
2030 GOAL

Realize a society where everyone can have
control over their own career

The Vision SIIF Aims to Achieve in the Field of Gender Pay Gap



Why Is the Gender Pay Gap a Problem?
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COLLECTIVELY LEADS TO GENDER GAPS

Economic 
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 (ranked 112)*

Gender Pay Gap

Political 
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Structure of the Gender Pay Gap in Japan
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Behavior / cognitive development
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EXISTENCE OF UNCONSCIOUS BIAS

Social Welfare

Work environment

*The World Economic Forum, Gender Gap Index 2025
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Socio-cultural factors



Incentives that encourage 
working within a certain income 

threshold

Fixed gender role 
perceptions

Increased
tendency to choose 

non-regular 
employment

Inability to form
a career image

or gain 
self-confidence

Cannot
experience 

accomplishment

Imbalance in 
household and 

childcare 
responsibilities

Choosing
low paid/low skill 

jobs

Employee 
performance 

evaluation methods

Japanese  
 employment-style*2

Traditional
　business models *1

GOVERNMENT SYSTEMS
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gender-based
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Loop
that prevents
escape from
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service to
the company

Loop that makes
organizational
transformation

unlikely

Correlation Diagram of the Gender Pay Gap in Japan

*1: Traditional business models refer to Japanese corporate culture and profit structures.
*2: Japanese employment style = lifetime employment, seniority-based pay, and membership-based employment.
*3: Issues with the Labor Standards Act include inadequate enforcement of Article 36 agreements.
*4: Issues with the social security system include full-time assumptions, the spousal third-category insured system, and dependent coverage in health insurance.
*5: Issues with the tax system include spousal deductions and dependent exemptions.(Bold-framed items: considered more prominent in rural areas.)

■ Men
■ Corporations & Industry Associations 
■ Women

Social Security Policies *4Labor Standards Act *3 Tax Policies *5

Career first
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THEORY OF CHANGE

ISSUE TARGET

ACTIVITY

Grow
women’s careers 

in regional
societies

Realize a society
where everyone can

have control over
their own career

TRIGGER OUTCOMES
INITIAL

OUTCOMES
MID-TERM

OUTCOMES
LONG-TERM VISION

Create a step-by-step processes 
for staff skills development and 

establish fair HR systems

Post 
childbirth, 

women 
remain in 
temporary 

jobs or 
unemployed, 

distancing 
them from the 

workforce

Woman in 
rural areas 

with 
temporary 
jobs or not 

working

Finding  
accessible and 
inclusive work 
environments 
/ shifts toward 

better 
work-life 
balance

Nurture the belief
that work and 
domestic care

can be balanced

Increase self-esteem 
through a sense of 
accomplishment

and fulfillment

While labor 
shortages 
worsen, 
woman
are not 

considered
a strategic 

asset

Motivation to
develop a sustainable

business practice

Enhances corporate
value & innovation

(e.g. flexible workplace 
environments fostering a 

balanced work-life culture, 
accessible support systems 
and promote DX, strategic 

HR, and GX initiatives)

Shifts in leadership
mindsets that employing 

diverse talent
brings value

Enhances in human capital, 
innovation, reputation,

financial growth

Management 
of small and 
medium-size
d enterprises 
in rural areas

Business Crisis

Experiencing 
the loss of 

valuable talent 
leading to
business 

continuation 
concern/
planning

Unlimited 
work 

schedules 
excelerate 
domestic 

imbalances 
(household 

and childcare)

Recognize anxieties 
surrounding

unlimited working styles

Rebalancing household 
responsibilities

Reduce pressure of
working conditions

Foster a mindset that
respects and supports
women in their careers

and lives

Men in rural 
areas with 
permanent 

employment

Considering 
personal and 

partner 
wellbeing

Provide platforms (consortia) for 
sharing and learning growth 

models for companies, and reflect 
insights into business practice

Expand options
for care services

#01
Men and women can 

have choice
in their way of 

working and living 
(balanced care work 

responsibilities)

#02
Growth for 

businesses that
value diverse talent

#03
Shift in

gender based 
division of roles

Expected Outcomes

Finance
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Gain experiences
that build

confidence:
“I can do it if I try”

Feel
they are capable

Ability to take on 
more challenges

Develop and
expand skills

Learn
foundational skills

Increase
in earnings

Secure
stable income

Skills and
working

environment

Psycho-
logical
factors 


