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Preface

On October 11, 2024, the Global Alliance Team of the Japan Productivity Center pub-
lished the results of the “3rd Survey on Businesspersons’ Awareness on Productivity Issues.”
This survey, conducted annually since 2022, aims to quantitatively grasp businesspersons’
awareness of the current state of labor productivity, obstacles to productivity improvement,
and improvement measures. It serves as a foundational resource to deepen discussions on
ways to enhance stagnating productivity.

The Japanese economy in 2024 shows numerous bright signs: the highest wage increases
in 33 years since 1991, capital investment exceeding a nominal 100 trillion yen (the largest
scale ever), record-breaking corporate profits, and stock prices recovering to bubble-era lev-
els. With the weak yen as a backdrop, about 3 million visitors come to Japan monthly, and
their consumption from January to September 2024 has already surpassed 5.8 trillion yen, ex-
ceeding last year’s annual total. Nominal GDP is also expected to reach the long-targeted 600
trillion-yen milestone.

However, at the individual level, there is little sense of “growth” or “prosperity.” Per-
sonal consumption is unusually weak due to increased social security burdens associated with
population decline and aging, as well as inflation caused by rising import prices due to the
weak yen. There is an undeniable feeling that households are being left behind.

It goes without saying that improving labor productivity is necessary for sustainable eco-
nomic growth and real wage increases, with companies and individuals playing central driv-
ing roles. Companies are also expected to play an active role in solving social issues through
their business activities. As seen in the “human capital management” that many companies are
implementing, they are also entities that invest in maximizing human resource value. Compa-
nies are required not only to improve productivity to achieve prosperity and growth but also
to fairly distribute the results to various stakeholders and sustainably promote a virtuous cycle

of further growth and distribution.



This survey poses questions to executive, managerial, and non-managerial levels regard-
ing various productivity issues, such as “How do you recognize the issues, and what should be
done in the future to lead to solutions?”” and analyzes the results. In this third survey, we asked
about perceptions on whether wage increases match price increases, changes in work styles
due to generative Al, and values considered important in living in society. We hope this will
provide hints for productivity improvement and reform leaders, namely business leaders, to
recognize the awareness of each employee level and explore ways to solve diverse and com-
plex productivity issues while facing an increasingly uncertain external environment together
with employees.

In the latter half of this booklet, seven members of the “Management Forum on Pro-
ductivity,” which includes leading Japanese business leaders, provided their observations on
the survey results and their thoughts on productivity issues and solutions. Their opinions are
insightful, and we encourage readers to refer to them. We express our deepest gratitude to
the following individuals for their cooperation: Mr. Akira Ichikawa, Chairman of the Board
and Representative Director of Sumitomo Forestry; Mr. Shinya Katanozaka, Member of the
Board, Chairman of ANA Holdings; Mr. Yasuharu Kosuge, Director Chairman of Yamato
Transport; Mr. Kazuhiko Toyama, Chairman of IGPI Group; Mr. Osamu Nagayama, Honorary
Chairman of Chugai Pharmaceutical; Mr. Eijiro Yamakita, President & CEO of JTB; and Mr.
Hiroyuki Yamada, CEO of KPMG AZSA. This survey was conducted with the support of the
Asian Productivity Organization (APO). We would like to take this opportunity to express our
gratitude.

We hope that this booklet will serve as a useful reference for business leaders when im-
plementing “Productivity Transformation” - corporate reform centered on productivity - as we

advocate, and when carrying out productivity improvements and reforms.

November 2024
Global Alliance Team

Japan Productivity Center
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Abstract

* Regarding the current situation of Japan’s labor productivity lagging interna-

tionally (QS5), over 70% (71.1%) responded that they “have a sense of crisis” (the

sum of “have a considerable sense of crisis” and “have somewhat sense of crisis”), an

increase from 67.0% of the previous survey (in August 2023). The higher the position,

the more respondents have “a significant sense of crisis.”

Concerning the perception of wage increases in relation to rising prices (Q10),

“not adequately commensurate” was the most common response across all positions,

accounting for around 30%. While only about 10% (11.3%) of executives felt “hardly
commensurate,” about 30% of managers and non-managers shared this sentiment,

indicating a gap in the evaluation of wage increases between executives and other po-

sitions.

Regarding changes in working styles due to generative Al (Q14), “reducing unnec-
essary tasks/work and improving work-life balance” was the most common response
across all positions. Among executives, the combined total of “more than half indicat-
ed either “reducing unnecessary tasks/work and improving work-life balance” (28.6%)
and “being able to focus on higher value-added work™ (24.8%) exceeded half. The

“threat of my job being replaced” was around 5% overall, but among top management

chairman, president, etc.), it remained notably high at 13.3%, like the previous surve

at 13.1% in August 2023.

Regarding important values for living in society today (Q18), “economic affluence”

was the most common response. The higher the position, the more respondents chose

“well-being (happiness),” with executives particularly indicating “economic affluence”

(34.2%) and “well-being (happiness)” (36.4%) almost equally.
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i 622 | 6.9 12,7 23.0 | 15.4 | 10.3 Wi 7.6 16.1 [ 255 | 21.5 | 13.9 [ 0.3 | 14.9
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® Main contents

3rd Survey Results of
Businesspersons’ Awareness on Productivity Issues

JAPAN PROD!

» Japan’s perception of labor productivity and disincentives for labor productivity growth
» Digital technologies (e.g., generative Al) and work, innovation, changes in work and working styles, human resource

development

» Wage increases and prices, conditions for achieving sustainable wage increases

»  Perception of foreign labor in Japan, etc.
® Format: Web-based survey by Cross Marketing Inc.
Period: June 21-25, 2024

® Target: Employees of organizations with 300 or more employees
» Management: Top management (chairpersons, presidents, etc.), senior management (directors, executive officers, etc.): 745
» Managers (department managers, section managers, etc.): 1,100

» Non-managers (section chiefs, chiefs, etc.): 1,100

Reference:

In the cross-t tabulailons on the followmg pages, management is divided into 158
top (chairp
(directors, executive officers, etc. ) shown as “Breakdown of management.”

In addition, as “Core business,” the following three ies were

TIVITY CENTER

based on the classification at the time of sampling (based on the Japan Standard
Industrial Classification) and the screening questions:

Interpersonal services (e.g., lodging, restaurants, department stores,
supermarkets, finance (mainly brick-and-mortar stores), medical, public service,
holesale, transportation, and traffic)

Non-interpersonal services (e.g., online sales, telecommunications, online finance,
real estate, electricity, and gas)

ender by po:

Mlmslry of Health, Labor and Welfare's “Basic Survey of Gender Equality in Employment Management” and “Basic Survey on Wage S
fon and allocated the sample size by industry based on the industrial classification (major c

ification). Sample design: The sample size was designed with a 95%

E Q5: Japan’s Sense of Crisis over Labor Productivity

Over 70 percent of respondents “Have a sense of crisis” over Japan’s stagnant labor productivity in international comparison.

B The percentage of non-managers and managers who “Have a sense of crisis (Total)” (the sum of the percentage of “Have a

considerable sense of crisis” and that of “Have a somewhat sense of crisis) was 63.6% and 76.6%, respectively, increasing as

one’s position increased. In total, the percentage of such respondents also increased from 67.0% to 71.1% compared to the

previous survey of August 2023. The percentage of respondents who “Have a considerable sense of crisis” increased with one’s
position, especially among top management (chairpersons, presidents, etc.), at more than 40% (44.9%). Compared to the previous
year's survey, the percentage of “Don’t know” decreased for all positions, while that of “Have a sense of crisis (Total)” increased.

B The manufacturing industry had the highest percentage of respondents (82.6%) who “Have a sense of crisis (Total).” On the other
hand, in the service industry, where productivity improvement is considered a major issue, the rate is lower than in the
manufacturing industry, especially in the non-interpersonal services industry, where the rate is only 64.2%.

Q5: Japan’s hourly labor productivity has fallen to the lowest in the G7 and 30th out of 38 OECD member countries.

What are your thoughts on this situation? (SA)
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<Changes from the 2023 August survey> <Note: "Other" is not included in the 2024 survey.>

(%)

/,\ 3 “Have a sense of crisis (Total)" is the sum of “Have a considerable sense of crisis” and “Have a somewhat sense of crisis.” Similarly, “No
Aﬁ%ﬂ;ﬁ* B xig&xgﬁ sense of crisis (Total)” is the sum of “Not much sense of crisis” and “Almost no sense of crisis,” but they do not necessarily correspond due

to rounding.

24

Management Managers Non-managers
Male [Female] Male [Female[ Male [Female!
etc.) and 587 senior management Whole 745 1100 1100
677 68[ 1016 84 930 170
Manufacturing industry 199 20 186 15 171 31
Electricity and gas,
telecommunications, and 76 3 114 9 105 19
transportation
Wholesale and retail 67 6 184 15 169 31
Finance ancf |nsurange, real estate, 121 20 91 8 83 15
and professional senices
Lodging, re;taurants, and lifestyle- 54 12 166 14 152 28
related senices
Edu_catlon. medical care, and public 78 4 275 23 250 46
senice
Other 82 3
Si A B *E Eﬁx% ‘Sample size: Managers and non-managers: Based on the Ministry of Infernal Affairs and Communications' “Labour Force Survey” and u.iﬁ?;""lfeii"éﬁi 1:; T.’;L'.fii :'::;::I)r’y zar:'i the. 7
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Q6: Has Your Company’s Labor Productivity

Increased in Recent Years?

—

Respondents most commonly answered that their company's labor productivity has remained the same in recent years, but the higher
their position, the more respondents answered that it has “Increased.”

The percentage of respondents who answered that labor productivity has “Increased (Total)” (the sum of the percentage of “Considerably
Increased” and that of “Somewhat increased”) was 40.1% for management, compared to 23.7% for managers and 17.2% for non-managers,
with the percentage increasing with one’s position.

The most common response was “No change” for all positions, with 36.5% of management, 49.1% of managers, and 46.5% of non-
managers.

By industry, 33.6% of the respondents in the manufacturing industry answered “Increased (Total).” In comparison, 21.7% of the respondents
in the interpersonal services industry and 27.6% in the non-interpersonal services industry answered “Increased,” indicating that there are
differences by industry.
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Whole 2945 36 219 449 137 78 8.2 255 449 215
S Management 745 8.3 31.8 36.5 13.7 5.0 47 401 36.5 18.7
= Managers 1100 22 215 13.9 (74l 6.2 237 210
{1\, & Non-managers 1100 17 15.5 46.5 134 104 12.6 17.2 238
3 |
u‘:, g g’ Top management 158 184 26.6 285 13.3 6.3 70 285 19.6
(5]
E:i §&  [seniormanagement 587 56| 332| 387| 138| 48| 41 388 387| 184
v ] Manufacturing 622 438 288 410 12.7 8.4 43 336 410 211
g E Interpersonal services 1727 28 18.9 47.0 145 8.0 8.7 217 47.0 225
7]
2 |Non-interpersonal senvice: 596 44 232 431 121 6.4 109 276 431 185

Q6: Do you think that your company’s labor productivity has increased in recent years? (SA)

ﬁ%ﬂ;ﬁ* BKEE&*& “Increased (Total)" is the sum of “Conslderably increased” and “Somewhat increased,” and similarly, “Decreased (Total)" is the sum of 3

decreased,” but they do not necessarily correspond due to rounding.

% Q7: Causes of Low Labor Productivity

The major causes of low labor productivity in Japan were “Too many tasks and operations” and “The digitization of work is not
progressing.”

The response to “Too many unnecessary tasks and operations” was 51.1% for non-managers and 44.0% even for managers, and
the lower the position, the higher the percentage. It was the most common response across all industries.

More than 30% (34.4%) of management responded, “The digitization of work systems is not progressing.” The number of responses
increased as respondents’ positions increased. There is a difference in the perception of the issue between management and non-

management levels. (%)
= £
8 AR 5 R
@ s |£ -5 (25| =
2 ° 0 w ) o | 8% @ °
8 s E 2 = 52 =) =3 s
S - g} EZ 2 c3 £
S o g c [EF |[s2 2| £ >
g2 |5 |& (32 |55 |25 | & |
3 £ z ES TS |32 5a 5 &
o = s 2 seg |S% L s g
2 5 g £ £2 22 | =5 S 8w
S |8 K Bo|8% |52 |S=| 8 <8
S |8 |& |28 |82 [38 8% | = |3z
2 |E |8.(28 |58 |a2 |38 | T |23
£ 5,|82|52 |c€.[85 g3 = i
5 =0 £ >0 [§5 8|88 26 2 o2 H
Z §5S |58 |22 |2=2|08 S5 | 8 |22 | €
8% |25 |50 |ogs|@8,| 82| 5 [2E| £
5|8 £l g £Q g b=}
82 |29 |z¢e |288|sga|sz| & |83 | &
°Pe|Fs|os |[FeESlmss| o2 o |33 o
Whole 2045 450 276 115 152 170]| 189] 143 9.1 9.9
< [Management 745 373 344| 181| 157 144| 177 114 9.1 86
2 |Managers 1100 | 440| 268| 119| 173| 175| 187| 147| 107 8.8
3
o [Non-managers 1100 237 66| 128| 182| 198| 160 74| 119
A
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Q7: What do you think are the major problems that cause low labor productivity in terms of working styles and
business processes? Please select up to two options that you think are serious. (MA)
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% Q8: Where is Innovation Taking Place?

JAPAN PRODUCTIVITY CENTER

The most common response among management was “Open innovation through collaboration with other organizations,

etc.” Nearly 40% of respondents answered, “Don’t know.”

B The number of responses to the question, “Open innovation through collaboration with other organizations, etc.” increased as
the respondents’ positions increased, with management accounting for 37.0%. The percentage of respondents who answered,
“Hiring highly specialized personnel (with MA/PhD degrees, etc.), including non-Japanese,” increased as one’s position
increased.

B On the other hand, the most common response among managers and non-managers was “Don’t know,” especially with non-
managers accounting for nearly half of the answers (49.9%), indicating a difference in the perception by position.
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Q8: Where do you think innovation is taking place in your company? Please select up to two. (MA)

BN BEREENEES 5

% Q9: Initiatives to Improve Added-Value

The three responses, “Improvement of employees’ abilities,” “Creating new products and services,” and “Improvement of

business processes,” were dispersed at around 30%.

B By position, the percentage of “Creating new products and services” was higher among management than in other positions. In
comparison, the percentage of “Improvement of business processes” was lower among management than other positions.

