well, we position net interest 
income — centered on NII from domestic loans and de-
posits — as the main driver of profit growth. We plan to 
strengthen capital allocations to corporate loans even be-
yond the levels of the previous MMP period, expanding 
the balance to ¥31.1 trillion by the end of March 2029, the 

close of the final fiscal year — an increase of 15.5% from 
end of March 2026. In addition, assuming a policy interest 
rate of 1.0%, the rate is projected to rise to 1.67%, up 
46bps from FY2025. Through these measures, we plan 
to increase NII from domestic loans and deposits by ap-
proximately ¥150.0 billion compared with FY2025. While 
carrying forward the growth momentum built under the 
previous MMP, we intend to expand loans of even higher 
quality (RORA) than before — by enhancing consultation 
capabilities through utilizing generative AI and data and by 

strengthening our capacity to handle highly challenging 
transactions, as well as by increasing the staff tasked with 
promoting corporate lending (approximately +400 over 
three years).

With “Development and vitalization of regional societies 
through industrial growth” designated as one of our mate-
riality themes, the corporate loan business is the very foun-
dation supporting its realization. Leveraging the strengths 
of each Group bank, we will work as one to support Ja-
pan’s growth and regional vitalization.

*1. The Resona Group’s main customer regions (Tokyo, Saitama, Kanagawa, Osaka, Hyogo and Shiga) *2. Including loans to public corporations, etc.

Resona Group’s unique features

External environment
Modest inflation remains
Policy interest rate hike

(Resulting in more  
working capital)

CX, SX, GX and
labor shortages

(Growing need for capital
expenditure-related funding)

A customer base and network
centered on the two major metropolitan areas

Full-line of
trust banking functions

Customer-relations
capabilities backed by our 
deep roots in communities

Proportion of
six main

prefectures*1

GDP

40%  
level

Loan balance

60%  
level

Utilizing  
generative AI and data

Enhancing our ability  
to handle highly  

challenging projects

Constant and stable supply of funds 

aimed at supporting Japan’s growth 

and regional vitalization

Reinforcing the staff tasked  

with promoting corporate lending
2029/3 (MMP): approx. 6,700 (approx. +400 vs. 2026/3)

Enhancing consultation capabilities

M
M

P

[Trends in corporate loan balances and loan rate] [RORA (Net operating profit base)]



Value Creation Story Value Creation Initiatives
Mechanisms Supporting 

Value Creation
Financial / Non-Financial 

Information and Corporate Data

38Resona Group Integrated Report 2026

Growth in Core Businesses:  
Strengthening Funds Flow Cycle

Housing Loan Business

New origination (JPY tn)

Stock yield (%)

FY
20

18

FY
20

19

FY
20

20

FY
20

21

FY
20

22

FY
20

23

FY
20

24

FY
20

25

FY
20

28

 (M
M

P)

1.22 1.23 1.31 1.22 1.16 1.12
1.28

1.53

1.9

1.16
1.09 1.04 0.99 0.95 0.91 0.91

1.15

1.58

The housing loan business is one of the key businesses 
in which the Resona Group has long concentrated its ef-
forts as it pursues its Long-Term Vision of becoming “Retail 
No. 1.” Even amid changes in the domestic interest rate 
environment and the growing diversification of customers’ 
lifestyles and values, we will continue to support individual 
customers through the important milestone of purchas-
ing their own home. Moreover, as a strategic domain that 
leads to the building of long-term relationships thereafter, 
we will continue to leverage the following strengths and 
step up our efforts in this business.

① Starting with furnishing housing loans and de-

veloping multilateral transactions

A large proportion of customers who take out our hous-
ing loans also use the Resona Group App, enabling us 
to maintain ongoing communication with them even after 
loan disbursement. By providing a broad range of financial 
services attuned to each customer’s life stage—including 
salary transfers, settlement, asset formation, insurance, 
and asset succession—we are expanding long-term, 
multi-faceted relationships with our customers.

② Expanding the housing loan balance via the up-

dating of products and services based on cus-

tomer needs and convenience

In response to changes in the operating environment, we 
are supporting customers’ home purchases by enhanc-
ing our products and services, including revisions to the 
maximum borrowing amounts and borrowing periods for 
housing loans, as well as updates to group credit life in-
surance, home-relocation loans, and environmentally con-
scious housing loan products. In addition, in July 2023, 
Resona Bank and Saitama Resona Bank established a ful-
ly online transactional structure that enables borrowers to 
complete all necessary housing loan procedures, thereby 
further enhancing customer convenience. These initiatives 
are expected to enable us to increase the volume of new 
housing loan origination.

③ Boasting high profitability on the back of inter-

est rate hikes

As BOJ monetary policy progresses, the interest rate envi-
ronment has reached a major turning point. Approximately 
96% of our housing loan portfolio consists of variable rate 
loans.

④ Cost competitiveness through economies of 

scale

As of March 31, 2026, the Resona Group’s balance of res-
idential housing loans stood at ¥14.7 trillion, the largest in 
Japan. In addition to the economies of scale afforded by 
this size, we maintain strong cost competitiveness by pur-
suing structural reforms and greater operational efficiency.

⑤ High-quality loan portfolio

Housing loans continue to boast low and stable credit 
costs. Accordingly, these constitute loan assets with rel-
atively low capital charges.
Looking ahead, even more customers can take advantage 
of our offerings as we continue to enrich our products 
and services and improve convenience, and we plan to 
grow new origination of housing loans from ¥1.5 trillion in 
FY2025 to ¥1.9 trillion in FY2028. Through these efforts, 
we will maintain a high-quality housing loan portfolio while 
driving improvements in RORA.

[Trends in stock yield and new origination for residen-
tial housing loans*5]

*1. Resona Bank + Saitama Resona Bank + Kansai Mirai Bank *2. Resona Bank, Saitama Resona Bank *3. Resona Holdings consolidated, as of Sep. 2025, non-default

*4. FY25, housing loans guarantee subsidiaries’ subrogation ratio x (1-collection after subrogation), residential housing loans + apartment loans *5. Total of Group banks

RWA

Net income

High quality assets  

with low risk weight (RW) RW 12.31%*3 Long-term, secured loans

Resilience against

interest rate hikes

The final subrogation payment ratio*4 

(0.01)%
Substantial stress to screening 
interest rates

Multifaceted transactions

originating from housing loans

Average number of products in transactions  

+approx. 1.6 times*1compared with no housing loan customers

Proportion of balance with variable interest rate: 96%

Rate: FY2025 1.15%      FY2028 1.58% (MMP) 
Upsides of

interest rate hikes

Competitive edge of

our products and services

Web-based, end-to-end procedures*2 
for loans, ranging from application to the 
process of extension

Product design that precisely 
accommodates customer needs

Cost competitiveness and

room for further cost reductions
Economies of scale

Leaving room for improvement via structural 

reforms and the streamlining of clerical work

RORA =
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Growth in Core Businesses:  
Sustainable Expansion of Solutions

Succession Business

2023/3 2026/3

Approx. 50,000

33.6

27.1

Approx. 43,000

M&A

Succession trust

Real estate

FY2025 FY2028 
(MMP)

3.3
6.0

17.7 21.5

6.5

5.4

Among SMEs, which underpin Japan’s economy and 
employment, business owners are aging while many com-
panies have yet to identify a successor. Business suc-
cession has therefore become ever more important for 
ensuring business continuity, maintaining employment, 
and preserving the vitality of regional industries. At the 
same time, with older generations holding a large share of 
household financial assets, individual customers also face 
a wide range of needs, from extending the longevity of 
their assets and smoothly transferring wealth to the next 

generation to managing and utilizing assets after an inher-
itance occurs.

Our Group, which has set “Retail No. 1” as its Long-
Term Vision, positions the smooth succession of busi-
nesses and assets as a critical domain supporting Japan’s 
sustainable growth. Leveraging its rare strength as a retail 
commercial bank with trust banking functions, our Group 
focuses on medium- to long-term hands-on support that 
treats succession as just one milestone along the way.

The diagram at the bottom of the page illustrates one 

example of our Group’s hands-on support.
We provide corporate customers and individual/busi-

ness-owner customers with one-stop solutions matched 
to their needs at each point in time. We believe that such 
transactions foster long-term relationships of trust with our 
customers, and that being chosen by them time and again 
leads to the formation of a stable base of highly sticky de-
posits.

Resona defines succession related income, which to-
taled ¥27.1 billion in FY2025, as income from M&A, suc-
cession trusts such as testamentary trusts, and the real 
estate business. Under the New MMP, we plan to further 
strengthen our hands-on support for customers’ diverse 
needs and grow this income to ¥33.6 billion in the final 
fiscal year, driven primarily by the real estate business.

*1. The Comprehensive Package of Measures for Supporting SMEs In Business Succession to Third Parties formulated by the Small and Medium Enterprise Agency *2. August 2025, Dai-ichi Life Research Institute, “Macroeconomic Analysis Report” *3. Total of Group banks *4. M&A + succession trusts + real estate (including business matching)

[Cumulative number of succession trust contracts*3]

[Succession related income*4]
(Billions of yen)

Becoming the customer’s “main bank” via multilateral transactions in order to secure deposits with strong retention

Customer base (Individual: 16 mn, Corporate: 0.5 mn)
Network (One of the largest number of manned branch offices in Japan:  

over 800) / Group companies

[Number of SME Owners*1] [Balance of household 
financial assets*2]

Corporate

Individual / Busi-
ness owner

Provide business development assistance Assist in PMI and other endeavors aimed at achieving further busi-
ness expansion, etc

Provide assistance to asset formation and management, etc Support individuals’ asset formation and succession efforts, in-
cluding those aimed at ensuring a smooth transition to successors

Loan
Settlement

DB/DC

M&A

Succession trust

Business matching

Real estate

Asset manage-
ment

Real estate

Loan
Succession trust Wealth management

Examples 
of support

Examples 
of support

SME owners
Approx. 3.81 million

Of which, over 70 years old
Approx. 2.45million

70s or older
¥648tn (Approx. 30%)

60s + 70s or older
¥1,257tn (Approx. 60%)

1stop

Open a 
transaction Succession Post-SuccessionPre-Succession

Commercial Bank

Loan, M&A, Asset management

Trust Bank

Real estate, Trust

■ �Providing medium- to long-term assistance that transcends the conventional scope of succession and 
acting as customers’ “running partner”
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Growth in Core Businesses:  
Sustainable Expansion of Solutions

Cashless and DX Solutions Business

2.4

3.5

FY2025 FY2028 
(MMP)

+45.8%

0.7
2.3

8.9

(FY2014) (FY2019) (FY2025)
n+1n n+6 n+12

The domestic cashless market continues to expand, 
and against the backdrop of increasingly diverse settle-
ment methods and advancing digitalization, the role of 
settlement in customers’ household finance and in cor-
porate transactions is changing significantly. Against this 
backdrop, our Group engages in co-creation involving 
external partners and otherwise strives to offer a diverse 
range of solutions to meet needs for cashless payment 
and operational streamlining measures to support day-to-
day household finance and corporate transactions, with 
the aim of creating new value for customers.

