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NEC’s Human Capital Management
Transforming People and Culture to Foster Continuous Change 
Drive Future Growth

This presentation is an overview of NEC’s Human Capital Management focusing 
on updates since the last fiscal year. 
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・NEC is committed to creating the social values of safety, security, fairness 
and efficiency and to realizing a sustainable society where everyone has the chance to 
reach their full potential.
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Create social value by doing our best to keep changing
The 110,000 diverse employees align under the NEC Way, do our best to keep changing through the cycle of value creation and 
aim to realize our Purpose.

Technology / Business 
Innovation

Purpose

Social /
Customer Value Profit

with an uncompromising integrity

・To realize our Purpose, it is important that our 110,000 diverse employees 
align under the NEC Way and translate various innovations into social and 
customer value that creates a profitable cycle in return for the value provided.
・This is NEC’s management for sustainability.
・Integrity stands at the core of it all, including the NEC Way and the value 
creation cycle.
・Along with compliance, NEC places the greatest priority on always treating 
customers, society, and colleagues with sincerity. 
・Based on this, the ever-evolving NEC aims to continue drawing out the 
maximum potential of a diverse workforce.
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Promote Purpose-driven Management Clearly Linking Financial and Non-financial Issues
Environmental initiatives play a crucial role in both mitigating risks and creating opportunities. By leveraging our strong track 
record, we unlock new business opportunities and drive corporate value.

企業価値

NEC ESG Databook 2024

Opportunities

Risk Reduction and Opportunities

Corporate
Value

Growth
Rate

Capital
Costs

Free Cash Flows

Growth Materiality

Fundamental Materiality

E S G
Corporate Governance 
Aiming to Continuously Create Social 
Value and Maximize Corporate Value

Supply Chain Sustainability through 
Collaboration and Co-creation with Suppliers

Compliance as a Company That Creates 
Social Value

Environmental Action with a 
Particular Focus on Climate Change 
(Decarbonization)

Stress-free Communication with Low Environmental Impact

Transforming Society and Industry with the Power of Digital Technology

Living Freely in Our New Era of Healthcare and Life Science

A Society That Enables Well-being through the Digitalization of Government and Financial Institutions

Driving Carbon Neutrality for Our Customers and Society

Security to Maximize ICT Possibilities

Provision and Utilization of AI with 
Respect for Human Rights as the 
Highest Priority (AI and Human Rights）

Diverse Human Resource 
Development and Cultural 
Transformation

・This slide shows our approach to increasing corporate value and NEC’s 
materiality that has previously been introduced.
・NEC promotes management for sustainability by clearly linking financial and 
non-financial aspects from the perspectives of both risk and opportunity. 
・Within that, human capital management is positioned as an important theme 
transforming people and culture to draw out the maximum potential of each 
employee. Through these initiatives, we aim to generate free cash flow. 
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Strategy : 9% Annual average EBITDA growth rate

Purpose

With a purpose-oriented strategically and culturally integrated initiative, we are making steady 
progress toward the Mid-term Management Plan 2025 transforming into an organization that 
can continuously create value and generate profits.

FY 2025 Human Capital Management Key Theme

Achieve enhanced DX talent and talent mobility within the group

IT service business
• NEC BluStellar drives the growth of our IT business in Japan
• On track to achieve targets with ongoing revenue and profit growth, plus 

additional gains

Social infrastructure business
• Increased Aerospace and National Security (ANS) sales growth with 

increased national defense budget

DX talent acquisition
• Achieved the goal of 10,000 people in 3 years, 

goal adjusted upward to 12,000 people

Culture : 50% Engagement score

2021 2022 2023 2024 2025 2026

50

39
363525

FY 2025
actual value 42％

FY 2025 Human Capital Management Key Theme

Implement measures based on engagement score correlation

(FY)

・First, I would like to share our progress on the Mid-term Management Plan 
2025.
・We are making solid progress in our efforts in both strategy and culture. 
・In terms of strategy, NEC BluStellar is propelling IT growth in Japan, our social 
infrastructure business is also performing well due to an increase in Japan’s 
defense budget, and we have already reached our goal number for human 
resource acquisition related to our expanding DX initiatives. 
・Linked to strategy, along with enhanced DX talent, talent mobility within the 
group also made progress. 
・In terms of culture, the FY2025 actual value engagement score has grown 
three points to 42% over the year before. 
・Though this number has shown solid improvement, we still have issues that 
need to be resolved to reach an engagement score of 50%, which was put forth 
in the Mid-term Management Plan 2025.
・In the final year of the mid-term plan, we will select and focus on areas that 
are highly correlated to the engagement score to accelerate our efforts, which 
will be explained later.
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Stock and corporate value continue to climb,
market evaluations and expectations rise

*Index when the closing price on April 3, 2017 was 100

Nikkei average

NEC

Stock price index*

2020 2021 2022 2023 202420192018 (FY)2025

NEC Mid-term Management Plan 2020 NEC Mid-term Management Plan 2025

Japanese domestic 
average engagement

28%

• Start of Project RISE for
execution ability transformation

• Start of engagement survey

• Strengthening of mid-career hiring

• Establishment of NEC Life 
Career

• CEO Town Hall Meeting

• Transformation of 
people and culture 
RISE 2.0

• Deployment of RISE Fast

• Introduction of job-specific 
human resource system (for 
general managers and 
above)

19% 20%

25%

35% 36%
39%

42%

Engagement score

725 699

1,458

1,782
1,710

2,055

2,600

2,236

Adjusted 
operating income
(100 million yen)

(Forecast)

• Introduction of job-
specific human 
resource system 
(for all NEC employees)

・NEC previously experienced some difficult times, but since the start of the 
transformation of people and culture in 2018, we have been able to reshape our 
structure to continuously generate profits.
・In fiscal year 2025, NEC revised its performance forecast upward, and is now 
forecasting adjusted operating profit of 260 billion yen for the year.