B By industry, “Creating new products and services” was the most common response in the manufacturing industry, accounting for
37.9%. In contrast, “Improvement of employees’ abilities” was the most common response in the interpersonal services industry at

34.7%. (%)
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Q9: What initiatives do you think your company should take to improve its added value (gross profit)?
Please select up to two options that you think are important. (MA)
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Q10: Are Wage Increases Commensurate With Rising
Prices?

JAPAN PRODUCTIVITY CENTER

The largest share of respondents in all positions, at around 30%, answered that wage increases are “Hardly commensurate.”
The percentage of “Have become somewhat commensurate,” “Have become considerably commensurate,” and “Have always
been commensurate” was higher among management than other positions.

B While the percentage of “Hardly commensurate” was only about 10% (11.3%),” it was around 30% for managers and non-
managers, indicating a gap in the evaluation of wage increases between management and other positions.

B The percentage of management, managers, and non-managers who answered “Commensurate (Total)” (the sum of “Not
adequately commensurate” and “Hardly commensurate”) was 39.6%, 60.4%, and 65.6%, respectively, increasing as respondents
moved down in position. In general, the lower the position, the lower the wage level, and it can be said that the lower the wage
level, the more likely respondents are to answer “that their wage increases are not commensurate.
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Q10: Due to rising prices, real wages have been negative for nearly two years. Do you think that wage increases are
commensurate with rising prices? (SA)

BN BEREENEES 7

%Qﬂ: Initiatives to Achieve Sustainable Wage Increases

Many respondents selected “passing on cost increases to customers” and “supporting workers' skill development” as the
most important initiatives to achieve sustainable wage increases, followed by “improving productivity by introducing the
latest technology and improving processes” as the third option.

B The two most common responses across all positions were “Sustaining corporate profitability by passing on cost increases to
customers” and “Supporting workers' skill development through skill enhancement, reskilling, etc.,” and the higher their position,
the higher the percentage. Management was more likely than other positions to answer, “Increasing productivity by introducing
the latest technologies and improving processes, etc.”
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Q11: What do you think should be done to bring wage levels in Japan on par with those of major industrialized
countries through sustained wage increases? Please select up to two that you think are important. (MA)
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% Q12: Is Investment in HR Development Increasing?

A majority (more than 60%) of management answered that investment in HR development has increased.

B The lower the position, the lower the percentage of “Yes” (increase in investment). The percentage of non-managers
answering “No” was 41.8%, which is nearly double the percentage (22.4%) of non-managers who answered “Yes.”
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Q12: Is your company increasing its investment in human resource development in light of the
rapidly changing business environment? (SA)

ABMEEAN BREEEFS 9

Q12-1: Areas of HR Development Where Investment
Has Increased

—

JAPAN PRODUCTIVITY CENTER

“Implementation of programs for employee reskilling and relearning” was the most common response, accounting for

more than half of the answers.

B “What are the areas of human resource development where investment has increased?” was a sub-question for 1,142
respondents who answered “Yes” to Q12. Nearly half of the respondents selected “Implementation of programs for employee
reskilling and relearning,” and the rest of the responses were dispersed, including “Support for self-development,” “Promotion
of OFF-JT,” or “Promotion of OJT.” The percentage of “Promotion of PJT” was about 25% for managers and non-managers.
Among management, the percentage of top management (chairpersons, presidents, etc.) who selected the option was

comparatively high at 32.7%. (%)
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Q12-1 *sub-question for respondents who answered “Yes” to Q12: What are the areas of human resource
development where investment has increased? Please select up to two. (MA)
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Q13: Impact of Digital Technologies on
Work Styles and Business Processes

Regarding the impact of digital technologies, the most common response among management was “Able to handle more

work with the same number of personnel as before.” While “Contributing to solving the labor shortage” was also

recognized, it was closely followed by “No effect commensurate with the cost of the investment” at 20%.

B The response, “Able to handle more work with the same number of personnel as before,” increased as the respondents’
positions increased. “Contributing to solving the labor shortage” was about 20% for all positions. This response was particularly
prevalent among management at 22.4%.

—

B Equally, “No effect commensurate with the cost of the investment” accounted for about 20% of all positions. “No impact despite
investments in digital technologies” also stands at more than 10% across all positions.
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Q13: How are rapidly evolving digital technologies, such as robots, generative Al, changing your current
work styles and business processes? Please select up to two. (MA)
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= Q14: Changes in Working Styles Due to Generative Al

The most common response across all positions was that generative Al "Will reduce wasteful work and tasks and improve

work-life balance.” While about 5% of respondents in Total answered, “Feels my job is threatened to be replaced, among

management, the rate of top management who selected this response jobs exceeded 10%.

B More than half (63.4%) of management selected "Will reduce wasteful work and tasks and improve work-life balance" and "Will be
able to concentrate on higher value-added work."

B Around 5% of respondents “Feel my job is threatened to be replaced.” Among management, the rate of top management
(chairpersons, presidents, etc.) who selected it was 13.3%, which was prominently high, following 13.1% in the previous survey of

August 2023.

B The percentage of non-managers who answered "Not much of an influence “ was 25.3%, which was the highest among all
positions, and the lower the position, the higher the percentage. Similarly, the lower the position, the higher the “Don’t know”
percentage, possibly indicating that the lower the position, the less they feel the influence.
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Q14: How do you think the widespread adoption of generative Al will change the way you work? (SA)
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<Results of the previous survey (August 2023)>

Note: The “business structure” option has been
worded differently.
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E Q15: How work and working styles in companies

and organizations will change in 2035

Regarding working styles in 2035, the most common response was "Digital technologies will significantly reduce routine

work.”

B The higher the position, the higher the percentage of "Advances in digital technologies will significantly reduce human’s routine
work.” The percentage of managers who answered, "Remote work will continue to grow, not just office commuting,” was 34.3%,
which was higher than other positions.

B More than 20% of respondents in all positions answered, “The principle of working 8 hours per day, 5 days a week will change.”
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Q15: How do you think work and working styles in companies and organizations will change in 2035, about a
decade from now ? Please select up to two. (MA)
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= Q16: Human resources to be intensively developed to take
advantage of digital technologies such as generative Al

Regarding human resources to be developed to take advantage of generative Al and other digital technologies, there
was a difference in response between management, managers, and non-managers.

B The largest number of management and managers, slightly less than half, selected “Management” as human resources to
be intensively developed.
B On the other hand, “Non-managers” was the most common response, at 40.5%, showing a difference in response between

positions.
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Q16: What type of human resources in your company should be intensively developed to take
advantage of digital technologies such as generative Al? Please select up to two. (MA)
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Q16-1: To Develop Digital Technology Professionals,
% What Skills Should They Acquire?

JAPAN PRO TIVITY CENTER

To the question, “What skills should digital technology professionals acquire,” respondents answered, "Improve skills
related to digital tools used by many people,“ "Acquire specialized skills in data science, etc.” and “Foster problem-
solving skills and creativity,“ at nearly 30% each.

B Other responses included "Strengthen soft skills such as teamwork and communication“ and "Acquire management skills to
effectively advance DX, both accounting for about 20%. Ideas about what should be done were dispersed, indicating that
required skills have not been clearly determined yet.
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Q16-1 (sub-question): In developing such professionals, what skills do you think they should acquire?

Please select up to two. (MA)

% Q17: Evaluation of DE &I Initiatives

While about 40% of respondents gave

JAPAN PRODUCTIVITY CENTER

positive answers,* about a quarter of
respondents (24.8%) selected “Don’t
know.”

B The most common response among
management was "Helps secure and
enhance psychological safety in the
workplace, increasing employee
satisfaction and engagement,” at 26.7%.

B On the other hand, the most common
response among managers and non-
managers was "Don't know," showing a
gap in perception with management.

Note: The positive answers include "Helps secure

talented human resources and create
innovation,” "Helps secure and enhance
psychological safety in the workplace,

increasing employee satisfaction and
engagement,” and "Helps understand
insensitive prejudice and discrimination

(unconscious bias) and improve empathy."
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Q17: Many companies and organizations are strengthening their diversity equity and inclusion (DE&I) efforts.

How do you evaluate their efforts? (SA)

ABMEEAN BREESES

31



% Q18: What do you think is important to live in society

The most common response to the question, “What do you think is important to live in the current society,” was

“Economic affluence.” The percentage of “Well-being” was also high, increasing as position increased. Among

management, “Well-being” and “Economic Affluence” were fairly even.

B “Economic affluence” was the most common response. The percentage tended to increase as one moved down the
positions, reaching 43.3% among non-managers.

B On the other hand, the percentage of “Well-being” increased as the respondents’ positions increased. A similar trend was

observed with “Sustainability.” (%)
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Q18: What do you think is important to live in the current society? Please select up to two. (MA)
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= Q19: Japan’s Perception of Foreign Workers

The most common response across all positions was “Should employ human resources with a focus on industries with

labor shortages,“ accounting for about 25%.

B The most common responses among management were “Should employ human resources with a focus on industries with labor
shortages,” accounting for 26.2%, and ” Should actively employ mainly high-level personnel who can be a catalyst for
innovation,” at 25.8%, which were almost even. In particular, more than 30% (34.2%) of top management, including
chairpersons and presidents, selected “Should actively employ mainly high-level personnel who can be a catalyst for innovation.”
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Q19: Japan has a declining birthrate and an aging population, and the population is expected to continue to decline. Increasing
the number of foreign workers is an option to ensure sustainable development of Japan's economy and society. What are your
thoughts on the option? (SA)
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Q19-1: What Should Be Done To Increase the Number

of Foreign Workers

r—
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Q19-1 (sub-question for respondents who, in Q19, selected options other than “Just fine with the status quo” through
“Don’t know”: What do you think is important to increase foreign workers in the future. (SA)

ABMEEAN BREEEFS 19

33






3

BB, DRI
HpEVERE &
ZF O PEo )5 Pk

R, FARE A BB RN 724 ¥ 5 2%, BllE L7 b 0OTF )



fLHOEZREE
— D —DDALFOlifi % =D 5

ARG ARG 2K W)l K

HAR DA PEPEACE D fE IR I & Z D ILiE
ERIRIITRAE R OB R 2 R TR U 008, 70 — hONEEP LB HE ohcHMAR, A%

ELRDEFEMECOVTRLE T2 b 055 5 L A, SRIHL L %o - fERROE E Vi, ko
ERR I AB0M LA T T o572 WIHREREZITTOLDO TRV L E 2 5o EEIE TR E1MIET A VT
Y FTH BN, FIUIITRESFOL EEHEREOMMAAEER LICKELH G L0 TH T, ERIIT AV
J ¥ FEIRSPHITAEDEFENEON F2EEL TH A2 L) 2E. BTV, AR, AROREEIIS
Z5 B LV EIZEUIAD TN EIEEH 25, AEEORRE LD LHIZFEL TR BD7E5 9 h,
EREBCRIIEAC, AR ERAIBRIEE D o720 L LN TV, HARD A FEVHIZER LR Tl 2 12
T Ly AFI219904E R4 I B ARR § 20 ARIAE L TIIENC AR TA BRI L 22 E ETladH 2%
FRICEL TR =~ - ¥ ay 7 SERFEGRZ T, 201040 A —E8 Tl ok L% Ha, 201841272~
THRBIRARDRIEZ BT 720 FEHDOEHETHH &, L) R RADREICR G0, ZNRDICFIBZZEL
TR TR 572D TR\ EA ) D

HAKEE M LR TODIXATIEINCTH S L E X %o Wi, 20084 F TAINLT - LHIERICHY ., &
N UARELE280005 AR OHERIZHE S . HAREFR OREAUSH S Lo AR EZ XA/ ) —D20%FE, M
F7Z0 FIREASE o Lt 7e72012, BZOREEADEIRD, HFEIIM L) TR ) OFc &S HE A
2BV THEBIIIZR L TRAHO WL NIV TH 57272012, A FEEOIGRIC T § 2 AR I 2 > T
WzhD7Z LY, D7D EBS IR CIIEEMRIIER L TW b Do, FEREENOEL BRI TE R
Do 2D TRV A LRI ) A FEVEO RIS X A HBEICE AT &, W2 IR R 23RN
LC&722s, MREWiimz T RICENSIZEL SN HLRY, WD TREREZ R BIED TV LD TIERVDY,

FEE A LR BROE RT3 % Hitos

REHETOMOREE T, B LIFOREISGEVDALN S L, FEREOENIZE2b0 TR AL
Jo T MEBIREEZ L TCLOTHS ). RINID722 77 LREFEOH, WHIZFIZHIZI AN Tl
FTEVIRRIZH ST, IR 7 ETHHBABERIZHIS TSR L, ko TE 72, EFITHLWIRI T T

36



bRoTEREVIHADD L. HEZEZ DI, #% #1XCPL (Consumer Price Index : {HEAWMiTEE) %
EHLBERBEORTE L D072, L LIRS OHERIE Ak, D0 RoWiifi A0 ko3
RTWD, BE2RDEmICBOTREH L HE TIRABOBE HANE) DTII RV S HREEH DR
DA BT IZFOTELZDICH, WILF vy F 7y 7L T Ud 37, B fEHOHR T, BITLTH
FIFLTHENEDEPREL L DIARD TS, COEREDVAEFNTELDIZZZL, 2FOZETHL, 2T
MABHT BRI E T, EH60EWRIEHBWTE RIF2 L Ok, 2R THRT L DGRV EIZE T Tw
Ziroize EXAN, MEESFICEEIES TETLIE VI RENDZ EBSRETLE o7, Thpbidls:
T RIS T 5B ENOARLE EIREBEIVLIRT 200 L) HFTR 5D TIE VD,

HADARKZ A9 2B REBUK
SHEIA I B TRBROZT AUTILC, FRIHRE TS LB £ L BRRERE NS

WX o TIFROEDIIE D5 TL %o =130 L) BB ZHHRIC L2 ALEE TR BADYA1X
BEEVIZELH Y., BIFRENZSEE V) OO I o> TW A E7E, BREGEE W) OIFIEHICE
BT, FA YD LRI Z T AN TEEZ T DA 752 AD LI EDMEEDT T 4 — 5 il %
AU, LRGBS 278HIT 200, HBVEEDOT A AD L) ICKERR, RAR—AOBR,
ALY T U7 F 2% LB U THERREZTANLOD, HHVEF—A T ) TDIII, HHFEE
ALV DANBE L2 enwkh e, HE L TED LX) LBREGRY W05 2 5V H 5,