For corporate customers, we are expanding our lineup 
of solutions that support greater efficiency and productivity 
in settlement and accounting operations. We have rolled 
out the “Group App for Business,” which draws on the 
know-how cultivated through our Group App, and usage 
is expanding steadily, with downloads now exceeding 
88,000. Going forward, we will further enhance conve-
nience with the aim of making this a channel used by a 
broad range of customers, and we are also considering 
extending it to regional financial institutions. Our partner-
ship with Digital Garage, Inc. is also deepening, and in 
May 2026 we launched the “DG Bank (tentative name)” 
project in earnest. In addition, in the same month, we be-
gan offering “FlexPay,” Japan’s first multi-bank corporate 
settlement platform, in which 32 banks nationwide jointly 
participate. By seamlessly linking cloud-based accounting 
systems with banks’ settlement functions, the platform al-
lows everything from invoice review to payment and rec-
onciliation to be completed within a single system, sup-
porting greater efficiency in companies’ accounting and 
treasury operations. As a first step, we have begun con-
necting with Rakus Co., Ltd., and through the continued 
expansion of partnerships with a diverse range of cloud 
system providers, we will support the digitalization of cus-
tomers’ entire business processes.

For individual customers, in light of the ongoing shift to-
ward cashless transactions, we are expanding settlement 
services that enhance convenience in everyday life. The 
debit card that comes as standard with new savings ac-

count deposits has strong affinity with the Group App and 
is seeing growing usage, with 3.43 million cards issued as 
of the end of March 2026. Furthermore, through the rollout 
of “Resona Plus,” announced in May 2026, we will deliver 
new value rooted in customers’ everyday lives, leading to 
further growth in settlement transactions, etc.

Value co-creation with strategic partners is also pro-
gressing steadily. Through collaboration with JCB and 
DG, we are working to create new settlement services and 
new customer touchpoints. In addition, we are conducting 
proof-of-concept trials of stablecoin settlement with both 

companies, accumulating the expertise needed for the 
real-world implementation of next-generation settlement 
infrastructure.

Through these initiatives to create new customer con-
tact points and new value, we aim to expand our cashless 
settlement transaction volume from ¥2.4 trillion in FY2025 
to ¥3.5 trillion in FY2028.

Enhancing digital-driven solutions  
⇒ Expanding our customer base and 

transactional volume

Rollout of the Group App for Business

Number of DLs: 2026/3 88 thousand  
(+35 thousand, YoY)
Utilize know-how acquired via Group app operation  
(UI/UX, etc.)

Multifaceted development of  
collaborative businesses involving DG

The full launch of the “DG Bank” Project
[Target concept]
•	 New banking experience afforded by the use of AI 

and other technologies

•	 Account opening procedure that is the fastest of its 
kind in the industry

•	 The development of a new customer base via BaaS

Co-development of next-generation settlement apps
Strengthening of joint sales / Expansion of mutual 
dispatch of staff

Many business corporations are 
confronting settlement-related 

issues

Evolution of the Group app
⇒ Expansion of settlement transactions

Value co-creation with strategic partners

[Cashless payment transaction volume]
Number of debit cards issued

2026/3 3.43 mn (+4.0%, YoY)

Support for transition to cashless settlement 
via debit cards

Development of “Resona Plus” (➡ p.44)

Delivering value based on the 
perspective of the individual 

consumer

Deliver diverse solutions designed to meet 
customer needs associated with household 

finances and corporate transactions

Corporate Individual

Corporate 
transaction

Household 
finance

Settlement

Data

(trillions of yen)

etc.

[Debit card income]
(Billions of yen)

Creating new products and functions
Collaboration with DG and JCB to achieve the social implementation of settle-
ment using stablecoins
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Growth in Core Businesses:  
Sustainable Expansion of Solutions

AUM Business

7.5
8.9

2029/3
(MMP)

2026/3

51.0

62%

58.8

73%

65.0

78%

Ratio of
recurring
income

AUM income 
(JPY bn)

Of which,
recurring
income

FY2022 FY2025 FY2028 
(MMP)

31.6
43.1 51.0

In recent years, individuals’ need to build assets has 
grown markedly, driven by the advent of the “100-year 
life” era, the shift to an inflationary environment, and gov-
ernment policy support for transforming Japan into an “as-
set management nation” through popularization schemes 
such as the new NISA. Among companies as well, as in-
terest in human capital management grows, supporting 
employees’ asset building through corporate pensions 
and other means is becoming increasingly important.

Resona’s AUM business is unique in its ability to deliver 
one-stop, optimal solutions to retail customers by taking 
full advantage of its strength as a retail commercial bank 
equipped with full-line trust banking functions. We offer in-
vestment proposals designed to extend the longevity of 
customers’ assets, including long-term diversified invest-
ment using tax-advantaged programs such as NISA and 
iDeCo, and the selection of products focused on balanced 

management, such as fund wraps. At the same time, in 
anticipation of the coming era of centenarians, we pro-
vide asset management-related consulting even as we 
remain conscious of customer needs for solutions that 
enable them to simultaneously manage and use assets. 
We also provide retail customers with access to the as-
set management know-how for professional investors that 
we have accumulated through over 60 years of corporate 
pension fund management. To this end, each Group bank 
acts in collaboration with Resona Asset Management, a 
Group company specializing in asset management, to de-
liver asset management services. We also aim to provide 
total support for corporate pension plan sponsors and 
plan members by bringing the full strength of All-Resona 
to bear.

Under the New MMP, to grow our AUM business fur-
ther, we will upgrade our “running partner” sales model, 

which stays close to customers over the long term as they 
build their assets. We will also work to build optimal cus-
tomer touchpoints that combine physical channels such 
as branches, digital channels centered on our app, and 
remote branches. In addition, by expanding products and 
services that capture the need for “long-term, accumulat-
ed and diversified” investing, we will support the medium- 
to long-term growth of our customers’ assets.

Through these initiatives, we aim to expand our AUM 
balance from ¥7.5 trillion at the end of March 2026 to ¥8.9 
trillion by the end of March 2029, while further increas-
ing recurring income. By building lasting relationships with 
customers and supporting them through this running part-
ner approach, we will enhance LTV (Life Time Value) and 
achieve sustainable growth in AUM income.

*1. For individual customers *2. AUM income excluding insurance and investment trust sales commissions

Im
age of asset form

ation

Join the  
workforce

Retirement Inheritance
Need for longer asset duration

Value of assets being formed

Corporate pension / iDeCo Succession services

Succession to the 
next generation

Asset management period
-Asset formation via self help efforts and corporate solutions-

Post retirement
-Use assets while managing them-

◆ �Commercial bank × Trust bank × Asset management company ⇒ Assist customers in their efforts to manage assets in the era of centenarians

◆ �Differentiate ourselves by leveraging advantage arising from customer contact points afforded exclusively by trust banking operations involving 

pension fund management

NISA (Investment trusts)  Insurance  Fund wrap

[Recurring income*2]

[Balance of AUM*1]

(trillions of yen)

■ Developing optimal contact points with customers via our diverse channels

Face to face Digital

Expand our network of
consultation focused branches

Strengthen our
remote branch structure

Provide follow up services
on a customer by customer basis 

via such means as apps

Remote
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Growth in Core Businesses:  
Sustainable Expansion of Solutions

International Business

The Resona Group has 13 overseas bases at which its 
expatriates are stationed. With this network focused on 
the entire Asian region as well as the United States, we 
accommodate a broad range of customer needs for global 
expansion assistance, fundraising and other undertakings.

In Indonesia, Bank Resona Perdania, with a history 
spanning more than 65 years, provides full banking ser-
vices and meets the diverse financial needs of Japanese 
companies operating locally.

In Singapore, Resona Merchant Bank Asia strives to 
meet needs for fundraising, M&A and other solutions 
among customers in ASEAN nations, Hong Kong and In-
dia.

In addition, to provide financial functions such as lend-
ing and foreign exchange overseas, we have business al-
liances with leading banks in various countries (22 banks 
in 14 countries and regions), and have built a finely tuned 
customer support framework through these partner 
banks’ extensive branch networks and Japan desks (de-
partments dedicated to Japanese corporate clients).

In fiscal year 2025, we opened new representative of-
fices in Los Angeles and Hanoi to further strengthen our 
customer support structure. The Los Angeles Represen-
tative Office is our group’s first base in the United States 
in 21 years. It will support customers entering the U.S. 
market and expanding sales channels there, and provide 
information on the local economy, finance, investment and 
other matters. The Hanoi Representative Office is our sec-
ond location in Vietnam, following Ho Chi Minh City; by 
strengthening our support structure in the northern region, 
we will deliver faster and more precise services to custom-
ers throughout Vietnam.

Going forward, we will continue to strengthen our sup-
port structure in line with customer needs, including fur-
ther expanding our network.

China

Taiwan

Hong Kong

Thailand
Laos

Shanghai

Myanmar

Cambodia Philippines

Vietnam

Malaysia

Singapore

Indonesia

Axis Bank

YES BANK

State Bank of India

India

*�Resona Group employees are stationed in Thailand

*�Resona Group employees are 
stationed in Malaysia

BANK OF CHINA
China Construction Bank

Industrial and Commercial Bank of 
China･BANK OF COMMUNICATIONS

★ Resona Merchant Bank Asia

★ Resona Indonesia Finance ★ Bank Resona Perdania

United Overseas Bank

Joint Stock Commercial Bank for 
Investment and Development of 

Vietnam

Bank of 
East Asia

Myanma Apex Bank

★ Rizal Commercial Banking Corporation

★ BDO Unibank, Inc.

★ Public Bank

★ Bangkok Bank

Saigon Thuong Tin Commercial Joint Stock Bank

★ Hong Kong Representative Office

★ Foreign Representative Office of Resona Bank, Ltd.- Hanoi City

★ Shanghai Representative Office

★ Bangkok Representative Office

★ Ho Chi Minh City Representative Office

Mega International Commercial Bank 
E.SUN Commercial Bank Ltd.

The Bank of Yokohama, Ltd. Shanghai Branch

South Korea

Hana Bank

United States

BMO Bank N.A.

★ Los Angeles Representative Office

 Overseas representative offices  Partner banks, etc �Resona Merchant Bank Asia 
Bank Resona Perdania 
Resona Indonesia Finance

★Offices with Resona Group employees

As of March 31, 2026

Opening ceremony of 

the Los Angeles Representative Office

Opening ceremony of 

the Foreign Representative Office of Resona Bank, Ltd.- Hanoi City
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Creating Next-Generation Growth Drivers

Strengthening Our Ability to Deliver Sustainable Value by Expanding Our Operations in 
Peripheral and New Business Fields

Acquiring new technologies and insights

Co-creation with external/regional partners Provision of the platform

Acquiring new functions Further strengthening existing functions

Current ability to deliver 
value

Expansion of ability to deliver value

Functions

Development of 
regional strategies

Local  
governments

Regional financial 
institutions

Corporations

Expansion of ecosystems

Base

Strengthening our solution lineup

Creating new customer contact points

R&D in future core functions and bases

…Securities Settlement
Assets

Management

Leasing 
business

Highly sophisticated
mode of financing

…

…

Nonbank

Since the Resona Shock of 2003, the Resona Group 
has expanded its business with banking at its core. The 
balance sheet we have built over this period, underpinned 
by highly sticky deposits, has become a source of strength 
for us in a phase of interest rate hikes.

At the same time, against the backdrop of Japan’s exit 
from three decades of deflation and the extraordinary pace 
of technological progress, the needs of society and our 
customers are changing constantly, and it is becoming 
difficult to fully meet those needs with the functions and 
capabilities we currently possess. In this environment, we 
aim to acquire the functions, customer base and capabil-
ities needed to remain a financial group that customers 
continue to choose.

During the previous MMP period, we executed three 
inorganic growth investments: making two leasing com-
panies*1 (now Resona Leasing) wholly owned subsidiar-
ies, making Digital Garage an equity-method affiliate, and 
raising our ownership stake in NTT DATA SOFIA COR-
PORATION. In addition, under the financial digital platform 
(financial DPF; ➡ p.45), which pursues broad co-creation 
with external partners unconstrained by capital ties, our 
alliances with regional financial institutions have expanded 

from 6 banks in 5 financial groups to 10 banks in 9 finan-
cial groups*2.