・Stock prices and corporate value continue to increase, and coming into this 
year the aggregate market value exceeded four trillion yen. Expectations from 
the market are also on the rise. 
・The engagement score is also rising steadily in tandem with this, but the 
issue seems to be that this rate of increase is insufficient.
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To achieve our Purpose, we are enhancing our global competitiveness by advancing job-specific 
human resource management through the integration of strategy and culture

Enhancing the ability to execute strategy 
by realizing an optimal talent portfolio

Strategy

Toward achieving our Purpose

Job-specific human resource management
Design the organization to maximize performance, set the necessary jobs within that structure, and assign the right people to those jobs from within 

and outside the company beyond the boundaries of the country or organization.

Transformation of people and culture
to draw out the maximum potential of employees

Culture

Business and revenue growth / Enhanced global corporate competitiveness

Define the ideal employee profile based on business strategy/Implement a compensation system aligned with competitiveness and job 
importance/Establish a common framework across the group

・NEC seeks to be a company that can once again win on the global stage. 
・From a human capital perspective, strategically, we focus on achieving an 
optimal talent portfolio to enhance execution capabilities, while culturally, we 
recognize the importance of empowering each employee to fully utilize their 
strengths and find meaningful engagement in their work.
・To that end, we have fully launched job-specific human resource 
management at NEC starting this fiscal year.
・Today, I would like to discuss how job-specific human resource management 
has contributed to strategic execution and NEC's growth over the past year.
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Job-specific Human Resource 
Management and Strategy

First, I will discuss job-specific human resource management and strategy.
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• Expanded application of stock option compensation 
system

• NEC Growth Careers cross-group recruitment

• Introduction of a job-specific human resource system 
(for general managers and above)

• Hiring of new graduates through job matching
• Expansion of NEC Growth Careers
• Enhancement of talent development by job type

• Consolidation of the 
organization into larger 
units

• Establishment of NEC Life Career
• Introduction of a learning platform

The evolution of job-specific human resource management 
Implemented in stages, the foundation for job-specific human resource management is by and large complete. From April 2025, a 
common foundation, including compensation, will be deployed for 6 group companies. NEC will enact a system that assigns the right 
person in the right job at the right time.

Group-wide implementation of job-
based systemPersonnel system transformation (planned implementation of a system and framework)

Organizational transformation (shift to division management)

Practical phase

Implementation phase

2020 2021 2022 2023 20242019 2025 2026 2027 (FY)

Job-specific human resource management 
Expanded to 48 thousand ppl included in the group

• Introduction of a job-specific human resource system (for all NEC employees)
• Linkage of measures to jobs

• Strengthening of mid-career hiring
• Promotion of evaluation system transformation

• NEC Growth Careers
(Talent recruitment system transformation)

• Career program reform

・Since 2018, NEC has been preparing a job-specific foundation in stages.
・A division-based organizational shift started in 2022, and we have now 
entered the practical phase linking business and human resource strategies 
geared toward achieving division-based strategies. 
・To establish an even stronger foundation, we are planning further 
enhancements such as thorough implementation of the nine-block evaluation 
model and strengthening compensation competitiveness with measures such as 
a stock compensation system.
・This year we have continued to deploy the system in phases in each group 
company. From April 2025 a common foundation of a scale of 48 thousand 
people will be in place. The internal human resource recruitment system, NEC 
Growth Careers recruiting talent across the entire group will undergo a full-
scale deployment.
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Job-specific human resource management system overview

Job and grade system Performance management Competitive compensation system Human resources training by job

Establishment of the system foundation

Jobs linked
to business 

strategy

Organization Employees
Selecting each other

Career ownership

Increased specialty

Select the job
one wants to do

Hire competent 
talent

Increased profitability and productivity Improved engagement

Business and revenue growth/Enhanced global corporate competitiveness

Business strategy

Organization design and 
job clarification

・As explained last year, shifting to a job-specific human resource system is 
merely a method for NEC.
・The goal is to be able to respond rapidly to change and for continued success 
on the global stage. 
・Through job-specific human resource system, the company can strategically 
place the right people in the right roles at the right time, while employees 
achieve career autonomy. 
・It is important to deepen the mutual 'choose and be chosen' relationship 
between the company and its employees, fostering a cycle of growth for both 
parties.

10



© NEC Corporation 2025 11

First-year results : Accelerated placement of the right people in the right roles at the right time 
to support strategy execution

Hiring numbers: 270 people *Results for April 2024 to January 2025

Ownership of career formation through inter-group recruitmentNEC Growth Careers

Matching numbers: 351 people *Results for April 2024 to January 2025

Cross-organizational human resource 
supply and demand coordinationIndividual Matching