) — OB E RO, ARYIZAOMBEAZF =7 L 2T ZOEDY V7220w Oh b)) HTH
%o BIBDOMAD TSR ZBR TH Y 200ERITIIANIEDRELED L. TDOXHRIRIT, GLFELA > 7
T\ G A CAAD A YL R DTS ) Do A4 AD X ANNIPEIED Al B s %
YD BT 756 0B REGEOSH NV L BALD —EDNBMED A > 7 7 %iE0 Lahih, bOVEY RKAIE
DEBE ORI 2 MR L COSBREGEDOS V) 1 L1di#E > TL 513372, RIZVERBGEA 2V EEDE L
P LR L7 L TR RBORZ B L 2RO WEES, EE52 25 TH—K—ETIEHLEEH DN

I R

37



Fo BREWR LT RV ThH, BREEIER D2DICE o TR R 25T b Ya— AT A
@0, [958 ] R [RA VAL MORB] 2L |2 D755, TOEZIBE, L L [EHz2—#IlEo
TWCAX ] ELTBREZER L) ET 2D THIUL, W72 TEAT372 LRS- R — b, SR —
ME ARG RO R — FHHE LI TH 5o

& A3 A IO IE KA S H L EFETED

HAROAEEE ) & Tld, AHIMBAELI N 2 =00 RMSCESLETH 5L 9. 1oHIZE oA
BWAHRLIA NI Y HON) 2=T v TNEIA Y R T2l 220813 S WA Itk
L CIEBIZEHl 5 Bk Z o2 L Th o

AL TEMBN BB COMNMMiEZ L TH L L, IFFITEHORIRZ L TO AL, IFEALHL TR
WEMDI® %o BIITENOBRIREIIL, FIIMEAMEOHEHERZ LA TEMETH LA, GIEIAMOTFED
WAL EBR 585 AR MR FIE TV —THE 3T NES DM E LTI BIRMICIE v, &L
DREFFT H72DICE ) TREDEN) LRI ST D, 58 ERFREZ RIS S & 2 DA EII RV, L
L. MR BW T, Lo EAEAMREZF) 20 5K ESED SO, RILOFIZRO% LS %2 L
TN TWBHEDP VD, TOE) B REZ EDIITEHEL TP EE R LN BB EE L T 5, Ak
PEOED G ETO LI, —AL72D), HHWIIHFRIN2) D5E EEFIZR TV DR, FESESG, SDGs¥HHIH
SNTVEY KHOEERIZZN LD EIMAA TN T DOPZ, NS /ML D
DU, TFk, S0FERBIIEFNTLN D EVIE D D, 5k % HIF R THD, FERSHICHL T b
bOLEL T D, BN EEMEORGR ST T% L 2O &) 2Rl AR BT B A FH OB,
HREVEDWY Ji % 45— EMET L TABNETH Lo MI D DA EPMEFEOBRLZIEL T, @S0 2 Ho TH
WTRIUR, SHEROINT 4= Y AL LD Do £ 2HEADHEETH - T, —BUIHM 2R EE7ZT TIEFE

NVDOTIZRWEA ) D




FEH A DM NEITH)

KO FEOEREZ 2, —O—D2DMHROifEL FHD LI L EFBIRZ ALY, BdEhEh
DHFFTRTUIERD DL EERZ TN Do 12EZOMEFOFEREZ L oMY EHE R T, —2—2DEFOAlfE%
FFTEL W EHEIEZ T 5,

Bl ZAZH AL BIC T — 2R L 7212 Al 2 % 2 280 AR R [TfE) o] LRWT 5,
ROZHEDEHTHLED 774V 7 LTHHCT %8 HIBICE>TRLIE=Tbb i LTk
MTENT %o ZOXHITFLAFHTHVAWALRNIUIEDIH L2038 %0 ThEhottHoOffifiz &5 I
F T LEDEZTITEIT UL, B BH720 DN 2—D3 E235, i L ER UKAoL LTh, &1
FCARD DB L b Do IV ERTIEZNENOALFOifEE &) FIFAREDPEFICEZTHE)
SED FFRIERICH L LR KBITHBEAKREL LD, 2D L) REANDIE N 205 F — 2o
2o T DN 2 =% 89 EIFTOLDE 2 55 APEWOIN EIZ8 TR & v 77 27 v

T7DON)2—DET Iy FEffoTHbWninkEz Tnh,




A pEYE I o SR T & Rt

ANA F—=7 1 ¥ 7 2L Bk xR B 5K

AR - BEREINC AR 2 B OF v v 7

OECDOHITH HARDFEAFEMEDMR N E V) DIFHHTHNIALHSINTE D, LUK LIaEDH 5D
FIR72, MEEB LY —EAFEOH A —E X - It AN —E R L7360, 7R R oIR8
Tk & A PR, R E R L 7R RIS AT ERR D F v v T I Z TN ORI TE Y BRER G,

—HEH L7201, FEHEEEDMRCERE U CGREROIFAEIIRAS [ BB - B L] 2887w
B2 ET, THUTOWTREEBUIIF S U TIRERZ IS L T RED D B0 TV F MDD L, MO
Boe 2 do, HIEZIED L7 AMEREIZAT, T2 720Uz bz,

BLESE L — C AR OEREOL, BEETHIUITR Y ML BB, AR 502 73 A28
HiIlH 5 LB B LTI R o TVRADTIERWD, F—E ADL AT UFEMAR— AP EHRIT R -
TWBHEBE L MOV TEBIHE I VO TIIRWES ) B

HEIRANZ BRI OWTD, BEED My 73V A Y MOMUOREEI AR TEHRE L T 5HI5208
FNEN) ZEEAS, IR B LI B NS HREZZ LI L 7o AURATS FMEME 2SR B
DD LD N FETEHE A T TO RSB ANEEOIED T 720, a7V AD
WB7EH90 L ST, A A MR A2 ORISR CARANIOWTHIRIZFIH L 720 Wi E b &
MR, BT 555050, Yal ko TO 2085 05% 5.

77 v MetEEdt LIS E 5%

ANAZ V=7 TIZa 0 F W TMEREIHE A IHMEHIOF vy v 27w M aw) fablc#iL 72, fid
K4 % EZER RN M AT ED LT THE DI HEER L OXFHEL EAL, #EH L L CTHEERTRERED
BN 723T5 D A — V& i, MR DOEDOFIZH 2T 72,

bEBEOMMRIA T DB B25, TR AL DIEZE > TG Z HA, MO LTV F— I THE IRk D/ N4
TADBAY RS L, DS G L7 Ty MeFELA AL . KERLFERHIUI, by THNHEE
FHYHIS AT E G 50 £D L) %R0 F & FPRHARRIZED L, 5@ A=V h kT LIV HEITE
THHFILLHVOTIE, LI ER DS ZLIUIMETE, TALILIUIRL TR RV, REIZL 2 EE

40



XFERPESE Rl R IR THE ON LM 4 D2 L, SPI9ETIE % DB RN OWT, WREZRR
DHIB%5 1% Lt Cnde by 703G HETIUIMBOR Bb o

FHEVEREEE @ADL VT

AFEMICEL T & 2O TG BHIERDPET > T2 2, TP HIds 172wy e T, v
MCAIUT R VIRIEE G-I L 72V 72720, 37 B TR AIEEHRRICH TIAanbor& s L5137
72, B ZAE. ANAZRORIIEA O Z T Tl 537 e& TESERRE + A2 ] 7275, AEIC X > Tl
HFREOEPEVIREE LD L1 Bh 8 LR\ =V AR 558 E, /34 Ty M THIUZ T T4 M2
L HRRORER I v v a v EEE L CoutputZ E 2 5 2 L ORI 5 -8R RoF 2 2 e b RF
PELEZ TG,

)2l WhWBEI ADY A ¥ FIREZ WO T Z 872 Sl OBGEIZ D B o 72h%, F 8 O HEHRI
DU HIE MO T, BEKICH 725 T [THFDHHEDOTERD G 5% o720 | [1TE 7 0EREITATL
OIZI0EDP DD L E bz, | THERDE WL NOFFidsH <. NGREHEICBER 2 a7z, | &vn) &)
BHHAZETON TV, 2OX) RIRBTHEH VTV TIL, ETHEEEI EFSLWESL IV LT
TRIZHES

FEWE ED72021E, T—=2 T4 TNG VAR T 2VE— A Y ZOFEB, T 75—V XV ol EE v

72T 7a—FRIE ) BIZAE FAVIGHAR LD @R ANE 5 22124 70 < S7 B AR pE 1 K HE AT
25 EBICFA Y NFIEFICECBE L GER, FA Y ADTHRERADIY HITIZRE PG LLIKL S
CHRWIEDS, LA ED TV ET, U= 74 71T Y AMHERDIY ANLLEN B 5.

eI EORBAGRE T E Rtk
PAEFEREIRLE ] 2\ SIS, FIBALATILL 74 A= TR FDAB L BIE5 ) o SR L

PEVEDRTRRIE, D F2vE AR + MR Th %o M5 NG, fRAEAELRE D EINTHA I LEHIC

41



SR LT Do BIZIXANTEBICHO MBS0 IT - 7V VI D2A TR S X9I2T 54, TA
S OHEPEVER BB, I IAGOBSAUIHERIZETT, D052 LiF s vy etk YT
B RY AR T Ao

D =294 737 2 G OBk L U THIR S M 723 EREH BISEITTT 20 L) DOV TH Hi7%
BEROBENTHM L 722 ED3D D05 HBANOEITUHFZIRS S [/ =T =27 ) =R | LEDBERFNT
Bzl ehdolze ORI EFOERGIEIZDHH 555, HEENOHYREOEITIZT XL L) DA
DRERIEoT2e NWEARLED Y 00— T v T ENDLIES BEHB D FOANEIZOWTHHL R
2B L, 4t BN TOoTL ) DIZFEN7E5 0

TV I ML TIER B R { o THEB DI RIUTER 2L, RWZ L7205, ZN721T TIRERAS
o MERZPEL 722 LIZ XD LB i/ R EE M2 SR - SRS A H N AR O 2
VY 7RI BIE R A ORB ETRITTRO R0 EVIT RV, BT T 5 WAL, BEMALOEA T

HoTLESTIE, FeielZR A BENEN FIZEA > T vy,

B kT o il

LG REWNLEE PIFICOoOWTREREEHRI T CEAD S PN L, ZOBEFITIL, HEW 2L
Za—AWEARDH LD ) o SEIZHA TS DE LIF 572 LT, 8%, 9%DE L L, FAhid14%
HHZ T2 COMGHHORML, =2 —RZHEFT L2 EH) L THHROZAZRCLE ). KEOHIT
by AT - E—F—X (GM) HSEMT25%DE MIFICHEELzE & &, FERITE X% /2%
BIH, BFLELTH> TS IITELTLE ). DHAASEMKET TOE LIF2EMlaIv LT
WD RUZEHI T R E R O7ED, WEHHIAREN R IERE T 52 e RMOK T T E2EBS>TLERAET
WA D R—A ¥ ZIRAEMT25% D E EIFIZOWTHHBH A PITIRIIE EAE LD 00, #MA

HOBFETO oK DBENTL o720 HAEOIE LIFROBMEMITOWT, FFEAT Thipak LIEEIZEH

B EBATRIE,




HE N %

(ARG ] Lo, TBR] LvI)Ir—2D%lld TBR] LW SHEOMCHITIERT2LEDD
%o BUADMRTIRIFFIZT LV F =i L, FROMIZH, SHEADEZ 7o BRI R D L) K9 7%
BRDAAEINEIEDH D, TLF =AM,

FAEGIHME AT BT, SRR AT @ CEMEL T K ) BB T, ERMICHZ TWIFiE L v
DTIRBVHPLE NI EZ T, 72720, HRDBIEFIENR TV LIS TOH S, TROHRBELE %%
ELRES KA U TRINCHED S L 2R LABBEOEME £y F TR 52 UIR 5%,

ANAZV—=FTHT IV FNY R 7RE, 700 54 YO NBARIZEIEV 2B Y EBISA ¥ R
SOFHIREDEZ TS SHEAFBEOTGEFHICBVTD, RN EA LBIENREL 5 5,

EE L EARICH > TETETAMARD T LW, PIZIEAEER L7V NOEE % E
FTLIEWZVERMEZE T T4 v PLTWREWR 27259 HRDHEFHIIEFAETHOPCHESFYICHT
BFREBRO AR LDH T, BEFD AN —E ARMUI DR o TETWBBFEDH L, SOHAIID T
LR, FEHB0TT 1007 X—ATO NI EAD AT TWD, UKy MrEMILR T 7 bz {5
HEDDHIZLTD, WARHNAIAD LT,

ZOHT, SOHRDEN S ZHMEFFT 57201203, SAEDPSTFEHEITKTHSDL RV EL LN, 7272
L. HRAELTDOTA TV T4 T AR ED I LI FMLECRIE, AR—Y DR L 22D, KEREM
DBV E KR THHIL T B EHF VN,

FHATHINLZVRD, AHE ) LTEHWEFF72AEEEIWERTE T, kI —2I2h 2w T

2wy, EHZELH D, L L, GWIIRFED RV SORCKDIREE 5T 2T HRELTED XS
PUEARYL L T, E W) R A LTI 57259,




BZ N OFEAAMAE D FRR &
NRZRWRAI2V—F =T

T NI A ISR M SRR .