Under the New MMP, to further expand our capacity to 
deliver value to society and customers, we will focus on 
acquiring “functions” and “bases,” centered on domains 
adjacent to banking, by stepping up inorganic growth in-
vestments and strategic alliances and by evolving our fi-
nancial DPF.

In acquiring functions, we will aim to strengthen our 
solution lineup through “acquiring new functions” and 
“further strengthening existing functions,” placing partic-
ular weight on the questions of what value we provide to 
customers and which partners are most effective to work 
with in delivering it.

In acquiring bases, we will aim to create new customer 
contact points through “co-creation with external partners 

and local communities” and the “provision of platforms.”
The diagram below shows a range of domains and 

fields as examples. We intend to consider possibilities 
broadly, without setting constraints; in May 2026, we re-
leased several concrete initiatives under Our New Ways of 
Doing Business (➡ p.44).

At the same time, we will sow the seeds for delivering 
value in new domains through “R&D in future core func-
tions and bases” driven by “acquiring new technologies 
and insights.”

By pursuing these initiatives unconstrained by conven-
tional thinking and values, we will create next-generation 
growth drivers and enhance both social value and corpo-
rate value.

*1. DFL Lease and Shutoken Leasing *2. As of March 2026 (10 groups and 11 banks as of July 2026)

<Performance under the previous MMP>

Two leasing companies (Resona Leasing)
Jan. 2024 Made two leasing companies  

wholly owned subsidiaries

Digital Garage (DG)
Jan. 2024 Increased its shareholding ratio

Sep. 2025 Made DG an equity method affiliate

NTT DATA SOFIA CORPORATION
Oct. 2024 Increased its shareholding ratio
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Creating Next-Generation Growth Drivers

“Our New Ways of Doing Business” that Transcend the Framework of Finance

4.4 6.2
9.1

FY2021 FY2023 FY2025

Making Digital Garage an equity method affiliate

Customer needs in the settlement domain are becoming increasingly diverse and com-
plex. Settlement is also a vital domain because it leads to growth in highly sticky deposits, 
whose value rises further in a world with interest rates. Digital Garage (DG) operates one of 
Japan’s largest settlement platforms and possesses advanced functions and know-how in 
the settlement business as well as expertise in Fintech and startup support. Based on this 
recognition, in September 2025 the Resona Group made DG an equity method affiliate. Go-
ing forward, we will deepen the five initiatives shown in the diagram below. In May 2026, as 
a concrete measure under “(3) Support for DG’s entry into financial business for SMEs” in the 
diagram below, we launched the “DG Bank (tentative name)” project in earnest through the 
provision of BaaS. We aim to begin offering a highly convenient digital banking service around 
fiscal year 2026, combining the Resona Group’s banking functions with DG’s strengths in the 
settlement domain and its expertise in commercial flow data and AI technology.

Capital and business alliance with JR West

As part of our regional strategy in the Kansai area, one of the Resona Group’s home 
markets, we announced a capital and business alliance with JR West in May 2026. We aim 
to deliver a new customer experience that integrates mobility, daily life and finance, offering 
choices never before available. The alliance rests on three main pillars. The first is the cre-
ation of new financial experiences. We will establish “WESTER Mirai Bank (tentative name),” 
a new banking service that fuses the financial services provided through Kansai Mirai Bank 
with JR West’s deep customer base and its attractive assets and content. The second is the 
enhancement of settlement functions. Premised on establishing a joint venture (JV), we will 
draw on the diverse touchpoints, data, know-how and digital marketing capabilities of both 

companies to realize a new form of settlement that is convenient, rewarding, and backed 
by superior UI/UX. The third is community building. By combining the two companies’ rich 
assets, content, information and development capabilities with financial functions, we will 
pursue a new form of community building that makes customers’ lives richer.

“Resona Plus,” a new service for individuals

In May 2026, we announced the launch of “Resona Plus,” a new service for individuals 
offered through a partnership with the Daiichi Life Group and JCB. It is a new ecosystem that 
fuses the three companies’ formidable customer bases, combines the expertise and know-
how each has cultivated in different fields, and delivers rich, attractive content through an 
outstanding UI/UX. We plan to begin offering the service around late September 2026 and 
to expand it thereafter. Going forward, we are also considering rolling out these functions 
broadly to regional financial institutions through our financial digital platform (➡ p.45).

Sep. 2025
Making DG an
equity method 

affiliate

Shareholding 

ratio

30.9%

Providing one of Japan’s largest

payment platforms

[Trends in transaction volume]

(1) �Strengthening of the joint sales operation 
systems

(2) �Joint development of next-generation settlement 
apps for small and medium-sized merchants

(3) �Support for DG’s entry into financial business 
for SMEs

(4) �Strengthening of new business development, 
including utilization of group companies and 
alliance networks

(5) �Strengthening of CVC fund’s strategic returns

WESTER Mirai Bank(BaaS)

Settlement

Community building

Delivering privileges and 
services that

benefit customers in  
their everyday lives

The largest privileged service
network of its kind in Japan

Expand everyday contact points
with customers by focusing on 

settlement
and point-based services

Update point-based
services through collaboration 
with “J-POINT” offered by JCB• �More than 1.4 million vari-

ations in privileged services 
are available in Japan and 
overseas

• Safe and convenient bank transactions
• Overwhelming UI/UX

• �Points can be utilized to access a 
broad range of services

• �Wide range of partner stores 
offering point benefits

• �Use points in-store

Improve everyday living through a combination of data × AI

(trillions of yen)

Delivering new value arising from “A model for BaaS and settlement business that supports 
the circulation of value within local communities”
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Creating Next-Generation Growth Drivers

Evolution of the Financial Digital Platform

From left
Masahiro Minami, Group CEO, Director, President and Representative Executive 
Officer, Resona Holdings
Shoji Kurasaka, President and Representative Director, West Japan Railway Company
Shogo Haratou, President and Representative Director, Kansai Mirai Bank

From left
Tetsuya Kikuta, Representative Director, President, Group CEO, Daiichi Life Group
Masahiro Minami, Group CEO, Director, President and Representative Executive 
Officer, Resona Holdings
Takayoshi Futae, Chairman and Chief Executive Officer, JCB

Our aim in developing our financial digital platform (fi-
nancial DPF) is to enable regional financial institutions and 
partners from different sectors and local governments, 
as well as their customers, to enjoy win-win relationships 
through wide-ranging collaboration that transcends the 
conventional framework.

While exploring and promoting external rollouts lever-
aging the platform of the Resona Group App, which we 
launched in 2018, we began collaborating with regional 
financial institutions in 2021. Today, through the provision 
of three functions—the banking app, Fund wrap, and Data 

Ignition (an AI-powered banking operations support tool)—
our network of partner financial institutions has grown to 
11 banks across 10 groups.

Under the New MMP, we will further deepen our col-
laboration with regional financial institutions and, through 
partnerships that extend beyond the boundaries of fi-
nance, evolve the financial DPF to its next stage. In May 
2026, we announced a capital and business alliance with 
JR West and a collaboration with the Daiichi Life Group 
and JCB in the retail business field (➡ p.44). The former 
marks the first initiative in which a non-financial operating 

company participates as a “user company” of the financial 
DPF, while the latter will also lead to a further expansion of 
the functions we can offer to regional financial institutions.

The financial DPF is entering a new phase. Starting from 
our unwavering commitment to enriching the lives of each 
and every customer, we will extend this “chain of wins” 
across the whole of Japan.

Press conference announcing the capital and business alliance 

with JR West

Press conference announcing “the business collaboration with 

Daiichi Life Group and JCB

in the individual customer field”

*1. The Shizuoka Bank, The Bank of Iwate, The Keiyo Bank, The San-in Godo Bank, The Juroku Bank, The Kiraboshi Bank

Financial Digital Platform (Digital Banking Platform)
Service design

(CX design)

API API API API API API

Resona Group

API

Regional  
financial institutions

API

Corporations

API

Local  
governments

API

…

API

Settlement 
linkage

Asset  
management

Data  
business

Authorization
Service  
linkage

…

2021- Collaboration with regional financial institutions

2018- Establishment of a digital banking platform

· Co creation of financial DPF with NTT DATA and IBM Japan

2022- Utilization of digital technologies and data

· Business alliance with BrainPad

2025- Enhancement of settlement platforms and functions

·Business Alliance with DG

· Business alliance with JR West

May 1, 2026-

· �Business collaboration with Daiichi Life Group 
and JCB in the individual customer field

May 18, 2026-

App

(Mar. 2021-)

Fund wrap

(Apr. 2021-)

Data Ignition

(Jan. 2025-)

Collaboration with regional financial institutions

6 regional 
banks*1

10 financial 
groups

11 banks

The 77 Bank
The Bank of 
Yokohama

The Hyakujushi Bank
Mebuki FG

(The Joyo Bank, The 
Ashikaga Bank)

The Juroku Bank
The Keiyo Bank

Function  
provider

Corporate  
users

Customers
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Structural Reforms of Management Platforms

Frontline Reforms, Middle- and Back-Office Reforms

Frontline reforms: Increase the time 
spent on customer communications

The Resona Group is accelerating frontline reforms 
aimed at creating new customer experiences through 
the integration of face-to-face and digital channels and 
achieving a digital shift in front-office transactions. Our 
branch-counter operations now involve the use of Reso-
na Group tablets, customer reception provided via moni-
tor and other expanded digital-driven functions. We thus 
strive to integrate consulting and other procedures, with 
the aim of updating customer experience. Moreover, as 
part of efforts to diversify our channels to accommodate 
customer needs, we have expanded web-based custom-
er reception functions to enable customers to use person-
al devices to perform some procedures that have previ-
ously required a branch visit.

From November 2026, we plan to roll out enhanced 
Group tablet functions for individual transactions to all 
Group branches. This will substantially shorten the time re-

quired for various notification procedures, such as reissu-
ing damaged cards and changing account names, allowing 
us to spend more time engaging directly with customers. 
Going forward, we will further develop functions for cor-
porate and cash transactions, aiming to raise the imple-
mentation rate of these functions from the current 40% to 
approximately 80%.

In addition, we are pursuing initiatives to move away 
from dedicated financial terminals and reforming our 
sales processes by deploying generative AI as standard. 
Through these initiatives, we will transform our branches 
from venues for administrative processing into venues for 
delivering solutions, further enhancing the value we pro-
vide to customers.

Middle- and back-office reforms: 
Establish foundations supporting 
our “one-platform strategy”

Following the completion of Minato Bank’s operations 
and systems integration in January 2025, middle-office 
departments (Business Support Offices) at Group banks 
were merged with Resona Business Service in April 2026. 
This subsidiary, which has been commissioned by other 
Group entities to handle back-office operations, is expect-
ed to become the primary clerical work operator after the 
above organizational mergers. Integration of the Group’s 
middle- and back-office functions is steadily progressing.

In addition to further centralizing clerical work and elim-
inating redundancies, we will promote business process 
reengineering powered by DX and AI, thereby building 
the foundation for a one-platform strategy while aiming to 

streamline our organization and achieve higher productivity.
We will also press ahead with the next-generation re-

newal of the systems that support our core businesses, 

such as housing loans, trust, and pension services, there-
by strengthening the foundation that will support future 
business growth.