Participation numbers: 261 people *Results for April 2024 – January 2025

Accelerating the updating of skills and behavior transformation 

*AI career consultation is scheduled to be implemented from FY2026

Re-Skilling Program

Employees career ownership and 
support for experience-based learning

AI Career Consultation 
and Coaching

FY2025 results:
Of the 22,000 NEC employees

approx.5,000people were mobile

NEC employees

22,000ppl

686 mid-career hires662new graduate hires andIncludes

Internal systems were leveraged to promote mobility

・It has been a year since the job-specific human resource system underwent 
full-scale deployment.
・What I most want to communicate is that we are starting to see the job-
specific human resource management system geared toward strategy execution 
succeed due to flexibly assigning the right people to the right jobs at the right 
time. 
・In fiscal year 2025, of the 20,000 employees at NEC, 5,000 transferred within 
the company. 
・In addition to steady talent acquisition of new graduate and mid-career hires, 
the reskilling programs, structures, and mechanisms offered by the internal 
human resource recruitment system NEC Growth Careers and NEC Life Career, 
are functioning to place the optimal human resources in optimal positions. 
・Additionally, we have made progress in clarifying jobs and giving employees a 
sense of career ownership, and an increasing number of employees are taking 
the initiative in taking on new positions. 
・We are gradually seeing results. 
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389
people

Total
815
people
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ANS employee 
numbers
(people)

Social infrastructure business: Enhanced ANS resources
Achieved sales and revenue growth through resource enhancement based on business strategy and jobs.

Planned increase in employeesNGCStrategic transfers Career New graduate hires

2024 2025 2026

Achieved increased profit and revenue as a segment
boosted by growing ANS sales

Resource enhancementBusiness results trend and Mid-term Management Plan 2025 goal

2,761

4,000
3,700

0

500

1000

1500

2000

2500

3000

3500

4000

4500

ANS sales
(100 million yen)

2024 2025 2026

FY2023 to FY2026

Approx.1,200people

Personnel increase targetBreakdown of FY 2025
Strategic 
transfers 180Approx. ppl.

New graduate hires
(Planned start April 2025)

Results Expected Goal

NEC Growth
Careers 17 ppl.

Mid-career 
hires 160Approx. ppl.

126 ppl.

(FY)(FY)

・It is especially noteworthy to mention the enhancement of Aerospace 
and National Security (ANS) resources.
・Due to the increase in the national budget for defense, ANS sales grew 
to boost the social infrastructure business, and, as a segment, we are 
aiming for increased profit and revenue in the Mid-term Management 
Plan 2025.
・In connection with this, we are rapidly and reliably expanding job-
specific human resource system by shifting resources from low-profit 
businesses to ANS, matching, and mid-career hiring.
・We are planning for an increase of 1200 employees in the next four years. 
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Goal number of DX talent 
*Including acquired and trainingAcquisition

IT service
mid-career hires

IT service businesses: Acquisition of DX Talent 
Group-wide acceleration of acquisition of external human resources. The upwardly revised goal is to have a DX talent of 12,000 people by 
fiscal year 2026. 

• Through the implementation of job-specific human resource management, 
referral hiring, and direct sourcing, we have been able to acquire optimal 
human resources and assign them to optimal positions. 

• We will continue to enhance the acquisition of specialized human resources, 
such as project managers, who can immediately contribute upon hiring.

1,034
FY2025

ppl

Breakdown by group company

NEC
*IT service field

NEC
Solution Innovator

ABeam
Consulting

337 ppl

378 ppl

319 ppl

12,000ppl

2021 2022 2023 2024 2026 (FY)

Initial goal

10,000 ppl

7,609

5,000
5,874

10,376

FY2026 goal

・Next, let’s take a look at IT service businesses.
・Mid-career hiring in the field of IT services is going well, and we hired 1,034 
new people this fiscal year across the entire group. The expert human resources 
able to contribute immediately upon hiring that we have acquired have been 
assigned across the entire group, which includes NES and ABeam in addition to 
NEC. 
・Regarding the enhancement of DX talent, we had planned to acquire 10,000 
people in the field by fiscal year 2026, but we met that goal in fiscal year 2024. 
Currently, we are on track to reach our new goal of 12,000 people by fiscal year 
2026. 
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Data visualization

Granting of digital certification
to DX talent

Constant understanding of 
training status

Regular publication of DX talent 
numbers by organization

Training system establishment

Developed by NEC adding unique 
elements to the Ministry of Economy, 

Trade and Industry framework

DX fundamental knowledge
Mindset and culture transformation

Specialized programs

More than 200 types in 8 fields

Basic programs

DX talent design and definition 

Clarification of the 8 DX talent
and their requirements

Consultants

Service
designers

Architects

Agile engineers

DX talent

Data
scientists

Cloud-based
human resources

Biometric authentication 
and video analysis 
human resources

Cyber security
human resources

IT service businesses: Training DX Talent 
The establishment of frameworks and programs to continue producing high level DX talent 

97
FY 2025
IT service human resources 
retention rate %approx.

・In terms of training after talent is acquired, we are strengthening 
human resources by establishing frameworks and programs to a produce 
high-level workforce.

・First, we have divided human resources into a total of 8 categories 
including cloud-based, biometric authentication, video analysis, and cyber 
security. We have defined each category and clarified their requirements. 

・Based on that, we have systemized and established programs based on 
the Ministry of Economy, Trade and Industry’s framework with additional unique 
NEC elements.

・We are also promoting the visualization of the training status by constantly 
publishing DX talent numbers by organization on the management dashboard. 

・The human resources retention rate in the IT service fields is 97% 
demonstrating that we are steadily acquiring human resources who are actively 
contributing. 