TR 3 2 HAR A SR

HAZMKT, [IEEB IR EDIR R & B R - AL ROt B3 a ) WIREATHL R Fih L
T 5o FPBEFEIEORRICE L TIE, 2% ) Ofetik% 7 S 52 B WIRIZZE, L) DD RE R R,
B EFOFEBIZOWTIE, #5958 LB OMREAESIR L Thb, Tiud, ML LoREAMEORT-H
RHIZH HREE G LA B TR W TIIRTIOEWD H 5720 T, TLHRRZEIZ]Z %,

B LY —E ZAEOGEAFENE T T B8RO AED . DA S REED T D E & R R o Tz, T
BV ROENT2AR—ADOHT, VE3EE R 2L L 2SS RURIAERENE 2 B R § 2 8EREITH LT wfA
Y= AOBYTIE, HNFTHSMIHRATARASN LG DK ENT2D, AFEER RO R 2 H1b058 L
Vo EOITH BRI ELE, DRI A 7 2 P END LT 5T D, 20 X)) RIRI T, HAMBEO
AL T mP OISR SN L —C A E 2 8 - MR L XD &3 &, B LI GDRWIEREZHD
TIEHRWIED ) D

HERAID H T ORFORE L 12 B 2 EADEIZOWT, ATV VHMiZEALTHLEIELTw5
JEiE, ZORIRIZOVTRAL T 5 LR, fEtR S Fro T b0 AAILINS, AHRAIHEY 798 1
EDEITIZLY . BUEDOHFI L E R ABDRA K- TV HIRIUZE L 3%\ 2D &) 2RI ASBIEHE
ITETRICHEA TV ZE3H D, Mo TRDOONLEBZHUL TOARM DR, 7V 7 V2L T 5
J&EHRTHEYHENLEBEEFHIT DO TIR LV LALEN TR EZE 2 Twa, 2
L THEERZE L TW2 IR, 4H10%GE7205 b LEEE by 7BV TH451%20%. 30% &R 55972
& REHA LEIRWZZER S,

Rt T BER PR & Y= b 7V — 7 O A e

PR S EEB R BEHE LI L b 2 (202448 1T L Y L 20244405 179 7 K54 /3= 0)
IRF 1457 B\ 245 [R1960RE ] o _FRRBLE 72 & 253 b T b, v~ ME TIE LRI S & iz D TH
D, Bt & LIS HEOFEIZ ) 7 LT,

LA Ly A FEREIC &) ARG CMRSE RO N A RISEA T %o TOF F72EBUEHIC

44



(& BERT Wit = — X120 U CHREDIFIREE DY) i LB %5 O F D H 5o BHLIIHARDOKT
P LT EREROTET M E Lo TR MATOEEY B Lo EEFHEID, MT v 7 25hHiz
MTHFEL IR TE D720, TIOFERDIFFIL L, HDHANI LI AEE T8 THdH 5. L
L. H/NEROHRIZIZ T v 7 LD N T BB WVIRICH - T A R3S 2 <, F 212202441
FEHRE T H 5o

Y M N—T TR, FHEID 8T A=k ARG, B, A L, 2 ThBLZ17
TAOHEZIZ TWb, ZTHEFIFADETORIBIZ BN TA L3O AEMNEA LTS8, ERIICATF
AR TE BB ENAZHEC L2 AZITI 2L, IO A TWS, FFAN—FkIZOWTIE,
HAZEE 4 4, BESICEL2 T TETOMIRE I N—FT 5L VARTAN—ZEREL TWVD, Tk
Wity b7 — 7 BHERFT 5720, BrtoAarirE LT, 10458, 200FR5EICEL ETREDITH T L SHERFL
BT 52 L2 HIELTBY. FHI TV E A 2D KT A =D NEHERHI B,

—H N=AL XENDWHHTO [VEE] RNy 74 74 A% [FH ] IZOonTE, TIVFMbhE
bERICANT, 5% LETHEZ R > TARRBEZ RO LMIRE N2 5, 72721, WHIROKEE R 2D A/
N—=2 3 Y2 AL T B - ZEZWIREC L, R L TR E D S %o

AT [ 7 R=a v | BRI, SRERR S — M= B, [Hi7AWi] [H7z7Afifi] %8l
FTHIEERBITTEY, Rk LB L7 AFIEOLL LT, AF )ty MEd, AMR—-+ 7+ )4 %7
07 754 TIEHTE LML (Learning Organization) %3 PV~ 3 4 ¥ MEsfifbic & 2B ok
B (RFVT YT - IFVFTY) ZHIEL T A, FIZIE, [73—=F) =% —] L L TR Tl = A ~v—
DHELDFREITHEL YAV AY PRARIAL T /ze LA L, 28— MERICEBER 2 HbE 2 0i1Ed LT
HFELWETII W20, tHE—ADEVDEFR=2ar 7y 7070120, HEOHEREWMILEZIT>T
Wbo €L THEOHCEBUMT T, HFEHE A 71 VB LIS ORI 0, BHLOEREANE
HE)SELZ LB LT 5,

EHIA I R=2 a R ERB2DICHBED 7 T v MEztiv, BITHREPAY —F 1 =23k T& B &
9 FRRAR I 2 B ET L 720




HHEANABICTONWT

HHEFEA RIZAEES IO [R—2 ] EIHEN LWL i<, A0 T8 2 479 [1ESE] #8IC BT, 78—F
HEZHULICISSADTIFH AT 2720TEY, TR RS RWFAEL o TV h, N—ANTIIEHE~
ZaTVEERM LG A Y NAYTEE PEREOSHEFECTH/RL TV b, 51T, + 74 Y OB
WFHAGEHE DS SHEED S— MEBDBIBTHEICL T b, AREEAFVRARTOAEAF N 2 &35
WS SRS — LB TE L E Z T D,

— T AMEING 3 % &9 HENZF AN S D80 ) TE72F T HRIZWARIZWAIZE TRl &
&, BEENRE S TW720 80 &9 7%, BRI DO B RIOBUR THEd 5 X& 72, BURIZHANG B ) % %
DL TWBEL S, WU ALREEDZAUIZ X o THE AR TSN TEY, BRARERINZD2541
EING 8% Do) %% 25 ETOEELHRMT,

HEi B8RO OBIE BRI ZN Y TOWRZ T
HAD~ 7 aiyze AL, A CoOIICI b s [HATTE] 77 E 2 Tnb, YL BUEmMET

[HAT SR S FRIZ o7z, Lo LBUITEE [RS8 & DigaiE] 2 XS, 3% - HEr o Twn
%o W12, 9 LATIUTHARIZ U AT TLE ) TIUIRBEELR N TTIR RS,

HADOWRFERTIE, 6T BT ALV NFESERDITEBINICZ WS, i CIRE R S R I L oo
HDo A=y HEATLTEY, PEDFERE L EALAFT BN L 2B L T b, HARTS S
HWTOTATHNA Y F—Fy MERT, BHOFHE = F—DAR5T | CEMEFETHEGHRICH L EHEE
b D, LR A—T > T T b7+ —2ORMEEHIEL T b, 7I v P74 —AddbEDb D%
BL7: BT, £MoBEFIBEFIEL TOKHOTHY, £ SITHEMAE L 21T UISER RO L REN F=,
AT FEV) T 4 OEBUIHAH IR, & SITSRAEDBRIIAT E AR BN TH BB EO R [Pk
MG P (Chief Logistics Officer : CLO) | OREEANEMFEALS a4l ERE MR TUHDIEAT) DD
H5b,

TREATTELAHIS0MEHTIL, CtoCORER TH B O FADAEY LY~ MER O —IV AR T A /3 —

46



HHEA TS, GIIEORD ZIRWAZEALL . CtoCOMPIE L +EA4E B THL) 55 #9123 AH D 5 H41%5]
I E RV, Ea~x— A% ETHBE A HY OFIM LA G TR ZTEL L, ZOMEZ ) =— XD EIITIE 2
TWa7zd, EVARL L THERUCBIT 5783 =L OEIEDL DTV D, BIZIE, WH-FEM AL o [
BV, ERERTIREL 2> TVD by 7 ORBEEOBLE O b, %L T %L, XY /s—b
F— L DHHEZ RO T BEVDH 5,

Wite LCids 245 20— B RIZRAE ) iz BN 73T 5 &9 BEICE > To [l kL] %
BloTW ZENEEZLEZ TV,

FREHEOEEL LT, 3AEOTRIITIIR L, 2O—RIETHH20304E 2 Hid L LR kE Az 52

EDSHYELZ, WIIRIANR Y TRRATEDLET 7 2 a v ERTTLE ) WD D B7280, #EE BT KT
DEMNZ— DB N T, BEREZF > TIHEIL T TR 5B 0WERY,




A it e 7 8 2 Ak oD 1y b &
I—KL—t - FFTVRTF—RA—TaV

RS IGPI 7 v—7 &F &8Il fiEK

APEVEREICB S 2 E VR A=Y Y ORI - EBIICOWT

—DIZ, HRDQE VARS8 =Y ¥ OB S ADTERANAERMEN, BFEENIEE, LEZ25NTwaI L Ik
WIZEWZETH D, 7272, RIZHBEENZE 2 DR F O IMfE L D 53 FHIB G2V > TLE 9,
CHUTBE L, HARBFIFHITHRTA M7 —ICRFIABZRR TWZEITRERT 2, WhWAERTA M F—
DOHEEDORETH 5o EH T O ADITILDS BN THIZGD D - L RFEILTE L0, L\ 72K
TAELINTELLBNT, SSNRTATFARERDY, ZOUEEIZECE) > THEARAD LD TIE, &V o7zl
GRS HHE ) ZETIERVD, 7272, TR TIREEE D5 BEOMGRIETIT %> TLE ) o EFEED T O
Feam s MO LA SN T I hh 57228 MW dF 25T 8Id, HAMHED T D304, T E
BNTEDIL, AEVEOG T OEGR DA IR D 5o HEMED ST Oifiin £ 13, FEEHEIEE P TR RET N
DTV AT F—A—=a T, BIFEDIE VRIS 5720, 5HEZETTEOHRNPILD LN L )5hE
Thbo

FEAFEEDERIEII BT, P —ERAEHEICB VT, BEELHART, RR R RRIIH L0, -
ABEZENZ BT BT 2 FEORNY ARD B 5 &9 EA L T0bo REBAOZTIC %> THz
BERELH Y, MBS - RS BOC DA RAETF VTR L, HDHEE, Thae X LE L TEZZER5A
H5. BAZWINL TE720T, TORKRTHEMEEEZ RIFHL W) LiE, TOHDOILER5, LWH T LIk
DT, ARG —E ZEDWH /85 — 2 EAFELER EE W) DIRBZHL HEY LoD THR, ZLDA
2o T BN RS EFAEABMEE LT, HEZHET 222K 50 BsESELL EICRAN Y
TAAETNVORIBEOBEOFEZ > TLE ) EHIT, #iEZEOL AL OO IR LEIIEDLS
T, AL TEZDDRMELL VW) TR DD, =L REDYA, TILET L TINRL - 2% $iit
5 Z & LARAEFENRIIAMED X A o 72D T IEHIIBESELL RIS Lo T2, Y AT, sk
L7ZBE RIS > TN T, AT AL RZE S TRV, Y24 AIZEL eI, BIBHIELS U Clkbitas

BRODVED, TIVARF T £IVIETAAET N THEY Vo Tz,




Fe 2 LFIConT

HUE, FFIEBURICB VT, AFARIZESE R EAIEIDHE RoTWb, YT v arieh), /T 5
LEITH EIF S22V E V) IRID D Lo PIELRE EIFENE, KFOREHELD S, & LAT DY —E
AZED DY, i LW ITRENED B % o

5. B BRI o TN ) - &y R IlAES7 @V Z B o hidid e sz w. £
T 55 (B 2 R PV S5 A0 B =R 2 N T 72 D O S 47225, RS/ SRR, S5 B A BEERIZEELC BB - Tw
THIZET B2 LIFHEL VT, 207 ) ERNA DAL B eV 2 B CodRIES 257\ HARIR LT
WA FIFIETIE, 22 TRORELLBRVE IR A T VAT +— A= 3 v ORED WA b2 iT,

L OREBEHDIRAE LA T VS, LV TH 5,

HRATC X 518 X )7 OB~ D fE bR
HERATDS, FRZHRTA M5 — OB X2 T h, E WA EERERICOWTIE, KA E)&E

HRF UV ERREH o LAIEDE TH XD TRV D AL, /RO HADRAZE, FHIRMEFEDIE
REYRIE. RERKEIRH - R TA M T =B, Lo/ EDEALT 5o 7% DIRARI MR N TR R L
TIGAY T BLENRTL bo T2, BFHIZLSTUL BINRKRTA M T — DA EMEES TN S, BiE
T10H B N THIUL, EHOSEIN T LIRIE To Bed¥ v v 7% FRL. fElkE&E o0 koz LT
H%o

=77 Bl - IRWVETIE, PR EDH A DEED O FRRAEFI IG5 T b, Hl, iERO S OHALA
RAZ DG HiHFREM D% T AS OHHEDPAAES 2D DL THTHE, THHANZESIRD S
B TARTT v ay (B, ) R_R=Tay) Lk, KERRH»S 542 BENLZLRDOT, 6
RITHF L OBRIETY, EHEL L TREZOAR TRN TV L L) DT, TRAVERATIEHES VICE &)

B ZEIFBIR LI VD TIZ R WD TRAEIZER T, BHOUEZ 25 L XICEIEZ0 3 FVED T
BN B,




AHE N 55 B E 3 % iRk
AE NG BB R BRSO WH S E R BVEN DL, —OHI [EEAM | & L TORR2,

T A AT T ar DRI T, AIMEES7 ) 42 EE R S3E € 7V Dl ASRO i o, [RIE 24X
§9E %0 TDI2D, SRR L ITIEZ MM AN D ZEDTEETE, ZOBIED S, BHRIHE NN
BHBDOTHNTH Y HHIZH o AN TIHHL THH ) ZLIFIEL VAR E 250 M5, [HHENT7 5 2 4%
BETEMTELHMH)) (F—T VA=) | UTREL. AMARE—RNICHIB D &3 Sk 3IEH I fe
B72,

L2l it LA, BBEITENLT, ZOWH, BELIIAFARIZZENZT TIHEL 2. 25
259 &y IR MFEFIHEO7z0IIE B SOINE AT B RS Y AR BB CEET) F 0k
Vo ZZThH, B I ES @ EEEZ D> TEIWVWTH 525 X)) IR E D s Tl iud, EFEL 1
HI AMOIRY E W% >TLED,

WK K EDSE, B LATWADIE, BREVWZEDEDDITHEERIRRO N 4, #ERLAEAEZ ORMET
Hbo MITEZIE, HRIZEHA L LI AEEMR, BHEFOT R — M d LHITEOBRRBORZ IR MR L2
FIURWIT RV, HRDEERHAZT, HERADAOWAARNIZENZZICEEL TEH ST, 22 TENE
TUCEDP R NEZFE STV THES)2DIZE) LzH0Wn AL WO O S, ZORMEZE 2 RIFIUI i)
B\ ZTIUIDRY) DKRBEETH B HEANIE - T, FERBIO— % B TR 2 B A HHE N 578 7 o A4
A=TPBPHTETCH LV, BREZEIVIDDROM, HIIHHLER, BROKELOTHHEDN F
W HARNZEFROBRISE LTI T 77 =037\,

1

HADHIZ D~ 7 0, HADRIENTIZ 5k

DM A 57 B 2R e % EUF 22\ EGDPASHE 2 e\ /i, = 7 B Tl W O2SHTBUL# OH <
BHbo RHEITHRSTHOLVETARETVERIRLTH 5, HDLVIIHFT] - BRI OB 5 FAH itz 2
=T v TR TETNG, L) DIZFAHFEAS, AR ORI TR 2 B L, 22h5N -1 -
SOEEEVEDERI L LB ANTH Lo MEFIEEED LV DDIIEEDT T, Hi#HIS /"= ar