*1. Ratio of bank-counter transactional procedures that can be completed via the use of Group tablets  *2. Operational Support Office  *3. Business process reengineering

Restructuring of 
housing loan-related 

systems

The annual amount of loans extended: 
Aiming for a ¥1 tn rise
Reduce workload (screening related) 
by 60%

Restructuring of trust 
banking and pension 
management systems

Development of
new lending systems

The balance of pension assets: Aiming 
for ¥10 tn (a ¥3 tn rise)
Streamline the majority of existing 
operations

The volume of loan-related operations: 
Down 30% via system upgrading, the 
use of generative AI, etc.

Breaking away from the use 
of dedicated terminals

specifically designed for 
financial institutions

Sales process reforms
via the deployment of 

generative AI as standard

Expanding the scope of procedures processed  
via Group tablets while enhancing their functions

■ Planning to make enhanced tablet functions available at all Group branches to better 
support individual customer transactions (Nov. 2026~)

•	 Drastically reduce the time required for procedures (e.g., various applications)

(Examples of expected time reduction) 
	  Reissuance of cards due to damage: 15 minutes ⇒40 seconds
	  Revision of account holder name: 51 minutes ⇒4 minutes   etc.

■ Development of new functions supporting corporate transactions / cash transactions

•	 Implementation rate*1 of these functions: Currently 40% ⇒ Aim for approx. 80%

Integration of face-to-face and digital channels /  
Diversification of channels

Web-based 
reception

Customer reception 
provided via monitor Group tablets

Launch of the integrated management of middle- and back-office 
operations across the Group

Next-generation upgrade of systems supporting core businesses

Middle 

office*2

Back

office

Resona
Banks

Kansai
Mirai
Banks

Saitama
Resona
Banks

Minato
Banks

Resona
Business
Service

Apr. 2026-

Resona Business Service
Advance the integration of  

middle- and back-office operations

One
entity

BPR*3

(DX·AI)
Organization
downsizing 

Primary projects Expected effects (~seven years later)
•	Improve productivity even as we reallocate former clerical specialists through the concen-

tration of back-office operations and the elimination of redundant functions
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Structural Reforms of Management Platforms

Workstyle Innovation

Increase the quality and speed of 
value creation by evolving toward 
AI- and data-driven management

The Resona Group is accelerating workstyle innovation 
driven by AI and data utilization as a core element of the 
management foundation reforms aimed at sustainable im-
provement in corporate value. What we aspire to goes be-
yond mere operational efficiency: it is an evolution toward 
an innovation-oriented workstyle in which each and every 
employee thinks autonomously on the basis of data and 
continuously enhances the value we provide to customers.

We aim to improve labor productivity and achieve work-
er friendliness at the same time, while also expanding 
customer contact points, upgrading business processes, 
and accelerating decision-making. Moreover, by redeploy-
ing the human resource capacity created through greater 
operational efficiency into higher value-added work—such 
as consulting, the provision of solutions, and growth ar-
eas—we will raise the productivity of our human capital, 
driving further top-line income growth and improvement in 
our OHR (consolidated cost income ratio).

Specifically, we are focusing on the following four ini-
tiatives.

① Evolving into one of Japan’s leading AI-utilizing 

companies

We will develop 1,500 individuals equipped with AI ap-
plication skills by FY2030, establish an AI CoE*1 in each 
headquarters division, and create an environment in which 
all departments can autonomously build and utilize AI 
agents by the end of FY2026. In addition, in January 2026 
we formulated the Resona Group AI Policy*2, designed to 
pursue the proactive use of AI and the appropriate man-
agement of its risks in tandem, and we are promoting AI 
utilization that goes hand in hand with sound governance.

② Evolving toward genuine data-driven management

In April 2026, we reorganized the Data Science Division 
and established the Data Strategy Division. Under a struc-
ture in which this division handles everything from analysis 
to governance in an integrated manner, we will make max-
imum use of the highly reliable data assets we have accu-
mulated as a banking group to deepen our understanding 
of customers, upgrade our sales activities, and refine our 
risk management, thereby raising the quality and speed of 
management decisions.

③ Strengthening our business infrastructure

Through co-creation with Microsoft Japan, we aim to 
equip all employees with AI as standard and to build an 
infrastructure that enables them to work anytime, any-

where. We will also expand the use of Tableau to promote 
data-driven identification of issues and continuous improve-
ment.

④ Communication style transformation

By creating office environments that stimulate dis-
cussion, we aim to maximize value creation through the 
strength of teams and the organization as a whole, rather 
than relying on the abilities of individuals.

Through these initiatives, the Resona Group will ad-
vance the shift to an innovation-oriented workstyle in 
which each and every employee creates value, aiming to 
further enhance the quality and speed of value creation.

*1. Center of Excellence   * 2. https://www.resona-gr.co.jp/holdings/english/about/governance/ai_policy/

Direction of workstyle innovation

Enhancing labor productivity and 
worker friendliness

Expand customer contact points / 
Enhance operational efficiency

Increase top-line income + Improve the OHR
Reallocation of human resources to our 
fields of focus

Strengthening and drastically updating our business infrastruc-
ture
• Co-creation with Microsoft Japan

 Establishing AI as a standard tool for all employees

• Expanding the scope of operations assisted by Tableau

Workstyle Reforms
↓

Transitioning to innovation-oriented workstyles
that enable each employee to create value

Aiming to establish ourselves as Japan’s leader in the utilization 
of AI
• 1,500 human resources who have learned AI application skills
  (FY2030 target)
• Establish the AI CoE

 Develop AI agents for all departments by the end of FY2026
• Formulated the AI Policy (Jan. 2026)

To realize genuine data-driven management
• Established the Data Strategy Division (Apr. 2026)

 �Taking a comprehensive approach ranging from 
analysis to governance
 �Fully leveraging unique data assets possessed by 
banks

Advancing our mode of communications
• �Transitioning to working environments and operational styles 

that encourage active discussions

https://www.resona-gr.co.jp/holdings/english/about/governance/ai_policy/
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Cybersecurity

Collaboration

Collaboration

Collaboration

Information 
sharing

Assistance

Information 
sharing

Strengthening our cybersecurity 
management framework

In recent years, cyber risks have grown increasingly 
sophisticated and complex, with the spread of ransom-
ware damage, attacks routed through supply chains, and 
new threats that exploit generative AI. Most recently, the 
cybersecurity landscape has been changing dramatically, 
including the possibility that frontier AI will increase the 
speed and scale at which vulnerabilities are discovered 
and exploited.

To continue providing customers with safe and secure 
financial services, we have positioned cybersecurity as a 
top management priority, formulating a Declaration of Cy-
ber Security Management and working to strengthen our 
cybersecurity.

We have established the IT Security Planning Division, 
a specialized organization dedicated to strengthening 
and upgrading IT management controls, and have built 
a Group-wide management framework that includes for-
mulating and operating security policies common to the 
entire Group.

We conduct regular third-party assessments to con-
tinuously improve and strengthen our cybersecurity risk 
management framework in response to changes in the in-
ternal and external environment. We verify its effectiveness 
with reference to the cybersecurity guidelines published 
by the Financial Services Agency and other sources, and 
implement improvements to address the issues identified. 
In addition, to prevent damage from the exploitation of 
vulnerabilities, we verify and continuously improve our 
technical countermeasures through vulnerability assess-
ments, threat-led penetration testing, and other means.

We also focus on managing the risks associated with 
outsourcing and the use of cloud services, working to en-
hance the security of the Group as a whole by verifying the 
status of such management.

Enhancing our response and 
recovery capabilities against cyber 
attacks

To strengthen our practical response capabilities in the 
event of a cyber incident, we have formed Resona-CSIRT, 
a Group-wide unified response organization. We have 
established response manuals and contingency plans for 
each type of cyber-attack and continuously conduct inci-
dent response drills.

We maintain a 24/7, year-round monitoring system to 
detect and respond to cyber-attacks swiftly. Working in 
coordination with our Security Operation Center (SOC), 
we carry out early detection, analysis, containment, and 
recovery in response to suspicious behavior and threats. 
We also collaborate with external specialist organiza-
tions—including the police, the National Cybersecurity Of-
fice (NCO), Financials ISAC Japan, and the Nippon CSIRT 

Association—and participate in cross-industry activities to 
further strengthen our cybersecurity measures.

We believe that raising the cybersecurity literacy of 
each individual officer and employee is also essential to 
preventing security incidents before they occur, and we 
therefore provide suspicious email drills, e-learning, and 
updates on the latest trends to all officers and employees. 
Furthermore, to enhance response capabilities appropri-
ate to each role, we hold study sessions led by outside 
experts for top management and CSIRT members.

We are also committed to securing and developing per-
sonnel with a high level of specialty, expanding mid-career 
recruitment and establishing a dedicated IT planning track 
in new graduate hiring to attract and cultivate talent.

Looking ahead, we will accurately respond to the evolv-
ing threats of cyberattacks to constantly provide services 
that can be safely and securely used by our customers.

Top management

Security vendors

Metropolitan Police Department 
and National Police Agency

Financial Services Agency

Security vendors

Consulting firms

Financials ISAC Japan

National Cybersecurity Office 
(NCO)

Nippon CSIRT Association

JPCERT/CC

JC3

Japanese Bankers Association

IT Security Planning Division

All Head Office departments

Group banks Group Companies

Secretariat

Resona GroupRelevant organizations Regulatory bodies

Specialist organizations

… …

Resona-CSIRT

SOC (Security Operation Center)

Resona Holdings

Reporting Instruct

Detect/address signs of incidentsVulnerability/threat information

Collaboration
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Human Resource Strategy

Structural Reforms of Management Platforms

Toward a sustainable virtuous cycle 
of value creation and well-being

2023

Formulation of 
human resource strategy

Measuring effectiveness
Visualization

Strategy execution
Investment in human resources

Strategy execution
Investment in human resources

Review of 
human resource strategy

Human Resource Strategy Aimed at Supporting Our 
Pursuit of Value Creation as well as Employee Well-Being

Ever since the 2003 “Resona Shock,” which struck the Group immediately after its inau-
guration, our human resource management has been focused on practicing diversity man-
agement that empowers each and every employee to serve as a key workforce component 
regardless of their gender, age, job category, etc. We have formulated new human resource 
strategies to create “resonance” as described below based on our Purpose, as well as our 
Corporate Mission, with the aim of realizing our Long-Term Vision “Retail No. 1.” 

These strategies target facilitating (1) resonance between the Company and external part-
ners to promote co-creation, (2) resonance among professionals to create synergies from 
the combination of their expertise in various fields of specialty and (3) resonance between 
employees and the Company to improve employee engagement. With these three types of 

resonance as the pillars of our human resource strategies, we aim to realize a virtuous cycle 
of promoting value creation and enhancing employee well-being.

The Resona Group’s long-cherished organizational culture values integrity, promotes di-
versity and inclusion and embraces the challenge of reform. Building on this foundation and 
taking into consideration the constant evolution of management strategies and people’s 
perception of work, we have identified the six strategic drivers that will ensure that our cul-
ture is always up to date and relevant into the future. These drivers are (1) Leadership, (2) 
Transcending boundaries, (3) Specialty, (4) Employee autonomy & support, (5) Job fulfillment 
and (6) Worker friendliness. We have set goals for each of these drivers and are currently 
promoting initiatives accordingly.

Human resource strategy is not something that is completed when it is formulated; rather, 
it must be formulated with the aim of continued evolution reflecting changes in management 
strategy, the external environment, and the values of our employees.

Our group has implemented a variety of human resource initiatives based on the six stra-
tegic drivers, while verifying their progress and effectiveness on a regular basis through indi-
cators and employee awareness surveys. With this verification process, initiatives that have 
produced positive results are further enhanced, while for areas that have yielded poor results 
and newly emerging issues, we are improving them by means such as making revisions to 
strategies and measures.