14



© NEC Corporation 2025 15

NEC has announced the NEC BluStellar value creation model 
as a key driver for growth, actively led by a cross-company team

Digital Platform Business Unit

Cross-Industry 
Business Unit

DGDF 
Business Unit 

Public  Solutions
Business Unit

Enterprise 
BusinessUnit

Telecom Services 
Business Unit

Aerospace and 
National Security 

Business Unit

Consulting Products and Services Delivery Marketing

Business Promotion Department (newly established April 2024)

Approx. 34,000

Customers

Corporate

Global Innovation Business Unit (R&D)

ppl

Approx. 400 ppl

・Next I will discuss NEC BluStellar, which was launched in May of 2024.
・It is being positioned as a key driver leading the growth of the IT business in 
Japan.
・Accordingly, a specialized company-wide cross-functional organization has 
been newly established to take the lead in the robust promotion of NEC 
BluStellar. This organization works in collaboration with the central business 
lines integrating marketing, consulting, products and services, and delivery.
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NEC BluStellar Sales Composition Ratio

Consulting

NEC BluStellar’s main strategy: Shift toward highly profitable projects
Strengthening human resources in each field toward the expansion of consulting, AI, and security-related highly profitable projects

Implementation support services for each product are advancing the progress of increased profitability

226.1 billion yen
328.5 billion yen

FY2026 sales (goal)
FY2024 sales (standard)

Network

SAAS

IAAS

Security

Managed services
(IT outsourcing)

APP frameworks

EDGE

PAAS・AI

Consulting

IAAS

SAAS

Network

Security

EDGE

APP frameworks

PAAS・AI

Expanded ratio of highly 
profitable products 

Managed services
(IT outsourcing)

・NEC BluStellar is one of NEC’s highly profitable strengths enhancing human 
resources focusing mainly on AI, consulting, and security. On the following 
slides I will explain which specific points will be enhanced. 
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NEC’s strategic consulting strengths

Strengthening strategy consulting talent
Strategy consulting is integrated with data science to rapidly implement data-driven strategy proposals

• High added value proposals in concept formulation
• Enhancing skills and work efficiency for consultants

8,300 consultants in Japan and overseas

ABeam Consulting

AI consultants100
Utilizing data science expertise to formulate concepts for customers

 Long years of data science technology expertise 
to formulate data-driven concepts

Strategy consulting Data science

 The capability to swiftly transition into the implementation 
phase (service delivery) of digital strategic concepts 

FY2026

1,000 ppl

FY2024

700pplApprox. 

Acquisition and training of strategy consulting talent

 Integrating 100 data scientists to differentiate from 
other companies

・In the consulting field, the company is strengthening its human resources 
development by combining strategy consulting with data science.
・At NEC, 100 data scientists have joined the strategy consulting organization, 
and the company is differentiating itself from other companies as a data-driven 
consulting firm.
・ABeam has 8,300 consultants in Japan and abroad, and is a company that is 
ranked highly in student employment rankings, so it is able to continuously 
acquire excellent consulting talent.
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Generative AI talent training program: Generative AI SkillUP STUDIO

Strengthening AI talent
Program started in June 2024 with the goal of training 1,000 people in generative AI

450* students have taken the course in 5 months, and the number is expected to expand to 1,000 in the future *unique number

Adding skills related to 
generative AI

Generative AI
Sales reps

• Proposal activities
• Customer success

Generative AI
Consultants

Generative AI
Coordinators

Generative AI
Experts

Generative AI
Engineers

Sales

Consulting

Systems 
Engineering

Services

• Formulating strategies for using generative AI
• Studying generative AI use cases

• Promoting the generative AI project
• Project Management Office (PMO)

• Introducing AI agents and LLM (preparing prompts)
• Index maintenance (RAG: Retrieval-augmented generation)

• Defining requirements
• Constructing and operating generative AI systems

・Next, the field of AI.
・Regarding generative AI in particular, the market is changing rapidly, and 
generative AI talent must be developed in a very short period of time. So, we 
have launched the Generative AI SkillUP STUDIO.
・We want to rapidly increase the amount of generative AI talent who can 
support the entire lifecycle of a client’s digital transformation, or DX, from 
acquiring the project to consulting and delivery. Programs for five different 
types of talent have been created, and 450 people took part between when it 
started in June and October.
・This program is expected to expand to 1000 graduates in the future.
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Training

NEC Security, Ltd.BluStellar

Strengthening security talent
NEC is developing a group of experts to be the best in Japan, including those with internationally recognized CISSP qualifications and extracting security issues 
are from data to provide international support for the safety and security of our customers from both the technical and management perspectives.

The core of BluStellar business is leveraging 
security strengths to provide high added value.

• Strengthening the security skills of on-site systems engineers
• Visualization of the deployment status of skilled security talent

NEC’s knowledge and know-how are integrated to respond to 
a  wide range of needs, from traditional SOC* business to the 

field of security.

• Redefining talent and strengthening resources based on white hat hacker 
certification and security clearances to expand in the government sectors 
and global markets

*Security Operation Center

RotationsTalent shift

UP
Skilling Security by Design 

specialist program*

Deploy

Improve

Personnel exchanges/
Joint research

Ministry of Economy, Trade and Industry / 
Cabinet Cyber Security Center / …

Security Department / Business 
Department / …Educational programme Top security talent

Talent who improve 
implementation effectiveness

…

Business 
division

Affiliated 
companies

…

CISSP 540ppl
RISS 800ppl
…

Exchange

*NEC’s training program enables you to correctly recognize the importance of security measures and accurately convey their necessity