50



NPT DY | e DRIFITEI A e FIBRHHNCBI L Qd S 12, BNZ2T Th a3 - EEH o i
HRE AL &) S EOW RO T, #EDTHLZEDPKRFTH D, 7272, HADE
AR B AT LBV B IEL N2 WRIIFIFO N2 HANIE R 2L ED D Lo
PERITA N TE PRI R, B < NDAEIRBE 2 48 S LT, IR THbE TE 20T, filjilizB Il
HEHNGW, FEFHSOBMNIZ FORE, 22 TEHARFHREDBE) AL =LY RS L) RVjE
FEI STV Eh LIRS £y FTE R, ASEPROFBAH 2L T LW HHMATE R 72 H575
R —Hl—AIZIETERVDS, Z2IHHEIF T L EREEEEEICHETruy 74 2 ENTLE), D0
FREBHIOREE L7 R 505 4 AV RS> T0E DT TIEARVO T, ZIIIAREIE %L REA S OHBCH
2D NOBE RS 2 LARD A TH B,

TRIEBIR OFRITR A DI 7 0 DFERICEL DAL DHP VS TLEI DS TH D, I70DHEm Tl &
IS BN TADANEZZ L TCO2RIELR SRV EDL, ADANEZEE Y R AETIVOHE VD
Zty PCLARITME RS RWED, HEVIEE VR AETIVOHE ) ZAF) v FeilAEbERiFhuds
LBRWAREDPHRE L o TVLEYS, KRBIIAD AR =4 DRI, BERBR DT, a—KL—F- P72
TH—A=3arOIT=NRE T ayPIFARY LT LEDHETH L. A7 bidEALZHITRD AT
V) ZEITHL T HARDOHMIRIZY 7 87 4 =7 A, OoBURMERR OB AYE Y 1045 5\ W IISHER DL T
B0 I EEREER S B TIUL, SO OFBAH 2T I L1240 570 T, TIHRROFELE 2

o EBIWMER N T VAT 4= A= arDT= V) ETVa v R 2RORL T BRI EEEZ DT v

HAGFTHFRIEIRE RHUIR 5TV, TD) =5 =2y TP EETH L, B<Mr5LTH, A0S0k
D2 EZ Do 4y MBEBERNRIIE RAERE 2 HET 5L RIEFEHEDO2~3E T 5 L) UL D 5
TETWS, AFARIC 5722 E TRYIZKRDE D> TETW S,




B R IR D PR &
REE Ny TORE

POVREER A S #ERE Kl B

N7V vav s A AIHLHAMIEL ILBISR

AEREMREICB S A ERRE 2 AL L, AIRT VS VL TEN TOWAHADBIE, /-5 L WX NS
DBV T FRAENFHIRDS Y a THRIANE W) NF 0 D3 a vy 4 MCHDLARBEDEN I DD 2 5o =¥
AETIEAMARIED R TVD EHTAZ B,

Wk EIRE L CHARIZ Dy TOH5) =59 DI S LIFFHEIZD 2D, WokiEA % BIgTEIE b ALN,
ERMLLETTI X TP RVBIRINE LI 5720 SHIT, BRMICHROFES IV L )
CEBRLIE-ENELTE TS, BIDETH R AMZT 1T 5720120 HAMFIIANT 29 L T4atl
BoOEE/KRER BT, —FORE EIF2 L TWIRE,

HOMRSRIZ 513 DX

FPAMEEE TR, 20194F ISR D BATIR BT 2V - ITHIEEEM R (4R 282, &2 27 DX %
LCW5, TNFE TIIEFHEILTMPNED T /2d D%, L 2% 2 A HMHRE DY, W) —
5 —3 v 7O e [CHUGAI DIGITAL VISION 2030] %35 L7ze 73 ¥ MERLATEHIC XY @ EHD
REFALIZT THRARDRFLRAFEOFICE T, AT AZWS L, 77 ADfbE D, RELRBRMTE
TWbo AT 4 THTHIRSHGE SN, FBFHHEEL R GGERG L DT VIV NT VAT =R = ay
(DX) SR H g CRESN, 77TV ZHLT

ATZEAT L L THe IS CoOmE )i ALFHORNOW) 2 EOARBEEPHLNIR LD T, 22131
Ly ADSRPELRVEB~NAEE T 7ML T 2OL BRIGIAI AR DA TETEY, MW F47
T&7

AR EF VI NEMERED LB ZBEFTLEDY, EBNELLEDLOTY 3 7 NFAOBLTA
WAIHEL L LRSS, ZOYEICBVTHROEEVPEADSVEHNSINEKRY v a v, &E by 7
720 BRGRATIE by 7= A U A Y MEDPMUORSRE & KL TALZH > THRHO SN B HRE KL 5 & DElE s
Hio/e b DT RN, 2 RDETHESTIIRL, YU F 27 )71 DT by THHOHRERLTHDH

NETLIIED S T REED S5 Z L 2RRL TV DHDEA ),

52



SHEIN S EE RN o451

WFZEFE MO IHE N B TP A HARANKTH 52 2089 9 BB - B OB HARIZ AL L9
M, Hid TEE P OYIELRFETS,

20074EDHRIL0ER, F % > S ZADERALZ BI S HAD) =71 & T RFEDW e v 5 —DBIFH 2 B 720
HSHEINBIZEE 2 A4 G TR 3 720 ORHLAD B o 7203, FRERDBIORFOFHEBKIDK E S 7z die
otz LD, Mty ¥ —IIMBRFTT =27 RGEHERK) FEOHEZOTH RN LI1EE
N LAV OHARNZEE DSEEC KB D720, ZDL IR LWAHE AT ZE G e % ik b & ZHELA
DIFFEFNE > TELBHID VIR GARERD TR TL S22\, L) IR L2072,

COREIITS 2 DifFEY > ¥ =1 o722 & T3 HASKRTATHIME N SR AM O I3
72o THRBEDOAEBRIED GO 7-fml, BT RS 2ME7Z, —F T, ZZI0EIEBETHEAL TS 7 1 71
TOFERR—E AR L2 205, BEUIENDDOH LD T, DN TN AM DR TINSL LIS
oTIFWDER),

LA L&AS, SHEANEEEMAM AR T 5 L TR RERN—FVIZTTE—T 3>, JHE7259, ot
DY) =T A2 T RFZRHFELIAEBVBARTRTEH B W E T 255 RBELOED 727 SRR — 280
Wy, ¥ a 7TIANFO 7 a— NV EETHIUTEF 25 I EALIE RIFo 010 L, HRMED A
HHEDS B F DIAEDFHNINTE D72, IR RO HEZFO TWI2UKE, FHEAAM 2 AN L) L DRI H
HWEARMBNZ o720 LA L. [PRIZADPEF THIUIREFIIASTHHW, HRICIEZ 2 HIEIEZA
BHYH] LMD ERBARN Iz # R WS DB E IO, fR RN L 72 LTh, A S0 TRIFR
DO NTKGZ Ve HRIZ—EALE Lo 2B E OMBRZ 50T MWBERIZOWTHRE L2
BHR,

HEFREOTOY 27 PCHROE VA RAAZ =IOV TRENZT V7 — MR- 720, [HARDOEY
AARY —WAZEE NIRRT 20 ZAREMZ SN LT B DL o72 IICHARTE I R AA T — V&
THMMAK L NTL £90 | EDPUSA B o720 HAREFINEANZ ZIT TRV E V) 4 A=V ZHENT
W,

HAD) =74 ¥ ZRAC L THH LRI RBINENAEDTERE L T BA5 B T L26HTud Ay

53



NE%HRVERSTVD ADENTES ) HORFATT RS TEIRII R D 72 e E 2 Th, ZTOBIZIER Ik
Vo

BUEOHARIZB W TUL, BURDHEIC %208 RELZE R LEREICE TV L) . ALDOKRIERD &% 2
A&, HARORFNZ BT 57201203, SHEINRESEMAM 28237200 Tl 2yt Yy VI —h—DJE
WS U CGRADDOI R Z R L LED B %o MER WL BRI T 2D 5 5705 MEORRMELS%
WL SHRF L THRIZS SO LB REZELRETIE RV BEEARE R TV OIS Rm 8, AETE1E
DN REVOT, BEEHARDENE ZHALHFEL TWD A, BIZTHARNE FHEERD B Y 2 1k Al
BIOIA DR L N EIFMEFTANDL E V) ZEBMETTREES I,

HEDITFT VAT — A= a v ERRE Ny TORE

HAD= 7 0l AR, EED T VAT = A= a v Pl b o7c 21l %o B{FiV7zT7
L CTERB L, BRI~ 2% DR EEZ TIUSREE L L TERE V) EME 0D & FEFFEEBORTH
BYMOL ORI T 2N TIFO L) RMBUREIAH .o 72 L BT b, L IVIZBIT 55 RIFR
Va7 BB TH, HILVIEFEORIE R M EOLE R T B Z Db, e LR L
WD S0

U R HUTHRER L 2 W EESEDS RO A FEMEZ TP T DD TR W ES ) h BAeITE & ALITE &,
HASEIRCT 7IA4F BT TIRAGH A Y MEFFICEZTEL LIV R R\, VAR Y 7 &5RALL., B
R LB NMBBE ZAT ) LB B0 TIUTI D ADEEY T 1 [ RIZH ¥ S,

DN T VAT A= A= a v #DL LT HHARLTATTHANTLEILbH57259, 72720, by T
WA —F—,BoTTuY 27 MDD RREILETE, GAI Lo TUIRERV AT TR b L L.,
KHEALDT 74 F > A, MEARHMALEDTFRL—Y 3 ik, — i RIZBADHEARTEL LTI
JKTERVHBIALEETZ D72, Z2IE by 72333y L, KL 725FD L SWOREE TRV ET RN
X757\,

FTIEAD My 7OIRIZE B> TV B DIV ZBHEOKHRIENS by T THLIHSZHHL TH R WA

54



SEVYIS7EREEANL TELWAREEF IO, ZNIZ)—F =L L TOBEHIIRIFTn5, T FIZE
FTRHET, K LZZFHI D FH RS20 TR, TREYSNLDODAZTNEDRHDNTIR,

by THREHRE RS UISHERE DL LT, WEERRIIR L LT, HSBwThk{aIa=
=ML, 22EBHELHICT A TELLHVHL I L Z2F 5T A HOBHRIRE B L2 L, SbkiiTh

BB ETERVWLDTE,




Y-V RAEDODLI=—7 F A
X 7T ¥ VB OWEH

PRASHE JTB ARG tERBATHRE  1dE RRRK

H— R REFENTIBUT B 57 PRI R 3 5 fa bk

P—ERAFEIIB T, #EE LD S EAEREEI NS B EED MR L W) R R A SN2 2,
BELLERED R VEWH ZE TR, BT ZOERUEAK DI W —E ZZEOHEISER L7224
FEVEIN LML S35 5 LE 2 BB, BikSEDOWFIIERRFTE R EOUERN AL LT WS, - A¥EIX
P — R HORT O BEARDOBRTILEE L ORIELH Y, ZOHT [FFLL7oniThEdTE ] &
W ARDD Do HREMEDMERNZ E1F, - EAEEFF R B H CHBL T Do b VobH—EZXED
& G A E RS DD E ST R BN TV E VI FER. 74 ) T 4 DEVAM D A>T $ DX’
HEERWEAEBRZITHE L 2 TUI D2V EWIFEE LTV, il ZRRIEL TV a5 =Y AEIZBNT
EBFMREDOBR L, YL <R TO L0087, IIEOM R, HPsTHETEENEVHIZED
ENTIIHRWTES ) D%

J)

PR L]TBEDOX v v T

AR T BUROE RIFISH LT My 7RI [REGoTn5 ] LDBEDRSE Th o705 Uik
FZOF FTEIATH7E L) FBDIER IR O T, B RIERIZLK U2 SHEOEIYS I V—T D
FEEEEFI200000 27 ¥ r — b eAT 072 2A, —HZVHER [GOEEL VO EIZL 2L Tid kb %
W ThHotz

FATEELT VI VM L TR EZE L TWDE W EIENE % LB WHEEICOWTH LS/
BENBENENTH ol HNTERATZMEHT 2RI R)ORITRY) IEHED AL TETWL, TV

I NVEMAZ L S TRIMITAED B L 2B UIRD TV A AN BFUIIERITE W ERER L T be 797 VEIIC
Lo TEZTELMMREAEOEFORE R 2 — ANO & D 25 FER L . lEENE I THEF O T
EEZ T ZEDPRRFLZLEL 5,




SHEIN 7 88 OFEENE, HARITR TS 597200753
¥ AN= Y F AR DB CHE NS WL S o LA BREFLES o V=Y X LI IR N

B HENDUAFTED 7 o720 BIRTHEEIT M, PREEBAETHREAETH, WAVALRIETHAIZAST
ETHHWV BUED [HEEHROTHERED 298] LW Tiho, 4RIE THARISRLEAGD/N) =T
TN D | LR ONG L) RIREE DL 572 T 72 SAZIT AN D LED B 5 LI KL TV,

Z L OHENGBFHICAARIRTH 59 BT, imb RELBHITHETH L LE R Do BIZITH T ¥ & TR,
TETHIETEBHRA ¥ 7 70 SN TV D720, SHEATH BB DK TV L LHATORIFIZIEH
AFERETIFHAERON L, N2 LRV ERKD D — A% ZO/N— FVHIERITE, Fx OIS HAGERE
JIiRER% ST BB 0% o 7ehs, BEMPEOB W AM Z 2T ANS 72012, HAGERE 2Rt E L X
NZRMEAEHE L T de 4RISHARARAIED ), HAMAYHERERIE TE 2 X% L8 H B %,

SHEING7 @5 O ARIZOWTIE, A7 EDIFITB R 2T UTENO S AR TE 2w TIREE R T
Who HRNZEWHBARAFOHE R ZHER L TE 72720, FHEIN R ES A% 321 A s 2 &I
OB D D0 COBREEEZ T IENHETH L. ZOF T TIEIFEIIMERD AL ST HIRE - Ak
BHAIZASTI %G5 TLE Yo TOBIRZZE R T IR 2RI AL ADLZET, B 2IXBISHZAHE
MERD AL EF L NMIMEAIEAEE 2 Z L2 EETE L% L, FHEADPBIGICVWDZEPHE THHE V)R
REELDRF TRV LR,

<71 & I IBT B HADEFENRE

<7 a Tl UMD E . BREIN TR T2 RIS NI LLHETH L, LT LHH/MEEET
DA N E V) L TIEEL FHILL T ETHAEA v 7700 b2 #LL L. A7 = 2 v MHSH
WIS TRDDTIERWES I b BIZIET ¥~ — 2 IZEDVNE L, BEEZ BRI S8, s
BOENEH60%1LL %0 FENOFRIEFENIBLED 2 LR T 205805 1) A2 512 A E S
ST EEFRALZ LB Ty = EHRLBEHRIEDH FREEEFF>TNEDIL LTI &
WA T o CLEINRD D DL 2 %o