As part of this PDCA cycle, we focus on new Materiality and the direction set forth in 
our new Medium-Term Management Plan (MMP), as well as the growth beyond, and have 
reassessed organizational issues in order to further improve the effectiveness of our human 
resource strategy.

Retail No. 1
 The “Solution Group” most supported by customers and regional societies as it walks with them 

into a brighter future together

Purpose Corporate Mission

Create a prosperous future by working with diverse partners from within and 
outside the Group whose aspirations resonate with ours

Co-creation

Resonance

Professional Engagement

Leadership Transcending 
boundaries Specialty Employee  

autonomy & support Job fulfillment Worker  
friendliness

Diversity & Inclusion

Long-Term Vision

HR Vision

Enhance the three pillars

Six strategic drivers

Organizational culture

Value creation Well-being&

Integrity Taking on the Challenge of 
Reform

[Cycle for Strengthening Human Capital]
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Human Resource Strategy

Organizational Issues Identified to Further Evolve the 
Human Resource Strategy

The New MMP “Shift to the Next Stage—Three Years to Create Our New Ways of Doing 
Business—” positions “Growth in core businesses” and “Creating next-generation growth 
drivers” as twin pillars for driving us forward. Faced with these new management issues, the 
first step we took in order to further evolve our human resource strategy was to identify the 
organizational issues that we need to address. After assessing the current situation of the 
organizational issues through anonymous employee surveys and other means, we identified 
some issues, including “defensive stance,” “prevention of negative impacts,” and “equaliza-
tion of performance evaluation and wages.” Leaving these issues unaddressed would pre-
vent us from strengthening the three pillars, and they could be limiting factors for realizing our 
management strategy. At the same time, addressing these issues presents an opportunity to 
drive new value creation through organizational transformation. 

“Behavioral Transformation and Growth” is Our New 
Priority Theme

Based on this understanding, the New MMP designates “behavioral transformation and 
growth” driven by improvements in employee autonomy, a sense of ownership, and ambi-
tions as a new priority theme. Going forward, we will steadily implement initiatives aligned 
with our priority theme (see table below) to encourage behavioral transformation and growth 
in each employee.

At the same time, to monitor progress on a consistent basis, we introduce a new indica-
tor, “Behavioral transformation and growth score,” and will continue to make improvements 
to achieve a target of 65% by fiscal year 2028. Through initiatives aligned with our priority 
theme and progress monitoring using the new indicator, we will steadily address our organi-
zational issues and enhance the resonance of the three pillars. 

Analysis of factors behind organizational issues

Compared with the time of drastic 

reforms after the Resona Shock, 

combined with the organizational 

stability and a friendly and com-

fortable company culture, the en-

vironment has become stagnant 

where challenges and reforms are 

less likely to occur

E
nviro

nm
ental facto

rs
H

R
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p
eratio

ns &
m

anag
em

ent facto
rs

Surface layer
D

eep
 layer

S
tructure

Imbalanced workforce composi-

tion caused by reasons such as 

reduced hiring has led to the ear-

lier promotion or easier promot-

ability of employees, resulting in 

insufficient management capabil-

ities, which gradually weakens the 

organization’s ability to encourage 

challenges

Setting easily predictable 
targets and/or targets with 
ambiguous definitions for 

completion

Reducing wage gap 

between high performers 

and standard performers

HR approach perceived as 

a deduction method

Lack of management expe-

rience and skills

Imbalanced age 

composition

[Analysis of factors behind organizational issues] [Initiatives for driving employees’ behavioral transformation and growth]

Target setting starting 

with Goals

/Evaluation approach

Building a system that 

encourages challenges

Realizing dynamic 

wage system

Strengthening 

management capabilities 

to drive corporate culture 

reforms

Rather than continuing on the current path, we thoroughly 

encourage employees to set a target by backcasting from 

Goals and keeping in mind the roles and outcomes expect-

ed of each individual

Building a system that recognizes and rewards the act of 

taking on challenges itself as well as the results and lessons 

learned through those challenges

Reviewing the methods for calculation and allocation of 
amount of funds for performance incentives and perfor-
mance bonuses, with a focus on an addition method
Establishing a framework that rewards organizations and 
individuals for the very act of taking on challenges and the 
resulting achievements

Enhancing the management capabilities of supervisors to 

support their subordinates’ motivation to take on challeng-

es by means such as a review of the management training 

systems and reinforcement of evaluator training
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Human Resource Strategy

Linking Management Strategy with 
Human Resource Strategy

The following diagram illustrates our comprehensive ap-
proach by combining initiatives for solving organizational 
issues centered on the theme of “behavioral transforma-
tion and growth” and human resource strategy measures 
we have pursued so far, so that the changes in people and 

organizations can produce business and financial results.
The realization of a virtuous cycle of “value creation” 

and “well-being” that the Group has pursued through its 
human resource strategy remains an unwavering founda-
tional principle going forward.

Under this principle, and starting from our corporate 
goals such as Purpose, we will expand and enhance initia-
tives grounded in the six strategic drivers, and at the same 
time, through addressing organizational issues under the 

theme of “behavioral transformation and growth” we will 
encourage changes and growth of each employee, and 
create higher resonance among the three pillars. We aim 
to channel these changes in people and organization into 
the reform of customer contact points, the sophistication 
and diversification of solutions proposals, and the normal-
ization of co-creation and challenges, ultimately linking 
them to business and financial results.

Corporate Goals People and Organizational Issues and Initiatives Connecting to Business and Results

❶ Ideals and Cause
❷ Priority improvement areas for 
enhancing execution capability

❸ Input and Action ❹ Output (changes in people and organizations) ❺ Changes in activities
❻ Outcome  

(business results)
❼ Financial impact

Through “behavioral transformation and growth” driven by improvements in employee autonomy, a sense of ownership, and ambitions,
 accelerating the “resonance” among the three pillars to achieve growth in core businesses and creating next-generation growth drivers

Growth of people and the organization (sustainable virtuous cycle)

Purpose Organizational issues Actions to solve issues Changes in awareness and behavior

Issues to be addressed

Defensive stance

Prevention of negative impacts

Equalization of performance 
evaluation and wages

Long-Term Vision

HR Vision

Beyond Finance, for 
a Brighter Future.

Retail
No. 1

Creating a prosperous 
future by working with 
diverse partners from 
within and outside the 
Group whose aspira-

tions resonate with ours

Auton-
omy

A sense of 
ownership

Ambi-
tions

Priority item
s for future efforts

Identified through 
anonym

ous survey

Vision of people and organizations that continue to pursue

Well-being

Value creation

• Target setting starting with 

Goals/Evaluation approach

• Building a system that 

encourages challenges

• Realizing dynamic wage 

system

• Strengthening management 

capabilities to drive corpo-

rate culture reforms

• Improvements in employee 
autonomy, a sense of ownership, 
and challenge mindset

• Transition to a corporate culture of 
pursuing transformation and growth

52% → 65%

Growing into leadership with diverse values 
and experiences

Building cross-organizational and intercultur-
al experiences and networks

Both the Company and employees grow in 
an environment where individuals think and 
act autonomously

Supporting employee well-being by accom-
modating diverse work values

Fostering a workplace environment in which 
employees can achieve self-fulfillment while 
finding meaning in their work

Six strategic drivers to facilitate changes for the future

[1]Leadership

[2]Transcending 
boundaries

[4]Employee 
autonomy & support

[6]Worker 
friendliness

[5]Job fulfillment

[3]Specialty
Enhancing solution capabilities through coordi-
nation among human resources equipped with 
strengths in various fields of specialty

ROE (TSE standard) 

12%

GOP 1 trillion yen

OHR in the 40% range

Growth 
in core 

businesses

Creating 
next-gener-
ation growth 

drivers

Supporting Japan’s growth 
and the regional vitalization 
through sustained funding

Enhanced funds 
flow cycle by solid-
ifying the customer 

base

Building a stable income 
structure by diversifying 
income sources and 
strengthening recurring 
income

Growth of fee 
income through sus-
tainable expansion of 

solutions

Expanding the functions and 
capabilities needed for the 
future to broaden the scope 
of value we deliver

Diversifying income 
sources through the 
acquisition of new 

capabilities

Leveraging AI and other 
technologies to expand and deepen 
customer contact points through 
business process reengineering

Reform of customer 
contact points

Providing issue-solving 
solutions that address 
diversifying financial 
behaviors and values

Sophistication and 
diversification of 

solution proposals

Fostering a growth culture 
that encourages challenges 
and drives cross-
organizational co-creation

Mainstreaming 
co-creation and 

challenge

“Resonance” among 
the three pillars

Co-creation
Resonance between 

the Resona Group and 
external partners

Professional
Resonance among 
diverse specialties

Engagement
Resonance between 
employees and the 

Company
A

ctions to be taken based on individual drivers

Changes in proprietary indicators

Behavioral transformation and growth score

Issues to achieve our Goals

Realizing a virtuous 
cycle of promoting 

“value creation” and 
enhancing employee 
“well-being” which 

benefits both 
employees and the 

Company
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Human Resource Strategy

An Indicator System for Measuring the 
Progress of Behavioral Transformation 
and Growth and the Six Strategic Drivers

For “behavioral transformation and growth,” our priority 
theme, we have introduced a new indicator, the “Behav-

ioral transformation and growth score,” and will pursue in-
cremental improvement with a baseline of 52% achieved 
in fiscal year 2025 and a target of 65% by fiscal year 2028. 
In addition, for “Specialty” and “Employee autonomy & 
support,” we revised the indicator system from fiscal year 
2026. “Specialty” was reorganized into three categories 
to more clearly indicate how many people possess which 

types of specialty, while “Employee autonomy & support” 
was revised to the “ratio of people who have applied to in-
house job postings” in order to capture the broader range 
of applicants. These indicators are to be continuously 
monitored, and, taking into account various other human 
resource-related conditions, we will identify issues and re-
view measures to drive ongoing improvement.

*1. Of companies in the scope of consolidation, applicable to Resona Holdings, Resona Bank, Saitama Resona Bank, Kansai Mirai Bank, and Minato Bank, which are the principal operating companies *2. Includes people assigned overseas, seconded to external organizations, assigned secondment to certain intra-group organizations, 

and assigned external organizations meeting specified conditions. *3. Shows FY2025 actual under the revised indicator *4. LMS: Learning Management System; TMS: Talent Management System *5. As the target is set as “improvement,” a YoY figure is shown. *6. Average positive response rate to questions related to autonomy, a sense of 

ownership, and challenge mindset in the employee survey. The FY2025 figure is based on a brief survey (target: 443 people) conducted in December 2025.