・In the security domain, NEC is shifting personnel from business divisions and 
group companies, and is developing and training security personnel through a 
program to strengthen security personnel
・NEC is working to strengthen its human resources through measures 
such as rotation between specialized organizations and business divisions 
and group companies, and recruiting top-level students.
・In terms of training, the number of employees who have passed the 
CISSP (Certified Information Systems Security Professional) exam, an 
internationally recognized qualification, has exceeded 540 in total as of 
fiscal 2025, making NEC one of the top Japanese companies in terms of 
the number of employees with this qualification.
・Fuchigami, the CISO, is a certified instructor and is responsible for 
training personnel, which is one of the company's strengths
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IT service businessSocial infrastructure business

Strategy | Key Areas

Job-specific human resource management 
to realize an optimal talent portfolio tailored to the characteristics of each business segment

Job-specific Human Resource Management 

Accelerate the performance of growth businesses with
the right people in the right place at the right time

Build the optimal talent portfolio to enhance capability to carry out strategy

Strategy

+1,200ANS talent Target

By FY2026

*NEC, NEC Solution innovators, and ABeam

Acquire, develop, and utilize DX talent

Shared talent base to strengthen talent in consulting, AI, and security

+815
Cumulative total for FY2023 to 2025 

+12,000DX talent Target

By FY2026

+1,034
Total in FY2025

・One year has passed since the full-scale rollout of job-specific human 
resource management. 
・The dynamic mobilization of human resources in alignment with our business 
strategies has enabled NEC to grow into a flexible organization that can adapt 
to change. 
・As mentioned earlier, the headcount of ANS talent is being increased by 1200, 
and in the IT service field, DX talent is being increased by 12,000.
・BluStellar is taking definitive action to strengthen its AI, consulting, and 
security talent.
・In NEC’s 2025 mid-term plan, in line with the circumstances and 
characteristics of each business and with Job-specific human resource 
management as a foundation, we will build the optimal talent portfolio and 
enhance our abilities to carry out strategies.
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Culture

・Next, I will talk about cultural aspects, focusing on changes from last year.
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Say, Stay, and Strive, the three key outcomes that measure employee engagement
Stay and Strive are concerns

To increase the scores for Say and Strive

42％
Speak positively about

the organization to others

Strong desire to stay
with the organization

Motivated to extra effort 
than what is required

Say

Stay

Strive

FY2025 actual values

*Scores are calculated from the answers to two questions in each of the three categories.

Employee engagement scores

FY2026 target 50％

・Of the three key outcomes that measure employee engagement, the NEC 
Group has a high score for Stay but must improve its scores for Say and Strive 
to achieve an engagement score of 50%.
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Evaluation, compensation,
appointment, and career
Correlation with the Say and Strive scores

Enhance communication to better integrate our 
strategy throughout the organization 

Culture｜Key Areas

Focus on boosting Say and Strive scores to build a culture where employees can take pride in 
their work and are actively engaged in their roles.

Dissemination of company-wide policy
and strategy

Correlation with the Say and Strive scores

Alignment with and 
practice of the NEC Way

0.60*

Clarification of strategic 
direction by management

0.64*

Fairness in evaluation

0.65*

Career development

0.64*

Appropriate talent 
placement

0.63*

Foster proactive learning 
and career development

* Based on correlation analysis with engagement scores

Ensure fair evaluations 
and offer competitive 

compensation

・ Last year we identified three key focus areas “dissemination of company-
wide policy and strategy,” “evaluation, compensation, appointment, and career,” 
and “workstyle and mental/physical conditions.” This year, we are prioritizing 
the first two—”dissemination of company-wide policy and strategy,” and 
“evaluation compensation, appointment, and career”—as they strongly correlate 
with our Say and Strive scores. Our goal is to achieve a 50% engagement score.
・ We're committed to building a culture where employees truly connect with 
our company's policies and strategies. We want them to take charge of their 
own learning and career growth, and feel free to bring their authentic selves to 
their roles, knowing they'll be evaluated fairly.
・To reach these goals, we're focusing on enhancing communication to better 
integrate our strategy throughout the organization. We're also implementing 
initiatives aimed at fostering proactive learning and career growth, as well as 
ensuring fair evaluations, appointments, and competitive compensation 
structures.
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Approach to the key areas

We're combining top-down and bottom-up approaches to help employees internalize our strategies, 
fostering an environment where they feel excited and empowered to act independently.

Board 
members

Managing
directors

General 
managers

Directors

Members

T
o

p
-d

o
w

n

B
o

tt
o

m
-u

p• Enhance communication from 
executives and general managers
- Hosting information sharing and dialogue sessions by 

each executive and general manager

• Play Book development
- Template for strategy formulation and common company-

wide penetration

• Skip-Level meeting
- Dialogue beyond the levels of management 

and directors 

• Promotion of career ownership
- Career design workshops
- Expansion and activation of NEC Growth Careers across 

group companies

• Creation of opportunities for young 
people to act independently
- Reverse mentoring
- Activities performed voluntarily by young people

• Workplace-based transformation 
activities

•

- RISE Fast

Enhance communication to better 
integrate our strategy throughout 

the organization 

Foster proactive learning 
and career development

Foster proactive learning and 
career development

Ensure fair evaluations and 
offer competitive 

compensation

Enhance communication to 
better integrate our strategy 
throughout the organization 

・The key aspect is our combined top-down, bottom-up approach. 
・The top-down approach enhances the communication of messages from the 
CEO, executives, and general managers and fosters an environment for 
communication with employees, such as THM. 
・Additionally, regarding strategy formulation, which is the starting point, we 
are developing a common, company-wide PlayBook template for strategy 
formulation as part of an effort to enhance division management, and we will 
augment communication in each division based on this going forward. 
・For the director-level, who are key players in strategy execution, we are 
planning diverse approaches, such as implementing skip-level management 
meetings to encourage dialogue with management. 
・In terms of bottom-up, NEC Life Career and the internal human resource 
recruitment system, NEC Growth Careers are the foundation for enhancing the 
promotion of career ownership, workplace-based transformation activities, and 
other opportunities for employees to take the lead in learning and taking on 
challenges.
・Our aim in enabling both of these functions is for our workforce to take 
ownership over strategy and increase the number of employees who are able to 
think and act independently. 
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Understanding the NEC Way and putting it into practice
Continuously conducting NEC Way Sessions to foster sympathy with the NEC Way and deepening understanding of the NEC 
Way and its relevance to each organization and putting it into practice.