57



I UDRHE TR, S ARSI T ZEHDIA L HEEDSIEFIZE W AT HN L, AIZH/N
BHENL W EARIIENZ E TRV ER) o FHTH—E ZEIZBW T, AV T FU T A DR ITRFE LD
T\ FEER R T VRl 22— R DT SATERT VI LTI W L 72, 727220 A r— ksl
BENTHmo TRV LN RETH B0 Y —EAEDPFOL=— I Rl ZHEFF L DD A —V A v b2
BRT B0 T I FNVEMOTEHADRE R HEEZ T D,

Fro [F—C AR LV HRADOERDIETH S, SNUISKHIET 21213, WIifEZ S5 T —¢
AEFEMEL TW BN D B0 F—EREITTETA TAELTETEY, PHPFRRLE, DALy P T
TEZ L) LT AHEIEHIER %V LA > THEATEBE L - TV 72723 2RIl O — A
ZRIH ZEDHUEIZLIE L T Do BIZIE, A TLPRMETE R WE ) kR, IEFI VA T4 T Rar
7Y\ = ADBEOIFE AT b DR L RAE ) T4 DRE R Z720D% Lo DIRIZL TV S
ENEETH D, 2EVIP G EE) fLL. BULT 22 LD T —<ThH D EPA TV D, BIZIEIREER AT IV
BT, = = —EARPRF 4 EIFF T MDD Do T TAIIT V¥ VB2 AN THBMLL .,
P—UCABHOREE L= A AL L TR D LHICL TV E,

FEHEADRITNEZL

AR LOIIa=r—vay, INDHIHRICH S EHE 2 T b, ML T—/ICMifEILEITE 5 2 LI
DN AI2ZF =2 avh 7Ty MITEDL L) LIREREAM TES T I EARFLEL RS 2D LTS
DAEDIFIRIZS o & BRERZ T 2 LEDBH 5o TNEFKMIIZENZNORFETHERL THHW, HEEIZL
MPTERVIEZIEICL TV 23 2= —3 a NIERPIILE DICEEZ L E) 25, BT ERHNOM
DAIZZr =2 a v BEELELZEZ T D D RER D, F7RHMAEZ) AN THLIRETH S,

TR EDMPEC X L) 7V 2 — Y g3 VHEDHEE
HAE, FATEPNT Y —E 20y —) XA LHE, MR —EC A0 7 V) 22— 3 Y HE, ST —

58



CADE TV AAY) 2= a v HEDIDDHEZ R L TVEA, )7V a—va v HEOHEPE T
TETWD, LU TV 2= a3 Y HEL ) ORAREIFREFICE > TS L2 HIEL . B RO
filififiz FiF T 22z Ly ) 2= a VL T E VAR TH 5o

A 23T v FBDER OBIMOWIR 24T, % < ORBEERDBUGRIIIN) #LA TV LHT, fTERBULE
T AR OTBOC T B2 EME LI AM DD O EThH Lo BULT O/ S—DAMDBALZEITE
0, HIRBDGOT > 7 2 I BISER T Y 5 WA O A E A BRI 2 R T H Do

BUE]TBIZZ N E 5T 57201245 FRARICKI200 4 FEEE A & I L T %0 BOBSEEEREITIE, BDLS
THRRBERAZAMPEREZ MO TBIRATHO by 71200720 %, 20 L) RETIBLEE O
B BREOZAE = ARG HRTH, ETRTBOL 7 03— 2 F TTWL ) BN s LIk $ 5 & AR
AR THETHRNWIEZEEER B,




A R B
REEA VTV V2 AL EERBEDE

HYSEAEN HER W TR

BURR BRGSO F v v 7

SO R THKEN DX, WEOPDTHHIIBWT My 74 Y X e ZD Mok THARFEIC
FroTBROENIZE72 IR, [H] BT LRG> T0 a2 2Rz T [REoTw
b EBZIHEE Ny <AV AL PEIFEFHRTHARSD L, by AV AL PO FHILEIINTKE N, REE
FLL T RS> THEEE EIFC0a ] LW RE T, BEERIZA 7 L Bl EEL T [E 72248+
o) ERNZE L TS HADEDP O D 5T %o

BENONE, SRR AOL L 7P =D XY MIREHEET 5. BEHIL ) LR L ORE#RD
Fx v SR BTN D 5o S RIOTEFERITZOBERT, L THOERELRRBE R/ BIZE-2 TN 5,

EVAADBH N EBINERDDH HERAIDBRUZOVTHF vy FIdRS5NIz by TRAT AL M
FRAUZ133%75 [HH OAFEIRE S LB E L5 ] LIHE L TW B8, TOMDREII5%HI LK, K
AIDBIN AL 2% 2 U, B2 T3 BRERREICB W TR THREID TUHICRE o T
WReMED D B0 EIMAIDPEBTE R WERIE L 3A 2 AR L, HIWNE S 22T (ZAERLATIC
WoTRbONTLFV A%V,

TERATREAX, RT A+ F—D kR EA3 % F12
AT R R SFIC /L &, R TR EETRT A M =73, 301, iR L0

B ClRBHEEIAHR DK SN D EEREIEE > TWae BIEEL 2023 ) 71k R by 7L
NV7E bEFAEFES NSRBI D X912 TR AREBY TIARG OBERA BRI IR O TRARIK S h
THY, AL - HEML R & A2 L BT &7,

—HTRERER NF L Vo2 a— R — MM, EENEZT & RIF 2RI RE V. 202D, MEbo
TN L L72L 3 200, WETFHEOMGR T 5T SN TWRVODPERNIZ RN, TZOAN
AR L e ] [HDO NGRS IADBD ] Lo 7R BRI A BN ANE S ReAE D 2 {7
B EBIMARZHEAT B Lo 72 El i) 23572,




WEAMEY a TRUE A M L2o2H D) #ENICB W TE ST OHEMRIHEBELHT ) L Vo8 X 05R%E
LoD2dH b BMAF N ERi72 AMAEH SN, EINOARZLTRCKR T VT % ENDIRHOFEEFIIA A
TWb, 2) LM AMOBHEZ T RIS, SRIIINFETERE L TWEBHY a7 T LTSN, FiE
DFEF AT T T L7, & Vo 2 BRI RKPIZ D Wb TE S X9 ->TL 5759,

MO 23U, 29 LIRS S ICH MM L - AT M o3l 2 A8 L T KlRgtE bR
LTk, AlRE DT 27 /0y —hHT4 M5 —OWBHREL TUTEREIHE 272595, RS
B NM OJEFIHERE b R E e I 2 5o

BUKTIE K74 M T —ORG COEEEEZ BT L2 DIEIRL T AREEBIZF 724 {3 hWVEs9,
FEE R ERAIDEHICRITT A 2237 PO EREL DD, RTA M7 —OFEBERFAIANT TRIBZR X 2%
ANTVL ZEHLIE R B

HREVED [0 f 1 PERITR R [REA TV T2V A

EBOMFALITMA T, KTA M7 —DEENEZ ED B ) R TRPERCDD, £/ X— 2 YOI
Po WIRDEZ A, EFEREEDDHIE, A VT M ThD [5H] ZEBHRLT/IELL2D, 7Y v b
ThH5 [ 5T ZE %A /) R—=2 gV TRESL T ZEPRPER WV, AR DT 7 /0y — Dk
HThEINDHE %, X074 T4 THRAEFRAREWN LT A Ay v ay MitbDas R —rarivs
TR PEVED G T2 IR S LT V=2 2N =0 d T EDSKYI72,

ZDT=DITUERBRNL, FI20HDEFE 2D —DIE, RFEIBITD [FEA TV Y 2y A Owfb7Z, 4
YTV Yz Ak, HOROB TR TERE SRR, 08T, T 5 2 L TEA S S M TRATI R HIE
DL, BRIEHEDHWDON—AL R HEDT, TNEFEHINEMT72DODEEA LTI 2 ATH 5,

KPMGTHASREDT 7 /0y —IZB L TGRE20/FEMIZEDEBEZ A L7z, 2N LB L., BNBU %
FoTu T 7 u— UV TRELSY A Y A XTHRNCHEZR EIIBOREEF L, TE74 T LREY 2—
MEDB—SUTEA T =7 v b 2 T2 Ko BN BE D o720 V=T — /3R T 7 A+ L EilRE

HIA7Z,

61



R A LB E 5N B0 ¥ ¥ Y T e EOARY S & B IR— k& o THENT T AHED X9
BESH Do 1205 REGERDIDE LT, AF ML Y PR ENTEIEHIBFICEDSTLESTRAILE
HETOND7EH9,

% ORFETHIIREE FH 2 HOE T ABE, FE RN 7 TRFERY T I F =2 $ AT FEY
T A DWRR EZ AT L, I L LIAA T WD, 7205, 2O LIGEA YT )Y 2 Y AZTEH T HDI3MET
EDWRIRERZT T, HERIMIBIE, Loz b D,

7EH5, FEIRAIOG IR HBUR) 27 O E ) 7% KN X O AFEFEMEAHE§ b mEHRERICIZTRE A > 7
VY 2 ARTERT 2D TEATI7E HERFOLLZHITET=Y ) 2 7L, A2l HE Y 4 L) —ITi
G AT LT A OREEHIBNCTIG 23 A 7V & [l HAL AR AN 5 2 L DD %

BEFSSEOmibL £ / R—=2 a2 &v) ZREZE ) [MAZORE | BRWEFWRA5H, KA OHHE
DENF v L v DI L TR o 7238 IS TE R WRED Do EA 0 7) ¥ v A3, A

PSS LB CTHHEEZ o TRIERE L T3 720D RPN RGIERIZ R D 5o

PO F 5 4 ANERHITT MOy ] %
HEFEPED S T2 RE LT 72D H—DDBLA, FERHEED LR BT AF BB D <4y

AZHIE) IHTTERCDIL, FFE L7277 ) 0y — OB EHEBA 2 BIGII R i 28 A D DAT55
EH TR0

KEZ SV RO B E 2D L BFTORIEZT TH L WL DML GOl —T 4 ) R—
YarhHEAT VD, IAY A XIZEDL T TOMGENTAM DD &L a— VB [R5 | 3R
TWwbE9H72,

HAZG \EOBENZ B E 2 TRITIZZ ) LB E T o T be SHIOHRHAR R TIE [/ X—Yarid
EITEETVLH] LOFEMIZBWT, Mk @R EDF—T v 4 ) RX= a3 v | LORED [Db
o] V) ERERE, HEEPOIFEHRE TRE Lo TWD, 727210, BRI L TV THHEED D

RWEEIRD 2\,

62



F—=T A I R= a VRIS DI, a7 U T CETICEIN TR LW Sig i m AR 2 4
OIUTLTLE) L) BHEEHEEZ LR TKLEDRDH L, BRFEHSDT TAT Y ARMEALREZ L TH—
T oA I R=2a ARG —), Fb 29 LRBOB &2 L T BB R H 57259,

R CREFE R ZECRDTHE > T b, 220522, HRDERMP ML THRAPH 7=\~ —
Ty M EDIDWKERIE R & B LAY — FEE o TH O A7 4 TG LEEA I E T RICE

FoTW%o TH) LMD HAZEU T, EEE RECEO TR EITDRD D LWL 72V,







1

Productivity Agenda

and Resolutions

by Business Leaders

(This chapter was reconstructed from interviews conducted by Okawa, Managing Director of Japan Productivity Center, with business leaders.)



Considering the Meaning and
Enhancing the Value of Each Task

Mt. Akira Ichikawa, Chairman of the Board and Representative Director,
Sumitomo Forestry Co., Ltd.

Increasing Awareness of Japan’s Declining Productivity and Its Reality

There are two types of sense of crisis: one that is felt through numerical results from surveys, and
another that respondents feel in their daily experiences concerning their own company or the overall
productivity of Japanese companies. The heightened sense of crisis that has become clear this time is
likely a result of the international comparison of labor productivity ranking below 30th. According
to international comparisons, Ireland ranks first, largely due to the contribution of multinational
companies in the IT sector, but it is uncertain whether the Irish citizens or local businesses genuinely
feel an increase in productivity. Similarly, Japanese business leaders likely feel that something is
amiss, but how do they actually perceive the stagnation in productivity?

During the high economic growth period, the rate of productivity increase was high. However,
since the bubble burst, Japan’s productivity has gradually declined in international comparisons,
and especially in the late 1990s, it plummeted sharply. Although productivity continued to stagnate
compared to other countries, the Japanese economy showed some signs of recovery in the 2010s,
following economic crises such as the Lehman Brothers collapse. By 2018, it had achieved the largest
post-war recovery. From the perspective of business leaders, it seems they have finally started to ride
the wave of economic recovery and are beginning to feel a sense of progress.

I think that population growth has supported the overall Japanese economy. After the war, Japan’s
population continued to increase until 2008, stabilizing around 128 million people, which contributed
to the stabilization of the Japanese economy. Another factor that supported the Japanese economy
was the strong yen. The prolonged strong yen likely led both business leaders and the public to feel
a certain level of satisfaction that the economy was strong and that daily life was not lacking on an
international scale, which may have dulled their awareness of productivity stagnation. Therefore,
while productivity may have stagnated in international comparisons, there was possibly a lack of
recognition of its impact on the real economy. In recent years, awareness of the issues stemming from
declining productivity has begun to surface, and as measures are being taken, there is some recovery,
but against the backdrop of a weaker yen and rising prices, the sense of prosperity has diminished,
and a renewed sense of crisis may be emerging.

Differences in Perspectives on Wage Increases Between Business Leaders and
Employees

The differences in awareness regarding wage increases between business leaders and other levels
may be due to differences in their time perspectives. Firstly, business leaders are likely looking at
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the past. In the long-term deflationary economy, there was a period where profits were derived from
cost reduction; while they worked hard without cutting labor costs, they take pride in having operated
under very difficult circumstances. When considering wages, business leaders tend to refer to past
numbers, such as the Consumer Price Index (CPI). However, employees, including department heads,
look to the future—specifically future price increases and future expenditures. In discussions about
wages, there seems to be a difference in perspective between business leaders and employees. In
the future, business leaders’ understanding will have to catch up to retain employees. In fact, there
is a growing movement among business leaders to consider wage increases proactively. This sense
has begun to emerge in the last year or two. Before the COVID-19 pandemic subsided, there was
a tendency to follow suit in wage increases. Nevertheless, neither side felt that salaries were low.
However, an unexpected situation occurred with the real income declining due to a weaker yen. The
discussion now may focus on how business leaders will alleviate concerns about wages in the future
rather than looking to the past.