Enhance the 
three pillars

C
o

-creatio
n

P
ro

fessio
nal

E
ng

ag
em

ent

Drivers Goals Initiatives Indicators and targets *1
Actual Targets

FY2022 FY2023 FY2024
FY2025

[ ] shows ratio to target
FY2030

Leadership
•  Push ahead further with diversity & inclusion to promote co-creation involv-

ing diverse human resources within and outside the Group
• Nurture and secure leaders with diverse value systems and experience

• Assistance programs aimed at empowering women
• �Empowerment of mid-career hires to fill key positions
• �Training for selected candidates and job rank-based training

Ratio of women line managers
Ratio of mid-career employees to 
the overall number of managers

31.4%

10.2%

32.8%

11.7%

34.4%

13.1%

36.3% [+3.3pt]

14.4% [+1.4pt]

40%

18%

Transcending 
boundaries

•  �Facilitate career building and networking that transcends organizational 
boundaries to help individual employees achieve personal growth and to 
enhance teamwork capabilities

•  �Empower employees to attain further growth in a way that goes beyond 
finance by allowing them to spontaneously gain experience in working 
with partners from different cultures

• �Dispatch employees to external training or second them 
to external entities

• �Employee secondment among Group companies
• �Alumni and referral recruitment

 �Ratio of mid-career employees to 
the number of newly appointed 
senior managers, including 
those who have been in different 
sectors *2

42% 44% 59% 66% [+6pt] 100%

Specialty

•  �Enable all employees to develop as professional human resources
•  �Enhance our solution capabilities through collaboration and coordina-

tion among human resources equipped with strengths in various fields 
of specialty

• �Step up investment in human resource development
• �Enhance the content of support programs for those seek-

ing to acquire skill certification
• �Nurture DX- and IT-related human resources

Number of human resources with highly 
specialized expertise 2,481 2,468 2,520 2,534 [(116)]

(FY2026 and after)
[1] Number of highly specialized human 
resources by course
[2] Number of human resources with consulting 
qualifications
[3] Number of human resources who have 
learned AI application skills

493 *3

7,026 *3

30 *3

630

7,500

1,500

Employee 
autonomy & 

support

•  �Fostering an organizational culture that encourages individuals who spon-
taneously think, learn and take on challenges

•  �Secure growth for both the Company and employees by providing an 
environment supportive of personal growth

• In-house job-posting system
• �Comprehensive career support system
• �Use LMS and TMS *4

 �Cumulative total number of individuals 
selected via in-house job postings 684 1,194 1,991 2,595 [+12]

(FY2026 and after)
Ratio of people who have applied to in-house 
job postings 10% *3 20%

A sense 
of job 

fulfillment

• ��Ensure that all Group workplaces allow employees to work with confidence 
and to express what makes them unique

• �Employees are able to understand the significance of their jobs in terms of 
contribution to the Company and society as a whole and achieve tangible 
personal growth and career fulfillment

• Entrenchment of the Purpose�
• Invigorate communications (via one-on-one meetings, 

etc.)
• �Improve wages

 �Ratio of positive responses in 
employee awareness surveys
(i) A sense of fulfillment in work
(ii) �Openness of workplace com-

munications

66%

79%

69%

80%

70%

81%

73% [+3pt] *5

80% [(1)pt] *5

Worker 
friendliness

• �Enable each employee to strike a work-life balance
• �At the Resona Group, each employee is assured of a workplace that will 

support their emotional and physical health over the long term

• �Workstyle reforms
• �Help employees engaged in child rearing or nursing care 

as well as those battling diseases, etc., strike a balance 
between work and private lives

• �Health management

 �Ratio of annual paid leave utilized 77.6% 83.1% 87.9% 86.9% [+1.9pt] 88%

Behavioral 
transformation 

and growth

• �Transition to a corporate culture of pursuing challenges and growth through 
improvements in employee autonomy, a sense of ownership, and ambi-
tions of individual employees

• �Target setting starting with Goals/Evaluation approach
• Building a system that encourages challenges
• Realizing dynamic wage system
• Strengthening management capabilities to drive corpo-

rate culture reform

Behavioral transformation and 
growth score *6

Value creatio
n

W
ell-b

eing

&

FY2028
Targets

65%

FY2027
Targets

60%

FY2026
Targets

55%

FY2025
Actual

52%
(tentative)



Value Creation Story Value Creation Initiatives
Mechanisms Supporting 

Value Creation
Financial / Non-Financial 

Information and Corporate Data

53Resona Group Integrated Report 2026

1	 Leadership

Structural Reforms of Management Platforms -  
Human Resource Strategy

FY2021 FY2022 FY2023 FY2024 FY2025

10.3%

9.5%

11.2%

10.2%

13.0%

11.7%

14.7%

13.1%

17.0%

14.4%

Ratio of Mid-Career Employees to 

the Overall Number of Managers

Ratio of Mid-Career Hires

Recruiting Mid-Career Hires

In order to secure specialist human resources and pro-
mote diversity & inclusion, we are focusing on recruiting 
mid-career hires. As a result, we have seen a steady in-
crease in both the ratio of mid-career hires and the ratio of 
mid-career employees to the overall number of managers.

Also, we are working to enhance training programs and 
exchange meetings for mid-career hires, enabling them to 
leverage their skills and experience accumulated at exter-
nal corporations to play active roles as leaders.

Mid-career hires are active across a wide range of ar-
eas, particularly in specialist fields at Head Office divisions, 
and the participation of such individuals with diverse back-
grounds not only promotes the overall diversity of the or-
ganization but also contributes to broadening the pool of 
future diverse leadership candidates.

   Nurturing Diverse Leaders

We are striving to secure a diverse portfolio of human resourc-
es who can serve as leaders and, to this end, nurturing candi-
dates with varying attributes in terms of, for example, gender, 
experience and age. These endeavors are aimed at facilitating a 
greater degree of entrenchment of D&I in our workforce and pro-
moting the co-creation and value creation among diverse human 
resources from within and outside the Group.

Specifically, we provide job rank-based training programs 
designed to help employees enhance their management and 
leadership skills as well as other training programs for select-
ed candidates. We also enable employees to work in tandem or 
interact with those with different cultures through secondment 
and external training. Moreover, we conduct 360-degree feed-
back sessions that provide multifaceted assessments aimed at 
improving employees’ self-awareness and updating their percep-
tion of their duties. In these ways, we offer a diverse range of 
training opportunities in a way that gives due consideration to 
each employee’s competencies and aptitudes.

Women’s Empowerment
In addition, our targets for the development and promotion 

of female leaders are included in our Materiality KPIs. We con-
sider women’s empowerment a matter of particular importance 
and therefore provide female workers with ongoing career devel-
opment assistance. Our specific initiatives to this end include a 
mentoring system through which female employees who have 
been newly appointed as senior managers are given appropriate 
support touching on aspects of their duties and emotional health. 
We also offer leadership training to foster our female employees’ 
career awareness. Furthermore, we introduced a trainee system 
designed to prepare them for the challenge of handling unfamiliar 
operations.

Today, a growing number of female employees are being pro-
moted to the post of group leader (GL), a position equivalent to 
that of deputy manager, to take on new missions. We hold a 
networking seminar for female Head Office GLs aimed at encour-
aging the nurturing of the closer peer connections necessary to 
ensure the smoother execution of tasks.

Looking ahead, we will implement these and other initiatives 
to create an organization that empowers diverse human resourc-
es including women to play key roles in an even broader range of 
fields as part of efforts to create new value.

Networking Seminar for Female 
Head Office GLs

We held a joint networking seminar for female Head Of-
fice employees who have just been promoted to the post 
of GL at four Group banks. This event was followed by 
an exchange meeting attended by presidents and officers 
from these banks. In this way, we helped participants build 
networks among them so that they can be better motivat-
ed to pursue, and develop keen awareness toward, career 
advancement.

Trainee Program for Developing 
Female Branch Managers

In preparation for promoting women for higher branch 
manager positions, we have established a trainee program 
for developing female branch managers. Targeting female 
employees who have built their careers primarily in depos-
its and foreign exchange operations, the program supports 
their acquisition of skills required at higher-tier branches 
through on-the-job training at large-scale branches and 
training conducted by the relevant business divisions.

[Ratio of Mid-Career Hires and the Ratio of Mid-Career 
Employees to the Overall Number of Managers]



Value Creation Story Value Creation Initiatives
Mechanisms Supporting 

Value Creation
Financial / Non-Financial 

Information and Corporate Data

54Resona Group Integrated Report 2026

Structural Reforms of Management Platforms -  
Human Resource Strategy

2	 Transcending Boundaries

Interaction between alumni 
and active employees

Resona 
Group

Business collaboration

Rehiring

Information exchange

Alumni 
(Ex-employees)

Networking and 
business 

partnerships
among alumni

FY2021 FY2022 FY2023 FY2024 FY2025

109

312

443

631

893

Professional growth 
that goes beyond the 
framework of finance

Share takeaways Share takeaways 
from boundary-from boundary-
transcending transcending 
learninglearning

Develop a stronger Develop a stronger 
drive to engage drive to engage 

in boundary-in boundary-
transcending learningtranscending learning

Participate in boundary-transcending learningParticipate in boundary-transcending learning

Alumni Network

The Group maintains an alumni recruitment system that 
allows former employees who have gained experience 
outside the organization to rejoin and play key roles in the 
workforce of the Group. In March 2024, in order to further 
enhance our relationships with alumni, we established the 
alumni network designed to allow two-way lines of com-
munication with former employees.

In these ways, we not only maintain a mechanism for 
alumni to rejoin the Group but also strive to cultivate di-
verse connections with them with the knowledge that they 
could one day become our customers or even business 
partners with whom we have transactional or collaborative 
relationships or alliances. Our aim in such endeavors is 
to ensure that Resona Group employees and former em-
ployees together achieve growth through the creation of 
a career network transcending organizational boundaries, 
with the aim of expanding our human capital, which will in 
turn support the co-creation of new value.

   Fostering Diverse Values and Networks through Cross-Cultural Experiences

Boundary-Transcending Programs

We aim to enable employees to acquire fresh perspectives 
and expand their openness to different cultures while helping 
them develop diverse interpersonal networks that promote 
co-creation. Accordingly, we offer them opportunities to gain 
experience that transcends the boundaries of the business 
units they belong to and interact with peers both within and 
outside the Group.

For example, we implement secondment programs that 
place employees in external corporations and government 
agencies or enroll them in university graduate schools in ad-
dition to conducting co-creation activities involving collabora-
tion between Resona Group employees and human resourc-
es from different sectors to help them gain experience in the 
development of new businesses. When determining where 
we will send an employee, we take into account that employ-
ee’s competencies and aptitudes.

Also, as part of efforts to assist employees in their pur-
suit of self-motivated learning, we introduced an in-house 
posting program that includes sending employees to exter-
nal business schools as well as boundary-transcending pro-
grams based on in-house postings. We annually enhance the 
boundary-transcending programs by means such as increas-
ing the lineup of dispatch destinations and are proactively 
providing opportunities for employees to put themselves for-
ward to interact with people from external corporations.

We also hold roundtable talks attended by individuals with 
boundary-transcending experience. These events enable 
those who have first-hand experience to communicate to 
their colleagues how and why transcending boundaries can 

be fascinating, the lessons they have learned and how the 
experience has contributed to personal growth. This, in turn, 
leads to a virtuous cycle of encouraging other employees to 
put themselves forward to take on new challenges. In addi-
tion to the effort of some newly appointed senior managers 
who are subject to an indicator and a target for the number of 
people who have experience transcending boundaries in the 
human resource strategy, we have seen steady growth in the 
representation of such individuals across the entire workforce. 
In this way, the Group is moving forward toward its vision. In 
addition, we allow Group companies to second more of their 
employees to one another. Through the robust exchange of 
human resources, we are giving employees opportunities to 
gain new experience and achieve personal growth even as 
we strengthen the integrated management of the Group.