0% 20% 40% 60% 80% 100%

Division manager

Department
manager

Group manager

Member

I felt that it is possible to achieve the future I want to create 
through my team’s activities. 

How Purpose and strategy are connected to work and 
fostering an image of achievement and expectations for the 
future among those in the member level. 

NEC Way session survey

NEC Way Day

Q.

Strongly agree Agree Somewhat agree

Somewhat disagree Disagree Strongly disagree

Issues

We hold a company-wide event that includes global offices annually on our foundation day 
to deepen understanding of our Purpose and the NEC Way, The event aims to achieve 
company-wide penetration of our policies and strategies. 

NEC Way Session
Sessions based on the content communicated at NEC Way Day are held in team units across 
the company to think about where the aspirations of the NEC Way intersect with our team 
and individual aspirations.

Foster proactive learning and 
career development

Enhance communication to 
better integrate our strategy 
throughout the organization 

Ensure fair evaluations and 
offer competitive 

compensation

・Here I would like to introduce our initiative to enhance the penetration and 
communication of strategies. 
・First, I’ll discuss promoting sympathizing with the NEC Way and putting it into 
practice.
・Based on the company-wide event annually held on our foundation day to 
deepen understanding of the NEC Way, NEC Way sessions are being held in 
each team. 
・In fiscal year, 2025, sessions were held to look at where the aspirations of the 
NEC Way and those of the team and individuals intersected. 
・The group manager class and above gave positive feedback that this has led 
to communication penetrating the company’s vision throughout the team. 
However, among those in the member level, it has become apparent that there 
are issues in linking Purpose and work and with expectations for the future. We 
plan on tackling those issues this fiscal year. 
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Skip-Level meeting of executives and directors

• Direct dialogues between executives and directors have led to understanding of the background and essence of policies and 
measures among directors.

• Reconfirmed awareness of their role leading teams in making changes starting with themselves.
• Continuously holding these meetings has led to further behavioral transformation geared toward enhancing execution capabilities.

With the goal of deepening understanding of company-wide policies and strategies and creating 
opportunities for a sense of ownership and behavior transformation, conversations with approximately 

1,500 NEC directors are held on the themes on the past and present status of NEC’s transformation.

Skip-Level meetings
Enhancing narrative communication from executives with directors at NEC, who are key actors in executing strategy. 

Board 
members

Managing 
directors

General 
managers

Directors

Members

Effect

Foster proactive learning and 
career development

Enhance communication to 
better integrate our strategy 
throughout the organization 

Ensure fair evaluations and 
offer competitive 

compensation

・This is another initiative to enhance penetration and communication of 
company strategies.
・Conversations are held between board members and 1,500 NEC directors, 
who are instrumental in executing strategies.
・The goal is to foster understanding of company-wide strategies and policies 
and to provide opportunities that create a sense of ownership and bring about 
behavioral transformation.
・Each session was attended by 20-100 people, and it became a meaningful 
place where mutual understanding deepened
・Many directors are taking action with the motivation to “become the starting 
point and bring about change” in order to strengthen their ability to execute, 
through direct dialogue with executives.
・A total of 31 sessions were held, and I myself spoke at 8 of them, and I felt 
that “NEC has really changed”. The distance between management and the 
front line is definitely shrinking.
・We will continue to increase opportunities in the future.
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Until year 5
Taking on new work

From year 1 
Knowing work processes and frameworks

From year 2
Improving skills through practical 

experience
• Inventory skills, and consider future careers
• Taking on the challenge of new work, and accelerating 

growth
• Fostering a mindset to take the initiative in taking on 

challenges and produce results
• Learning and demonstrating leadership

• Knowing the NEC group’s diverse jobs and opportunities to 
take on challenges

Creating more opportunities for young people 
to learn and take on challenges
Aiming to create a culture where young people take the initiative to make change and raise each other up, leading to the 
growth of both individuals and the organization. 

Reverse mentoring
(for executives)

Career talks
Career Ownership

Program CDW* for Job Crafting
*Career Design Workshop

RISE Fast
for Early Career Young people’s voluntary activities

CDW for Discovering Your Skills

Candidate system initiative

Brother/Sister system NEC Growth Careers (*From FY2026 deployed throughout 6 companies included among group companies and a total of 48,000 people)

Career consultations and coaching using AI
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RISE Fast Change Facilitator

Enhance communication to 
better integrate our strategy 
throughout the organization 

Foster proactive learning and 
career development

Ensure fair evaluations and 
offer competitive 

compensation

・Next, I will discuss proactive learning and career development.
・We are strengthening our initiatives geared toward younger employees, who 
comparatively have a lower engagement score, and we have organized a road 
map to foster opportunities for learning and taking on challenges. 
・We are training them to get into the habit of initiating change on their own 
while they are young and encouraging them to stimulate and lift each other up, 
which leads to the growth of both individuals and the organization. 
・We have organized programs ranging from voluntary to compulsory. 