Immigration Policy Influencing Japan’s Future

I believe there should be a national discussion regarding the acceptance of foreign workers,
particularly immigrants. The shape of the country’s future will change depending on the immigration
policies adopted. Unlike population dynamics based on mobility as seen in Europe, Japan is an island
nation built upon an agricultural culture. Immigration policy is crucial; whether to actively accept
and educate immigrants like Germany, implement quota systems in specific industries like France to
secure necessary labor, accept legal immigrants through family and employment-based programs as
seen in the old United States, or follow Australia’s model of accepting only a certain level of highly
skilled individuals—all these require careful consideration of the country’s immigration policies.

Another necessary discussion is whether it is truly essential to maintain a population of 100 million
for the country to function. The baby boomer generation has surpassed 75 years old, and in 20 years,
the population structure will change significantly. In such a situation, is it really necessary to maintain
the same infrastructure and systems as today? If a country like Switzerland, with a small population,
creates a high-value-added economic structure, the approach to immigration policy would likely
differ from that of a country with a population of 100 million, where the focus is on utilizing existing
infrastructure to maintain current industrial structures such as manufacturing and rice cultivation.
I believe we must develop immigration policies after thoroughly discussing the envisioned national

identity. Both options have their pros and cons, but they are extremely important discussions.




Furthermore, even if we aim to increase immigration, the approach will differ based on how we
perceive immigrants. If we view them as “mere labor” or “substitutes for management,” the solution
lies in their compensation and treatment. However, if we aim to welcome immigrants as “people
who will build the country together,” then mere treatment is insufficient. Comprehensive support,
including cultural and language assistance, is absolutely necessary for their integration into society.

Pursuing Value Creation and Work Rewarding as a New Form of Productivity

I believe that two shifts in consciousness are necessary to improve Japan’s productivity concerning
value addition. The first is that those who work must shift their mindset from merely cutting costs to
enhancing value. The second is that society as a whole must have an awareness of fairly valuing value
addition.

When we look at the value added by each department in our company, we find some departments
produce very high results while others contribute little. For instance, the domestic forestry business,
which used to support Sumitomo Forestry as founding business, now faces declining demand for
wood and low international competitiveness, making it unsustainable to support the company with
nearly 30,000 employees. Rather, it has reached a level where we must consider how to maintain it.
Measured by sales and profits, productivity appears low. However, from a company-wide perspective,
there are employees who are actively working to protect company-owned forests and contribute
to public interests, including water source conservation. We need to consider how to evaluate such
employees. Is it sufficient to measure productivity as we have in the past, by sales and profits per
person or per hour? Given the recent focus on ESG and SDGs, we should discuss how these factors
are incorporated into the company’s productivity. Additionally, forests inherently require time; they
may yield benefits 50 years from now. I believe that even if we do not generate profits now, they will
contribute to the company in the future. We must reconsider how we measure productivity, taking
into account various timeframes and the relationships of work within the company. Most importantly,
if employees feel the significance of their work and take pride in their contributions, the overall
performance of the company will improve. That is our goal, and we cannot reduce this to merely
simple numerical values.

Actions That Business Leaders Should Take

I believe it is essential to communicate to employees the meaning of the company’s work and to
enhance the value of each task. I consider every job to have its meaning. I encourage employees to
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reflect on the meaning of their work and strive to enhance its value.

For example, when I ask new employees to make copies, new employees who consider value addition
will ask, “What will this be used for?” Depending on whether it’s for the next meeting’s materials
or for filing into a booklet, they can add slight innovations even for the same copy task. Thus, even
the same job can produce various forms of value addition. If we consider how to elevate the value of
each task, the value per hour will increase. If we do nothing, the same amount of time may impose
burdens on subsequent processes. In that sense, I believe it is fundamental to always consider how to
enhance the value of each job. As the organization grows, personal tasks will transition to team tasks,
prompting discussions on how to increase work value. I hope to create a pyramid of additional value

through organizational strength aimed at improving productivity.




Return of Productivity Improvement Results
and its Sustainability

Mr. Shinya Katanozaka, Member of the Board, Chairman, ANA Holdings Inc.

Awareness Gap on Productivity by Industry and Level of Employment

It is well-known and widely recognized that Japan’s labor productivity is low among OECD countries,
and it is natural to feel a sense of crisis about this. The awareness gap regarding productivity, when
viewed by industry—classified into manufacturing and service industries, further divided into
interpersonal and non-interpersonal services—and by employees’ position level, classified into
non-managerial young employees, managers, and executives, reveals distinct characteristics and is
intriguing.

The most notable point is that more than half of the non-managerial employees cite “many
unnecessary tasks and duties” as the reason for low labor productivity, which the executives must take
seriously and work to reduce inefficiencies. Digitalization is urgent, and measures must be taken to
speed up organizational decision-making and utilize human resources effectively.

The difference in the sense of crisis between manufacturing and service industries may be influenced
by the proximity of robots and devices that enhance productivity in manufacturing. In the case of
services, paper-based processes are often surprisingly prevalent, making it difficult to feel a sense of
productivity.

Regarding the replacement of tasks by generative Al, a higher percentage of top management feels
threatened compared to other employment levels. On the other hand, non-managerial employees feel
less threatened, which I see is a situation that needs to be warned about. Some employees might not
feel the crisis because they have no experience using or realizing the convenience of generative Al,
even though they have heard about it. Some companies may only allow limited use of generative
Al due to cost and information leakage risks, while others may encourage its use, so it requires
differentiation based on the situation.

Efforts to Share Information Flatly and Understand the Dispersion of Individuals

During the COVID-19 pandemic, the ANA Group faced a crisis of disappearing aviation demand
and a daily cash outflow of 1.9 billion yen. I placed particular emphasis on dialogue with employees,
reading 30,000 emails received during employee satisfaction surveys to listen to their voices as a top
leader.

Although our original organizational culture played a role, I engaged in candid dialogues with
labor unions. Vertical hierarchies tend to be influenced by middle management biases, making flat
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information sharing ideal in times of crisis. In case of disasters or incidents, the top leader should
directly inquire with the regional head in charge. Middle managers might dislike this method and
argue that receiving tens of thousands of emails would hinder the executives’ work, but this concern
is unfounded. It will never become an obstacle. Through direct dialogue by executives and feedback
from employee satisfaction surveys, I continue to strive to understand individual opinions and feelings
rather than just average values of them. If the top leads by example, other executives will follow suit.

Labor Productivity and the Mindset of Workers

Regarding productivity, the focus used to be on the denominator, but now it is on the numerator,
which is a good macro trend. However, on a micro level, there are certainly factors not reflected in
the formula. For example, for ANA’s overall value-added productivity, the numerator is “operating
profit + personnel expenses,” but different job types might require different productivity indicators.
For the sales department, it could be sales, and for pilots, it could be flight hours. It is important to
consider output starting from the organization’s role and mission and to find indicators that align with
job characteristics.

Another crucial aspect is identifying the mindset of the workers. Recent reports mentioned that
in a world where job turnover among young people is common, reasons for leaving included “not
understanding the meaning of their work,” “being told it would take 10 years to get to the desired
department,” and “questioning the high evaluation of someone they thought was underperforming.” It
is easy to imagine that working in such a state would not lead to increased productivity.

To enhance productivity, approaches such as achieving work-life balance, well-being, and engagement
improvement are necessary. For instance, Germany has much fewer working hours and higher
labor productivity level than Japan, but Germans work and play exceptionally well. Their intense
commitment to taking weekends and holidays might seem extreme, but incorporating elements of
work-life balance is necessary for improving productivity.

Return of Productivity Improvement Results and its Sustainability

The term “productivity improvement” might evoke images of increased labor intensity and
streamlining of business for some people. Our value-added productivity formula includes operating
profit + personnel expenses on the numerator. We always emphasize that salaries, human resource
investments, and employee benefits are included. For example, if a task handled by four people
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becomes to be done by two by utilizing IT and digital tools, then one person’s productivity
improvement benefits are returned to the company, and the other person’s benefits are returned to the
employees by raising their salaries, which is communicated simply and clearly.

Previously, at a gathering of business leaders, we discussed whether or not to return the reduced
overtime pay resulting from work-life balance initiatives, to employees. Some did not support
returning it to employees, citing ‘“no work, no pay,” which surprised me. Although opinions among
business leaders varied, I believed in returning a substantial amount to employees. As human capital
investment is increasingly highlighted, executives must visualize personnel expenses specifically, or
else more employees will leave.

While making employees’ jobs easier and happier by eliminating unnecessary tasks through digitalization
is good, it is not enough. We must link the elimination of inefficiencies to smooth human resource
transitions through reskilling employees into new growth areas from sectors that should be downsized.
Mere digitalization and mechanization will not lead to sustainable productivity improvement.

Evaluation of Wage Increases

The survey results show differing opinions on wage increases between executives and lower
management levels. Without a doubt, media reports influence this. Even if our company had a
5% wage increase this year, 8% or 9% are not uncommon, with some companies exceeding 14%.
Headlines and news make neighboring companies’ grass look greener. For instance, although General
Motors (GM) in the U.S. agreed to a 25% wage increase over five years, which translates to less than
5% annually, you can’t help but feel that our figure of 5% is inferior. Of course, the commitment
by management to continuous wage increases as long as five years is commendable, but there’s a
tendency to chase surface numbers without making calm essential comparisons. Similarly, even
though the Boeing union executive committee tentatively agreed to a 25% wage increase over four
years, it was overturned by member votes. Honest discussions between labor and management about
the company’s actual conditions and future growth potential are essential.

Foreign Workers

Whether we call them “foreign workers” or “immigrants”—at the very least, we need to be cautious
about using the term “immigrants.” The political landscape has strong sensitivities, and among the
public, there are sentiments, sometimes spread by rhetoric, that an increase in foreigners leads to more
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crime, reinforcing an aversion.

Personally, I believe that foreign workers, including technical interns who eventually settle, should
increase substantively. However, this must be paired with the establishment of an environment that
supports long-term residence, including Japanese language education and schooling support for their
children, areas where Japan is significantly lagging.

At the ANA Group, there is undeniably a shortage of frontline personnel, such as in ground handling,
and we are considering inviting workers from countries like India. There are also various practical
issues in the dispatch industry for foreign workers.

In an aging society like Japan, where the shortage of human resources is becoming more acute, the
cheerful and encouraging disposition of Filipinos, for example, fits well with the eldercare industry.
Japanese youth often lack experience in interacting with the elderly in communal living settings,
making it increasingly difficult to provide services to the elderly. Japan’s declining birthrate forecasts
an annual population decrease of 800,000 to 1,000,000. No matter how much we advance robotization
and digitalization, ultimately, human resources are necessary.

To maintain Japan’s current level of prosperity, we will have to ask foreign workers to stay in Japan.
However, the integration policy, such as cultivating a Japanese identity, has not been entirely successful, as
evidenced by the sporting world and examples from the US and Europe.

Without the appearance of aliens, it seems human beings’ tendency to divide among us cannot be
overcome, and the world cannot unite. Nonetheless, there is no future in division. Considering the
current state of Western countries, Japan needs to engage in more discussions on how to address these

challenges.




Appealing the Value Provided to Customers
and Leadership with a View to the Future

»
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Throughout Japan, there are signs that the sustainability of the environment, economy, and society

Mr. Yasuharu Kosuge, Director Chairman, Yamato Transport Co., Ltd.

Japanese Companies at a Turning Point

is at risk, due to factors such as climate change and widening income disparities. Regarding the
stagnation of labor productivity, my honest impression is that we cannot help but feel a significant
sense of crisis. There is an expanding gap in the perception of wage increases between the
management and the frontline workers. This is because the management, with the total personnel
expenses on the financial statements in mind, sees things differently from the non-managerial
employees, which seems quite natural.

The difference in perception regarding labor productivity between manufacturing and service
industries has long been that manufacturing industries have had a stronger sense of crisis. In the
confined spaces of factories, manufacturing industries can pursue productivity rigorously by
visualizing work processes. In contrast, in the realm of interpersonal services, a significant portion
of decision-making is left to individuals, making it difficult to visualize productivity and quality.
Furthermore, labor time management has become more clearly counted compared to the past. In such
a situation, striving to achieve and maintain the high service quality demanded by Japan’s unique
cultural background could lead to realities that do not align with productivity.

Regarding the threat of generative Al replacing jobs, those who are trying to introduce and utilize Al
and other digital technologies are aware of their effectiveness while also feeling a sense of crisis. Even
before generative Al, the progress of digitalization due to population decline has gradually reduced
the number of personnel needed for current jobs, which is not uncommon. Given that such situations
are already progressing in real-time, the layers of jobs that are being replaced may not feel a realistic
sense of crisis compared to those using digital tools. However, I believe this would be problematic in
the long run. Currently, the proportion of people feeling the threat of replacement is about 10%, but
if this increases to 20% or 30% among the top management in the future, it would be a very grave
situation.

Sustainable Logistics and Yamato Group’s Value Creation Strategy

The logistics industry, like the construction and medical sectors, is facing the so-called “2024
problem,” where starting from April 2024, truck drivers will be subject to an annual cap of 960 hours
on overtime work. Yamato Transport has been advancing work style reforms for some time, and as a
company, we have cleared the immediate challenges.
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However, amidst the ongoing population decline due to the aging society and declining birthrate,
the shortage of personnel in the logistics industry is becoming severe. It is predicted that in a few
years, we will only be able to transport about 30% of the increasing logistics demand. As a major
logistics company in Japan, we have a responsibility to tackle the industry’s challenges as a whole.
The transportation business can be initiated with just five trucks, resulting in a large number of small
and medium enterprises. According to one statistic, there are 68,000 such companies nationwide.
However, many of these small and medium enterprises are struggling to hire even the same number
of personnel as their trucks, making the 2024 problem a critical issue.

Yamato Group employs approximately 170,000 people in various roles, including drivers, sorting
workers, office staff, and management. While there has been a slight decrease in personnel across
all four roles in the past few years, we are not fundamentally short of staff. We are taking a planned
approach by clearly identifying the necessary personnel and recruiting accordingly. In terms of driver
roles, we deploy sales drivers to cover all regions of Japan, including remote islands. This is our
lifeline to maintain the logistics network, and we aim to sustain it without any gaps for the next 10 to
20 years. Maintaining the number of full-time drivers is particularly prioritized.