[Creation through Co-Creation of New Value via the 
Alumni Network]

[Participants in External Training]

(persons by fiscal year)
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3	 Specialty

AI agent

In-house

Human resources to drive 
reforms utilizing generative AI

(Intensive training programs for selected candidates)

NTT Data runs generative AI 
training programs in collaboration 

with Microsoft and OpenAI

Expand generative AI 
skills across the board

FY2020 FY2021 FY2022 FY2024FY2023 FY2025

2.2

3.0
3.3

3.7

4.44.2

¥11.0 billion or more ¥12.3 billionPlan Actual

Nurturing DX-, IT-and AI-related 
Human Resources

For the Group to execute its digital strategies, it is es-
sential for individual employees, in addition to its pool of 
DX- and IT-related human resources, to leverage digital 
skills and AI in their daily operations, and channel that 
capability into value creation. To this end, in addition to 
improving employees’ DX literacy, data utilization and IT 
skills, we are also focusing on raising their practical capa-
bility in leveraging generative AI and systematically rolling 
out our “digital upskilling activities.” Specifically, in addition 
to implementing literacy improvement measures across 
the board, we offer participants in the selective “GenAI 
Academy” an integrated learning opportunity covering de-
sign and development of AI agent, review of business pro-
cesses, and project planning. We also step up initiatives to 
provide employees with opportunities for practical use of 
these skills in line with their operations through generative 
AI competitions, boot camps, and similar activities.

Going forward, we will leverage these initiatives to 
broaden the application of digital skills, including AI, and 
endeavor to realize value creation and improve our oper-
ations.

   Nurturing and Securing Professional Human Resources Capable of Addressing Diverse Issues

The Group is striving to nurture all employees to be-
come “professional human resources,” namely, individuals 
equipped with both strong “specialty” which enables the 
resolution of diverse issues customers are confronting, 
and with a “personal dedication” to enhancing custom-
ers’ happiness. To that end, we focus on helping employ-
ees enhance their strengths in their fields of specialty via 
on-the-job training (OJT) and other in-house and external 
training programs while promoting reskilling in step with 
the times. Currently, reskilling initiatives are under way to 
enable employees to obtain DX, SX and AML knowledge 
as well as to raise their practical capabilities to handle mat-
ters in these areas. These initiatives also involve holding 
seminars themed on generative AI and the introduction of 
a cutting-edge learning system.

Nurturing Human Resources with 
Highly Specialized Expertise

We are aware of the need to secure and nurture human 
resources with highly specialized expertise they need to 
offer in-depth consulting to customers seeking to solve 
increasingly diverse and complex issues. Based on this 
awareness, we have set a target of raising the number 
of such human resources to 3,000 by the end of fiscal 
year 2030 and have stepped up human resource-relat-
ed investment to this end. As a result, despite a decline 
in overall headcount reflecting the retirement of elderly 
employees, the number of human resources with highly 
specialized expertise increased year on year in fiscal year 
2025. This is attributable to recruiting an even greater 
number of specialist human resources, mainly mid-career 
hires, as well as our ongoing efforts such as enhancing 
our lineup of supportive systems designed to encourage 
employees to acquire certification requiring highly sophis-
ticated expertise. Also, the number of specialists has been 
growing steadily among employees 40 or younger. In fact, 
the proportion relative to total employees remains broadly 
at the same level. In addition, there has been a steady 
increase in the number of employees earmarked for in-
house specialist courses, further enhancing the robust 
pool of candidates who will potentially grow into human 
resources with highly specialized expertise.

FP 1st grade FP 2nd grade
SME manage-

ment consultant
Social insurance 
labor consultant

1,383 13,683 124 105

Real estate 
notary

Pension actuary IT passport exam
AML/CFT
standard

5,867 53 5,400 16,459

Item FY2023 FY2024 FY2025

Number of human resources 
with highly specialized expertise

2,468 2,520 2,534

40 or younger 670 687 697

Proportion in workforce 9.8% 10.0% 9.9%

Earmarked for in-house specialist 
courses

1,062 1,186 1,323

*1. Applicable to Resona Holdings, Resona Bank, Saitama Resona Bank, Kansai Mirai Bank, and Minato Bank *2. Actual investment amount + opportunity investment amount (personnel expenses related to participation 

in education and training programs)

[Number of Employees with Certification]

[Indicators Related to Human Resources with Highly 
Specialized Expertise *1]

[Funds Invested in Education and Training *2]

[Initiatives for Providing Generative AI Skills]

(Billions of yen)

(As of the end of March 2026)
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4	 Employee Autonomy & Support

FY2021 FY2022 FY2023 FY2024 FY2025

1,721

3,042

4,321

5,167

6,458

   Assisting Every Employee in Their Autonomous Pursuit of Career Development	

Comprehensive Career Support System

To encourage employees to autonomously pursue ca-
reer development, we instituted a comprehensive career 
support system in conjunction with the 2021 introduction 
of the multipath personnel system. This career support 
system aims to help employees navigate through various 
career development processes (learning about available 
career options, seeking consultation on career develop-
ment and taking action to realize career goals).

As part of Career College programs designed to ac-
commodate the needs of those who “want to learn about 
available career options,” we introduced dialogue sessions 
with employees who are thriving through the in-house 
job-posting system in FY2025. For employees who are 
“about to take action to realize their career goals,” we ex-
panded options available via in-house posting programs 
to support those willing to be seconded to external com-
panies or otherwise transcend boundaries. In these ways, 
we have upgraded, year by year, assistance measures for 
employees who autonomously take on challenges.

Empowering every employee to pursue autonomous 
career development and work with a sense of fulfillment 
is key to securing sustainable improvement in corporate 
value. We will continue to enhance the content of the ca-
reer development assistance available, provide even more 
abundant opportunities to take on new challenges, and 
otherwise step up efforts to empower our employees to 
realize their own career visions.

Comprehensive Career Support System

Provide Assistance to Every Employee in All Aspects of Career Development to Help Them Pursue Their Personal Career Goals

[Participants in Career College / Fair]
(Cumulative total of persons from April 2021)

The multipath personnel system offering diverse career peaks 
has been introduced to Kansai Mirai Bank and Minato Bank 

since FY2026

Want to learn about available career options Want to seek consultation on my career Want to realize my career goals

Videos show-
casing possible 

career paths

Career Guidebook Career College Support extended 
by business unit 

managers

Career Advisors Training sessions, 
seminars, etc.

Assistance for 
self-motivated 

learning

Training systems 
by course

Trainee system

Want to learn about available 

career options

Want to seek consultation on 

my career

• Held biannually, “Career College” programs * are designed to help employees learn about the various career options available to them. We 
introduced dialogue sessions with employees who are thriving through the in-house job-posting system in FY2025
* �Involving roundtable talks and workshop events held by more than 30 various departments within the Group to showcase tasks being 

handled at respective workplaces and communicate their attractiveness

• We provide career design training formulated to meet needs among employees in various age groups
• Also utilizing the newly introduced Talent Management System, business unit managers and other supervisors stand ready to provide support 

for employees in realizing their career aspirations
• All employees in supervisor positions undergo training to enhance their career counseling capabilities
• We established counseling desks linked to advisors with career consultant certification

Want to realize my career 

goals

• We have developed career course-based training systems and organized the means of acquiring the necessary skills and certification for 
each course

• Employees formulate their own skills development plans that they share with their supervisors and that will inform the progress of their career 
development initiatives thereafter

• We have also made available tools that support employees’ self-motivated learning efforts and have instituted systems such as a career 
challenge system and a trainee system, with employees allowed to autonomously select from among several options

What kind of 

career shall I 

aim for?

Want to realize 

my career goals

How can I 
strike a balance 

between life 
events and my 

career?

How can I de-

sign my second 

career?
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5	 Job Fulfillment

Apr. 2024Apr. 2023 Apr. 2025 Apr. 2026

75.0% 74.4%

78.7%79.1%

approx. 116,000 approx. 4,500,000

Number of posts 
commending colleagues

Number of likes attached 
to such posts

   Securing an Open-Minded Workplace Environment That Allows Employees to Thrive in Their Jobs while Discovering a Sense of Fulfillment in Work

Enabling Each Employee to Spontaneously 
Choose from among Career Options and Take 
on the Challenge of Career Development

The Group has secured an environment in which em-
ployees of all generations can thrive by supporting diverse 
human resources in their growth as professionals and 
self-fulfillment, providing evaluation and wage systems free 
from age-based constraints, and placing the right people 
in the right roles. Building on this foundation, and reflect-
ing recent changes in the operating environment including 
technological innovation and a declining working-age pop-
ulation, as well as the growing diversity of work values, we 
have revised our personnel system since fiscal year 2026, 
based on the two key concepts: “wages for employees 
must be commensurate with value created via their duties” 

and “accommodate diverse perspectives on work.”
Based on the multipath personnel system, we have revised 

our personnel framework to deliver satisfying wages for both 
generalists and specialists alike. At the same time, we are 
developing an even better working environment tailored to in-
dividual work values by providing more career and workstyle 
options to help employees thrive in their workplace where 
they can experience personal growth and job fulfillment.

Furthermore, we have introduced a system to provide 
employees with options regarding retirement age up to 
65 years old as well as a post-retirement re-employment 
system up to the age of 70. As such, we are improving 
working environment by means such as revising a part of 
the wage system for employees over 60 years old so that 
employees in diverse age groups can work actively.

Developing a Workplace 
Environment That Respects Diversity
Advocating for the Understanding of Diversity 
and Respect for Human Rights

Every year, we implement various training programs for all 
employees to facilitate deeper mutual understanding among 
employees and create an open-minded workplace environ-
ment. These programs handle such topics as ensuring re-
spect for human rights and countering unconscious biases, 
with the heads of each workplace unit serving as lecturers to 
help employees gain a deeper understanding of these top-
ics. We also distribute “human rights newsletters” while so-
liciting “human rights awareness slogans” from employees, 
with prizes being granted to those whose submissions are 
deemed excellent. Through these initiatives, we provide all 
employees with opportunities to think about human rights.

Invigorating Communications

We introduced one-on-one meetings to enrich dialogues 
between supervisors and their staff and to assist the latter 
in their autonomous pursuit of personal growth, and also 
endeavor to improve the quality of communication through 
training. Furthermore, since 2003 we have hosted town 

hall meetings in which members of top management and 
employees exchange direct opinions. These opportunities 
ensure that employees and management share the man-
agement ideas and direction, and to foster a sense of par-
ticipation in management while encouraging employees to 
gain new perspectives. In addition, we introduced the new 
communication tool “Mecha!” that encourages employees 
to commend and appreciate each other and foster an at-
mosphere that ensures psychological safety.

High Retention Rate (Within First 
Three Years of Employment)

The retention rate among employees within their first 
three years of joining the Group remains at a high level. Our 
effort to create an environment in which each employee 
can thrive while experiencing a sense of growth and Job 
fulfillment is also contributing to this strong retention rate.

01
Client relations/Lending and 
FX

12 Risk Management

02 Services 13 Finance

03 Business turnaround 14 Data scientist

04 Private banking 15 DX specialist

05 Corporate solutions 16  IT specialist

06 Management consulting 17 Facility management

07 Real estate 18 Legal affairs

08 Trust/Pension 19 AML/CFT specialist

09 Corporate planning 20 Auditing

10 Asset management 21 Global

11 Markets 22
Community consulting 
service *2

*1. In fiscal year 2026, the multipath personnel system has been extended to cover employees at Kansai Mirai Bank and Minato Bank in addition to Resona Bank, Saitama Resona Bank and some other Group companies. *2. Operated as a course unique to The Minato Bank *3. Used by employees at Kansai Mirai Bank, Minato 

Bank and their affiliates *4. The retention rate of employees as of three years of employment, in April of each fiscal year

[Retention Rate (Within First Three Years of 
Employment) *4]

[Concept of the Group’s New Personnel System]

[The 22 Courses Offered Under the Multipath 
Personnel System *1]

[Initiatives Undertaken over the Past Three Years 
Using Mecha! *3]

Wages for employees must 
be commensurate with value 

created via their duties

Accommodate diverse work 
values

NEW

NEW
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6	 Worker Friendliness

FY2024FY2023FY2021 FY2022 FY2025

4.0 days
2.9 days

14.2 days 14.8 days

18.9 days

100.2%97.0%100.8%98.2%

80.3%

   Developing an Environment in Which Employees Can Work with Confidence and Strike a Work-Life Balance while Promoting Health Management

Helping Employees Strike a Balance 
between Work and Family Duties

To support employees striving to strike a balance between 
work and child rearing, we maintain systems such as child-
care-related leave and shorter working hours for child rearing, 
as well as a reinstatement program. Through our efforts to 
provide support that exceeds statutory requirements and con-
stantly strive to raise the awareness of employees regarding the 
importance of striking a balance between work and child rear-
ing, the ratio of eligible male employees who have opted for pa-
ternal leave for child rearing has been improving and achieved 
100.2% in fiscal year 2025. From fiscal year 2026, the period of 
paid days of postnatal paternity leave has been increased to 28 
days, further encouraging men’s participation in child rearing.