・NEC Growth Careers, which facilitates proactive career development among 
employees, will be expanded to group companies in fiscal year 2026 in 
alignment with the full-scale implementation of the Job-specific human 
resource management system at major group companies. Inter-group 
recruitment has already begun enabling employees to choose their own careers 
from across the entire NEC group.
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Year 1: Reverse mentoring session Year 2: RISE Fast for Early Career

Creating more opportunities for young people to learn 
and take on challenges: Illustrative case
Opportunities to put transformation into practice are given to new graduates in their first and second years of work, leading to
enhanced problem-solving skills and making adaptation to continuous change a habit.

The RISE Fast process is applied to the traditional training for 2nd year employees 
aiming to enhance problem-solving skills through the standardization of 

framework language and to foster learning and a flat organizational culture 
through collaboration with others.

PLANNING MEETING FOLLOW-UP

Idea sessions
＆

Report-out
sessions

Results and 
confirmation 

of embedment
＆

Recognition

Issue definition
＆

Team organization

Issue definition and team 
organization

Formulating solutions and decision-making Solution execution and 
assessment

Fast, with a goal of within 90 days! 

The employee transformation promotion program 
develops into 2nd year training

New hires take on the challenge of developing an application while taking the lead 
and mentoring with the goals of “taking on challenges and company transformation” 

and “transforming the mindset of executives and management.” 

Executives learn from newly-hired employees

Enhance communication to 
better integrate our strategy 
throughout the organization 

Foster proactive learning and 
career development

Ensure fair evaluations and 
offer competitive 

compensation

・Please allow me to introduce some specific initiatives. 
・On the left is reverse mentoring that we held this year for newly hired 
employees. 
・This is a candidate-system program where new graduate employees 
use DX to solve executive issues and develop apps.

・On the right is the RISE Fast for Early Career program, which is a required 
training program that started this year aimed at 2nd year employees.
・RISE Fast draws out leadership skills in employees in addition to helping them 
acquire problem-solving and transformational leadership skills using NEC-style 
problem-solving methods.
・This process was applied to the 500 employees in their second year 
who were hired as new graduates as they worked with the managers of 
their organizations to take on the challenge of resolving organizational 
issues. 
・This program gives them the opportunity to put transformation into 
practice from the initial stage of their careers and has developed into 
various opportunities for young employees to take on challenges.
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Compensation system supporting strategic 
and cultural initiatives (1/3)
The establishment a competitive compensation system based on the market value of jobs and treatment based on performance

NEC Group Compensation Policy

Pay for
Performance

Differentiated treatment based on individual
contributions and achievements with respect to 

expected roles. 

Pay for Job

Compensation standards and structure based on 
appropriately assigned job grades and the well-

defined work content and responsibility that 
entails. 

Market-Competitive 
Compensation 

Market competitive compensation standards 
and structure to be chosen as a workplace by 

the talent we need. 

Ensure fair evaluations and 
offer competitive 

compensation

Foster proactive learning and 
career development

Enhance communication to 
better integrate our strategy 
throughout the organization 

・Finally, I would like to discuss compensation and job assignments.
・First, I will explain the NEC group’s compensation concept.
・Our compensation policy has three aspects (1) Pay for Performance, (2) Pay 
for Job and (3) Market-Competitive Compensation. Its basic premise is to offer 
market-competitive treatment adjusted to contributions and achievements 
against the background of an individual’s expected role. 
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Compensation system supporting strategic 
and cultural initiatives (2/3)

Strategy

Achieving a highly competitive compensation system that supports the strategic execution of acquiring, 
assigning, and promoting optimal talent. 

Substantial compensation increase 
that includes stock options for 
strategic positions

Augmented investment in the younger 
generation of future leadership geared 
toward continuous growth

Utilization of elder generation 
employees with experience backed 
by profound expertise

Ensure fair evaluations and 
offer competitive 

compensation

Foster proactive learning and 
career development

Enhance communication to 
better integrate our strategy 
throughout the organization 

・Based on this concept, first from a strategic standpoint, we are achieving a 
compensation system that is highly competitive in the job market to support the 
acquisition, assignment, and appointment of the superior talent required to 
execute strategies.
・Allow me to introduce the most recent specific initiatives.
・The first is an increase in compensation that includes stock options for 
strategic positions. 
・The second is augmented investment in the younger generation, who are the 
future leaders of the NEC group. 
At last week’s spring negotiations with the labor union, we agreed to the full 
amount that the union demanded wages be raised by. In order to enhance our 
competitiveness in hiring, we also agreed to the full amount of 294,000 yen as 
the initial salary for fresh university graduate hires. Additionally, to keep the 
performance of our younger generation of employees highly motivated, we are 
going to raise the compensation standard of a certain number of the roughly 
9,000 employees in the younger generation who joined the company as new 
graduates. 
・Finally, we are going to make effective use of the profound expertise of our 
more senior employees. We are also going to raise the compensation standards 
for the approximately 6,600 elder generation employees based on the system of 
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Pay for Performance, Pay for Jobs. 
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Culture

NEC Group Stock Compensation Plan

*Trademark registration pending

Sharing the common values that the NEC Group values with our employees and aiming to improve our corporate value 
over the medium to long term as a united team.

• Plan to strategically grant stock-based compensation to more than 6,000 employees who are expected to make significant contributions to the company over the medium to long term.
• Begin granting stock-based compensation to approximately 400 employees in strategic positions from FY2026.
• Plan to grant company shares free of charge to approximately 60,000 employees through an employee shareholding association, along with the next medium-term plan (FY2027).