In addition, from fiscal year 2026 we have introduced 
the “Heartful Fund,” which rewards employees who sup-
port colleagues on leave or working shorter hours through 
performance incentives and performance bonuses, there-
by fostering an environment in which employees taking 
leave or working shorter hours are able to make use of 
these systems without worrying about colleagues.

Health Management

For the Group to enable all employees to realize their full 
potential, it is essential to help them maintain and improve 
their emotional and physical health while creating a com-
fortable and hygienic workplace environment. Accordingly, 
in fiscal year 2023 we announced the Health Management 
Declaration, clarifying our intention to promote health man-
agement via concerted efforts involving the Company, the 
Health Insurance Association and employees. To inform 
our health management strategies, we have also created 
a strategy map illustrating connections among challeng-
es to be addressed via health management, the expected 
effects of health management and specific initiatives. Cur-
rently, we are verifying the effects of these initiatives by 
collecting various numerical data. Our initiatives have been 
certified under the 2026 Certified Health and Productivity 
Management Organization Recognition Program.

Countermeasures against Harassment

We deem it important to maintain a workplace free of 
harassment so that employees can stay emotionally and 
physically healthy as they work. Accordingly, we are up-
dating preemptive initiatives followed by establishment 
of the “Harassment Prevention Guidelines.” Specifically, 
we provide all employees with an e-learning program ti-
tled “harassment prevention training” to ensure they are 
well-versed in how to best prevent sexual harassment 
and power harassment. We also distribute periodic “Ha-
rassment Correspondence.” Moreover, we announced 
our “Customer Harassment Response Policy,” in line 
with which we take a firm, organization-spanning stance 
against acts that constitute customer harassment. In do-
ing so, we strive to create a workplace environment that 
allows employees to work free from anxiety.

Supporting Employees’ Financial Wellness

We also aim to help employees resolve anxieties re-
garding their finances and livelihoods and ensure an en-
vironment in which they can work at the Group over the 
long term free from anxieties, believing that doing so will 
contribute to both their well-being and higher productivi-
ty. Based on this belief, we have introduced the following 
systems to support their asset formation efforts and en-
courage them to appropriately utilize such systems, em-
powering them to gain robust financial literacy and otherwise 
supporting their asset management efforts.

*1. In accordance with the standard stipulated by the Ministry of Health, Labour and Welfare, the ratio of eligible male employees who have opted for cessation from work for child rearing represents the ratio of individuals who began taking leave to individuals whose spouses have given birth during the fiscal year subject to calcula-

tion. Accordingly, resulting figures may exceed 100%.

[Heartful Fund]

[Number of Average Days of Childcare Leave Utilized 
by Male Employees / Utilization Ratio *1]

Purpose of the fund Eligible recipients

To express the employer’s appre-
ciation to employees who support 
their colleagues on leave/taking 
time off or working shorter hours 
due to child rearing, caregiving, or 
other similar reasons

On leave/Time off

Shorter working  
hours

Support by 
colleagues

Health 
manage-

ment

Mental 
healthcare

Help 
employees 
raise their 

health 
literacy

Foster 
a sound 

workplace 
environ-

ment

Devel-
opment 
of the 

relevant 
structure

•	 We not only implement legally mandated periodic checkups but also 
provide comprehensive medical checkups at Company-designated 
healthcare facilities for employees in their 35th year, for those over 
40 in years when their age is an even number

•	 Conduct stress checks while providing interviews with industrial physicians 
based on findings from the collective analysis of stress check results

•	 Provide various training programs on self-care and line-care while conducting 
one-on-one meetings

•	 Host business school programs focused on various health-related 
topics and walking events by external lecturers

•	 Holding physical fitness measurement events for employees since 
fiscal year 2024

•	 Distribute monthly “health news” themed on sleeping, exercise 
habits, lifestyle diseases and other topics under the supervision of 
industrial physicians

•	 Each bank assigns staff specializing in industrial health and tasked with 
offering health-related support in addition to appointing industrial physicians. 
They provide health guidance and health education service when they visit 
each branch and office. They also work together with hygiene management 
officers at each branch and office to improve the environment to create 
worker friendly workplaces

•	 Smoking has been banned during working hours to promote employee health

•	 The officer in charge of the Human Resources Services serves as 
the promotion officer responsible for driving initiatives and installs a 
health management center within the Human Resources Services 
Department of each bank, building a cooperative promotion frame-
work across the Group

•	 Utilize a health management system

Asset forma-
tion support

Asset 
management 

support 
(education)

•	 Pension (corporate DB/DC + matching contribution)

•	 Employees shareholding association (ESOP trust and subsidies)

•	 Asset formation savings

•	 Implement sessions on various asset formation support mea-
sures as part of new recruit training

•	 Implement annual investment education for all employees 
(e-learning)

•	 Distribute an asset formation guidebook for employees
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Since its inauguration, the Group has promoted “di-
versity & inclusion” to empower all human resources to 
achieve success. To this end, our “Materiality KPIs,” which 
set targets for 2030, include targets for the empowerment 
and promotion of women.

The Group actively provides career development sup-
port to female employees, with the aim of supporting them 
in setting ever higher career goals. As a result, the ratio of 
women senior managers, along with the ratio of women 
line managers, has increased at a steady pace.

Although the ratio of female directors and executive offi-
cers at Resona Holdings has declined, the overall number 
of female directors and executive officers at the five core 
Group companies has increased from initial nine to thir-
teen. The gender wage gap within the Group is primarily 
attributable to the lower representation of women in senior 
positions. We are working to narrow this gap by nurturing 
and promoting female leaders.

Ratio of women *1 2023 2026
FY2030
targets

Directors and executive 
officers
(Resona Holdings)

10.7% 9.6%
30% or 
more

Senior managers
(5 Group companies *2)

13.4% 17.6%
20% or 
more

Line managers
(5 Group companies *2)

31.4% 36.3%
40% or 
more

Activities of the “Resona Diversity Council”
In order to reflect women’s perspectives in corporate manage-

ment, in 2005 we established the “Resona Women’s Council,” a 
women-only advisory body operating directly under top manage-
ment. The Council has provided top management with proposals 
on a variety of measures related to women’s empowerment and 
support for helping employees strike a balance between work and 
family duties. These proposals include those aimed at updating the 
workplace environment or instituting career development assis-
tance programs, and many have been adopted and implemented.

In recent years, the Council has come to include an 
increasing number of proposals that are not necessarily 
gender specific, and now the Council boasts a 3:7 male to 
female ratio. In 2026, the Council has been upgraded into 
the “Resona Diversity Council” and strives to deliver an ever 
more progressive approach in terms of diversity & inclusion.

Examples of Tangible Measures Developed Based on Proposals from the Council to Date

Mentoring 
system

A system in which female employees who are promoted to 
senior managers are assisted via mentoring by officers, branch 
managers and individuals other than their immediate supervisors

My Career 
Training

A training program designed to empower female employees 
to develop a stronger awareness of their ability to become 
candidates for senior managers

Introductory 
Parenting 
Seminar

A seminar that provides expectant mothers and their spouses 
with advice from their senior colleagues regarding such topics 
as how to strike a balance between work and child rearing

Roundtable Discussion among 15th 
Council Members (fiscal year 2025)

— Why did the Council decide on “Next-generation man-
agement human resources and workstyles: The key is di-
versity and visualization” and “Promoting the integration of 
the Group” as its proposal themes?
Tateishi: In our process to identify the issues, we shared the 
common perception that “there is no point unless we resolve 
the root causes,” which led us to focus on reviewing human 
resources and workstyles, and ultimately, we arrived at this 
theme.
Inoue: We concluded that a sense of integration across the 
Group is indispensable for maximizing customer value, and that 
the first step was to shift from an attitude of indifference to in-
terest. As we identified this issue, we decided on this theme, 
integration of the Group.
— What positive takeaways have you obtained and what 
struggles have you faced in the course of Council activities?

Konno: It was great to hear a wide variety of opinions from 
members across different companies. At the same time, some-
times differences in position and grade made it difficult to speak 
up, so we made an effort to encourage members to talk.
Yanagitani: Through discussions with members from differ-
ent positions and regions, I was exposed to new values and 
perspectives, and I realize that my horizons have broadened 
considerably.
— Please share other takeaways from Council activities, 
and how you make use of them going forward.
Yanagitani: I learned the step-by-step approach from issue 
analysis through to planning measures, and developed logi-
cal thinking skills. Also, I hope to make use of the experience 
gained through working with such a diverse group of members 
for my project planning work from here on.
Inoue: When I talked with the members, I realized how the per-
spectives in my own organization are biased. From now on, I will 
approach my work with a renewed and broader view.
— How did you find working in a mixed-gender group?
Tateishi: It was my first time working with a group with a ma-
jority of women, which was a really refreshing experience. En-
gaging with the views and ways of thinking of the women in the 
group gave me new insights, and I feel that this ultimately fed 
into the proposal we made to the Group as a whole.
Konno: I feel that because we could share diverse values and 
experiences, our discussions were more substantive.

*4 *5 *6 *6

*1. The ratio of female directors and executive officers as of April 1. The ratios of women senior managers and line managers as of March 31 *2. Sum of Resona Holdings, Resona Bank, Saitama Resona Bank, Kansai Mirai Bank, and Minato Bank. Kansai Mirai Financial Group was included until March 31, 2024.

*3. Sum of Resona Bank and Saitama Resona Bank *4. Resona Bank and Kansai Mirai Bank (Saitama Resona Bank and Minato Bank received “Eruboshi” certification.) *5. Resona Bank, Saitama Resona Bank, Kansai Mirai Bank, and Minato Bank. *6. Resona Holdings

2002
Renamed Resona Holdings

2003
Injection of public funds under the Deposit Insurance Act

2005
“Resona Women’s Council,” an advisory body operating directly under 
management, launched

2008
Revised the personnel system to ensure the 
same wage for the same work

2011
The Diversity Promotion Office established

2015
Repayment of public funds completed
Introduced a “smart staff” system
First female officer appointed

2022
HD “Nadeshiko Brand”

2014
Ratio of female line managers 
reached 20% *3

2018
Ratio of female line managers 
reached 25% *3

2021
Ratio of female line managers 
reached 30% *2

2026
Ratio of female line managers 
reached 35% *2

The ratio of female 
line managers has 
increased steadily

External Recognitions

Attendees
(From left)
Front row: 	Ms. Yanagitani, Kansai Mirai Bank

Ms. Konno, Resona Bank
Back row: 	Mr. Inoue, Minato Bank

Mr. Tateishi, Saitama Resona Bank
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