NEC Value Shares*

Compensation system supporting strategic 
and cultural initiatives (3/3)

Ensure fair evaluations and 
offer competitive 

compensation

Foster proactive learning and 
career development

Enhance communication to 
better integrate our strategy 
throughout the organization 

Creating a culture in which all group employees work together to improve corporate value:
Introduction of a stock-based compensation system

・In terms of culture, a new stock-based compensation system called NEC 
Value Shares will be introduced.
・This system will enable the NEC to share its common values with employees, 
and by bringing together all group employees, it will aim to improve corporate 
value through measures such as raising awareness of the company's 
performance and stock price.
・Specifically, we plan to grant stock-based compensation that is not linked to 
performance to more than 6,000 employees, including employees of group 
companies, who are expected to make a significant contribution to the company 
over the medium to long term.
・Prior to this, a stock-based compensation system will be introduced for 
around 400 employees, mainly in strategic positions such as general managers, 
from FY2026.
・Furthermore, the employee shareholding system will be expanded, and from 
FY 2027, when the next medium-term plan starts, in addition to the fixed 
percentage incentive that has been granted to participating employees, the 
company plans to grant its own shares free of charge to around 60,000 
employees of NEC and some group companies.

・In this way, we plan to develop a compensation system that will maximize the 
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potential of all employees, from young to senior, and enable the NEC Group to 
grow over the medium to long term.
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Performance management: Evaluations and appointments
Appropriate evaluations of talented and motivated human resources regardless of other attributes, providing positions where 
employees can demonstrate their abilities to their maximum potential. 

Evaluations Appointment

Satisfying evaluations with the nine-
block model

Performance
Low High

High

Va
lu

e

Mismatch

Best

Needs 
Improve-

ment 

Needs improvement

Excellent

ExcellentBackbone of the organization

Promoting appropriate feedback and improvement in alignment 
with employees’ current position in terms of their annual 

performance and application of the NEC Way.

Human resources uninfluenced 
by age or other attributes

Regardless of attributes such as age, gender, or nationality, superior talent is assigned to 
positions where they can demonstrate their performance to their full potential.

FY 2025 Male to female ratio of newly appointed managers 

Male Female69 31% %
* FY 2024 Male72％ Femal28%

Youngest person 
promoted to management

* FY 2024 31 years old 

The proportion of new managers 
under the age of 34 in the total

* FY 2024 6％

FY 2025 9%27years oldFY 2025

Ensure fair evaluations and 
offer competitive 

compensation

Foster proactive learning and 
career development

Enhance communication to 
better integrate our strategy 
throughout the organization 

・Next, I will discuss evaluations and appointments
・With the shift Job-specific human resource management, talented and 
motivated human resources are being offered and appointed to positions where 
they can play more active roles and demonstrate their abilities regardless of 
attributes such as age, company history, gender, or nationality.
・Evaluations are based on the nine-block evaluation model.
・Starting with the appointment of our first manager in their 20s, we are seeing 
younger people being promoted to management.
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Activities by diverse talent
It is important to create an attractive image of a leader and to develop and promote people accordingly
Regardless of age, gender or other attributes, the job-specific human resource management promotes people with the ability 
and motivation

Manami Kitamura
Director, GX Business Development 
Department
Lead the business development team in 
the area of climate change adaptation

Saki Nagaki
Director, Generative AI Business 
Development Department
Lead the strategy development team for the 
generative AI business

Martin GreweldingerTina Whitley
Corporate Senior Vice President.
CEO, NEC Software Solutions UK, 
Ltd. 

Corporate Senior Vice President 
CEO, Avaloq Group 

Daichi Iwata
CEO, Painter, ltd.
Lead new business development and 
related human resource development

・We aim to foster a culture where diverse talent can definitively take on 
active roles, and we leverage our various strengths and characteristics to 
elevate our organization with our ability to continue changing, to create an 
NEC Group that is successful on the global stage. 
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Summary
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Transformation of people and culture for 
a highly engaged work environment

Evaluation, compensation, appointment, careers

Purpose-based human capital management strategy and moving toward the growth phase

Achieving an optimal talent portfolio to increase 
our strategy execution capabilities

Strategy

Realizing our Purpose

job-specific Human Resources Management
Designing an organization that maximizes performance, setting up the jobs needed to achieve that, and assigning the right talent to those jobs from within and outside the company 

beyond the borders of country or organization.

Culture

Integrated strategic and cultural initiatives for business and revenue growth and enhanced global corporate competitiveness

IT service businessesSocial infrastructure businesses

The right people for the right jobs 
at the right time to expand our 

growth businesses

Training and acquisition of 
DX talent

Enhanced AI, consulting, and security personnel 
as a common human resources foundation

Company-wide policies 
and strategy penetration

Enhanced strategy 
penetration

communication

Proactive learning and
career development

Fair evaluations 
and appointments 

with highly 
market-competitive 

compensation

・Due to the diligent and continuous efforts to transform people and culture, 
NEC is finally standing on the starting line as a standard company that can 
continuously generate profits.
・Now, we are shifting gears to accelerate our growth so that we can continue 
succeeding on the global stage. It is people who underpin that effort, and to that 
end, it is key that job-specific human resources management functions as a 
foundation. 
・We are aiming to realize our Purpose by linking strategies and maximizing the 
capabilities of our people and organizations while responding to change. 
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U n c h a n g i n g l y  c o n t i n u i n g  t o  c h a n g e

・It is important that our commitment to continue to change remains 
unchanged without stopping our transformation process.
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