On the other hand, for roles involving “work™ at logistics bases known as “bases” and “office work”
in the back office, we consider digitalization and plan future personnel assignments accordingly.
However, for the next generation of management and those responsible for company-wide innovation,
it is necessary to clearly define their objectives and roles and hire accordingly.

Starting with “innovation,” our company aims to create “new logistics” and “new value” together with
a wide range of partners. As an aspect of our HR strategy aligned with our management strategy, we
aim to establish a learning organization that can proactively transform the talent portfolio, including
skill sets, and maximize on-site capabilities through the strengthening of middle management (middle-
up, middle-down). For instance, we have been providing some allowances to part-time employees
working on an hourly basis to take on management roles as “part leaders.”” However, it is not desirable
to have part-time employees handle management duties. Therefore, to enhance the motivation of each
employee, we are redefining and clarifying roles. We also strive to link self-learning opportunities,
such as self-study online environments, to individual self-fulfillment and company growth.

Moreover, to accelerate innovation, we have flattened the organization and redesigned the structure so

that executive officers can make swift decisions.




Regarding Foreign Personnels

Foreign employees have become indispensable, especially those who work part-time in the “base”
logistics hubs nationwide, mainly doing tasks such as sorting. Vietnamese, Indonesian, and Chinese
versions of the operation manuals are posted at the base. In addition, we have Japanese language
courses available in our online self-study courses, which can be taken by foreign part-time employees.
We believe that more support is needed to improve Japanese language skills and life skills in Japan.

On the other hand, not only should we consider how to accept foreign workers into Japan, but we
should also proceed from a long-term and two-way perspective, such as how to train and refine them
while they are in Japan and return them to their home country. Even the countries that are currently
sending labor force to Japan will eventually face labor shortages due to demographic changes,
which is an important perspective when considering the long-term status of foreign workers such as
immigrants.

Breaking Away from Inhouse Approach and Long-Term Perspective

I believe that the macro-level productivity issue in Japan is the “Jimae-shugi” that insists on in-house
development. Up until a few years ago, our company was also in the mainstream of Inhouse approach.
However, we are now clearly distinguishing the “co-creation area” and the “competition area” and
promoting collaboration and cooperation. Conversely, if we do not do so, Japan will lose to the world.
This is not an exaggeration.

In Japan’s logistics industry, there are overwhelmingly many small and medium-sized enterprises,
totaling over 60,000 companies, but overseas, the industry is converging into a few giant logistics
companies. Europe is leading the way, and China is rapidly catching up by constantly issuing
standard specifications. In Japan, we aim to provide joint logistics and open platforms by working
with companies that are competitors in parcel delivery, as well as our business partners, through the
Physical Internet concept in collaboration with industry, academia, and government. The platform
is something that each company can exhibit its strengths after realizing a common platform, and
without promoting it, it is impossible to improve the productivity of the entire industry or achieve
sustainability. Furthermore, from next year, reforms are spreading beyond the industry, such as the
legalization of the establishment of “Chief Logistics Officer (CLO)” in companies of a certain size
and above.

About 50 years ago when we established TA-Q-BIN, our sales drivers were delivering packages from
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parents to children, which is representative of CtoC. Now, the situation demanded by customers
has changed, and CtoC packages account for only about 10% of the approximately 2.3 billion
packages we handle annually. Since the demand for delivery of products ordered by consumers at
their discretion and convenience, such as e-commerce, has overwhelmingly increased, we are also
promoting cooperation with partners in collection and delivery as a business. For example, on the
“main line” between Kyushu and Tokyo, we need to deepen cooperation with partners, such as joint
transportation, from the perspective of truck loading rates, which is an issue for the entire industry.

As a company, we believe it is important to maximize the “value” for customers so that they pay a
price that matches the services we provide.

Furthermore, as a quality of a business leader, it is important to look at the near future with 2030 as
a guideline, rather than a medium term of 3-4 years. Conversely, if you capture too long a span, your
actions may become blurred, so as a business leader, you need to take a perspective beyond your own

term and take concrete measures and actions.




Improving Value-Added Labor Productivity
and Corporate Transformation

M:t. Kazuhiko Toyama, Chairman, IGPI Group, Inc.

Businesspersons’ Awareness and Overall Trends Regarding Productivity Issues

Firstly, it is very good that Japanese businesspersons are straightforwardly recognizing the importance
of productivity. However, when considering labor productivity, there is still too much focus on the
denominator rather than the numerator of value-added. This stems from the past, where Japanese
companies, particularly in white-collar positions, held redundant personnel. This is essentially a white-
collar productivity issue. The lag in IT adoption within business processes has persisted for decades,
and now with the current labor shortage, there is a clear interest in making bold improvements.
However, this leads to discussions focused solely on the denominator of productivity. The discussions
surrounding the numerator of productivity have not been widely recognized, but the lag of Japanese
companies over the past 30 years on the global stage is due to the lack of focus on the productivity
numerator. The numerator of productivity involves broader discussions on management strategies and
business model transformations. Expanding this perspective will be a challenge moving forward.

The sense of crisis regarding labor productivity is somewhat lower in the service industry compared
to manufacturing. This may be due to a certain ingrained perception of productivity within the
service industry. Historically, the service industry has been a catch-all for employment, expanding
through a typical low-wage, long-hour business model, and in a way, this has been accepted.
Improving productivity in this context would mean doing the opposite, thus, traditional service
industry success patterns and productivity improvements may not align well. For many, improving
productivity means reducing manpower and shortening hours. This leads to fundamental business
model transformation issues, more so than in manufacturing. In manufacturing, the basic structure of
production remains unchanged, focusing on creating differentiated products. However, in the service
industry, low production costs and low productivity were compatible under the deflationary model,
making transformation even more challenging. Additionally, in the service industry, the numerator is
often vaguely defined as customer satisfaction, failing to reach monetization. Without monetization,
the business lacks sustainability, but under deflationary recession, such business models were viable.

Sustainable Wage Increases

Currently, in non-regular employment, there is a strong upward pressure on wages due to labor
shortages. There is a situation where wages must be raised to retain and hire employees. The pressure
for wage increases is likely stronger and more severe in small and medium-sized service businesses
compared to large manufacturing companies. On the other hand, for sustainable wage increases,
value-added labor productivity must be improved. Wages are determined by multiplying value-added
labor productivity by the labor distribution rate. Small and medium-sized enterprises have already
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maximized their labor distribution rates, making further increases difficult. Therefore, they must
seriously work on improving value-added labor productivity. Many business leaders struggle with the
mismatch between the immediate pressure for wage increases and the timeline required for necessary
business transformations.

Leaders’ Concerns on Changes in Workstyles due to Generative Al

Concerning on generative Al potentially replacing white-collar jobs, large companies tend to feel
more urgency. Realistically, there should be more responses. Ultimately, the traditional model of
Japanese large companies, especially mass hiring of university graduates and developing white-
collar executives, will change. There will be a need to fundamentally add to the organizational and
personnel systems. Additionally, some companies will experience dramatic disparities in white-collar
productivity. Those with imagination can foresee the gap between their current situation and the
desired future state, naturally concern being replaced by Al

On the other hand, for those in the field and at the middle level, daily coordination is a major part
of the job. In other words, there is a perceived necessity for their roles within the existing company
structure and societal givens and prerequisites, making it hard to imagine Al replacing them.
Disruption (destructive innovation) overturns established conditions from a broad perspective. For
instance, in customer relations, salespeople may believe they are successful because of their names,
making it hard to imagine being replaced by generative Al salespeople. This is actually dangerous, as
the middle level, represented as “salespeople” above, can become a resistance force during company
reforms.

Perception of Foreign Workers

The perception of foreign workers needs to be considered from two aspects. The first is as “highly
skilled personnel.”” In an era of disruption where value-added labor productivity and business model
transformation are required, homogeneous groups become a weakness. Therefore, incorporating
diversity and plurality within the organization is crucial. From this perspective, talented foreign
personnel are extremely valuable, and it is right to recognize that they should be given more
opportunities to play an active role within the company. On the other hand, recognizing foreign
workers as “cheap labor” to temporarily address labor shortages is very risky. However, discussions
tend to lean towards the latter, and in such cases, labor shortages are unlikely to be resolved.
Moreover, companies relying on low-wage foreign workers to win cost competition will not succeed.
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It is necessary to create conditions where all workers, regardless of nationality, can work with high
value-added labor productivity to avoid a competitive scramble for talent. Western countries are now
struggling with issues related to immigrants, particularly refugees and illegal entrants in difficult
situations. Conversely, Japan must seriously consider an immigration policy based on proper entry
qualifications and educational support. The goal should be to integrate various people into Japanese
industry and society, allowing them to lead fulfilling lives. This is a major policy shift, but the
average Japanese person still retains the image of temporary foreign workers returning home after a
certain period. I understand what it means to be an immigrant because, in a sense, [ am a descendant
of immigrants, but there is a lack of knowledge or perception among average Japanese regarding
permanent immigrants.

Macro Issues of Productivity and Challenges for Japanese Companies

Without improving value-added labor productivity, GDP will not increase, making discussions on
economic renewal unavoidable. Ideally, companies will strive to transform their business models, or
high-value-added, competitive startups will emerge. However, it is also essential for low-productivity
companies and industries to exit the market, allowing resources like people, materials, and money to
shift to high-productivity sectors. The latter is more certain to improve productivity, while the former
is a challenge of innovation and may not have immediate effects. Additionally, within the domestic
market, there are significant productivity disparities among companies and industries, indicating a
high potential for productivity improvement. It is important to address this issue seriously. However, in
Japan’s industrial, social, and financial systems, the cost of exit is high, and we need to consider ways
to reduce it. Traditionally, companies have been responsible for employment and livelihood security
as well, through lifetime employment and mutual assistance within the company, making it difficult
to allow easy exits. Issues such as the cost of exit for business leaders, and how workers and businesses
can smoothly transit to better companies or industries, need to be considered together. Transitioning
to a system that promotes social mutual assistance for regenerating economic activities is preferable.
This cannot be achieved overnight but avoiding it will lock workers into low-productivity companies.
Often, discussions about dismissal regulations arise, but the essence is not there, especially since there
is no worker redundancy. Promoting the movement of people through corporate regeneration is the
most rational approach.

The reason discussions about dismissal regulations come up is because many people focus on micro-
level issues. At the micro-level, companies need to replace people at the company level, or they need
to combine personnel replacement with business model transformation or reskilling. However, the
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real issue is that companies, regardless of size, lack clear goals or visions for corporate transformation.
Japanese organizations tend to have a soft focus and a strong tendency towards maintaining the
status quo regarding what kind of company they want to become. They hesitate to clearly define
their future state five or ten years down the line. This hesitation is likely the biggest challenge, as it
would promote internal economic renewal. It is crucial for leaders to present clear transformation
goals or visions and, with imagination and determination, methodically and boldly implement various
measures. Leadership is essential for this. From the workers’ perspective, they also need to consider
their career paths. Nowadays, when companies offer voluntary career transition programs, two to
three times the number of applicants respond, indicating a shift due to labor shortages. The times are

indeed changing.




Challenges in Growth Areas and
the Determination of Top Management

Mr. Osamu Nagayama, Honorary Chairman, Chugai Pharmaceutical Co., Ltd.

Japanese Companies in Transition and Benchmarking

When looking at the survey on productivity issues, I can see the reality of Japan lagging in Al and
digitalization. I can also observe Japanese companies in a transition period from seniority-based
systems to job-based systems, as well as new working styles and HR practices. In the service industry,
there also seems to be a strong sense of labor shortage.

It has become a topic of discussion that the salaries of top executives in Japan are considerably lower
compared to those in Western countries, and there are movements aiming to match Western levels.
Rankings are also being disclosed more frequently in industry publications. Moreover, it has recently
become clear just how low wages are overall in Japan. To attract outstanding overseas talent, Japanese
companies should implement base salary increases and raise the wage levels of all employees, thereby
enhancing the overall compensation framework.

DX at Chugai Pharmaceutical

Chugai Pharmaceutical has been promoting digital transformation (DX) company-wide since 2019,
when they welcomed a Vice President, General Manager (at the time) from outside to head the Digital
and IT Supervisory Division. Previously, digital initiatives were pursued individually within each
business unit, but now a specialized organization has been established to achieve overall optimization
under clear leadership, resulting in the formulation of ‘CHUGAI DIGITAL VISION 2030. Through
digitization and Al utilization, significant results have been achieved, not only in improving the
efficiency of regular operations but also in the essential area of drug discovery, reducing negatives
and enhancing positives. These efforts have been widely reported in the media, and Chugai has been
consecutively selected as a DX brand by the Ministry of Economy, Trade and Industry and the Tokyo
Stock Exchange, and even won the Grand Prix.

The introduction of Al highlighted inefficiencies in workflows and operations in places like factories,
allowing for corrections and shifting personnel to tasks where human involvement is essential. This
initiative has progressed significantly, and structural reforms have been implemented.

As the use of digital technologies like Al grows, work styles and job content change, gradually
advancing the transition to job-based HR systems. However, it is presumed that the position that is
most resistant to change is that of top management. The survey has indicated that top management
feels a threat of being replaced by Al more than other levels, which would suggest that the Singularity
argument is no longer a joke, and that even the roles and actions of top management themselves may
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change from what they have been in the past.

Recruitment of Highly Skilled Foreign Professionals

Whether or not highly skilled foreign professionals in research and development can come to Japan,
and whether or not the brains in the field of science and technology can enter Japan, is an extremely
important and urgent issue.

For about 10 years since 2007, I served on the board of directors of a research center at a leading
Japanese university that aims to internationalize its campus. Although there were initiatives to
significantly increase the number of foreign researchers, unfortunately, progress was hampered
by budget constraints. This was because the research center already had many high-level Japanese
researchers who could easily become tenured professors at other universities at any time, and when
we tried to recruit foreign researchers suitable for that level, we were faced with the problem that the
salary level was not attractive at all to foreign researchers, so they would not come.

This issue is not limited to that research center, but when hiring highly skilled foreign professionals,
the treatment and living conditions including their family are a major problem across Japan. On the
other hand, accommodations and services for foreign executives have been increasing over the past
decade, and the environment has been improving, so I think that foreign personnel are coming to
Japan more than before.

However, the most significant hurdle in hiring highly skilled foreign professionals is promotion and
advancement. I have seen and heard of young graduates from leading foreign universities coming to
work in Japan, but they usually do not last more than 10 years. This is because Japanese companies’
promotion standards remain heavily seniority-based, whereas global companies with world-standard
treatment and job-based HR systems quickly promote talented individuals. When I served as a trustee
of the Japan Association of Corporate Executives, there was a discussion about bringing in foreign
talent, and everyone agreed in principle. However, when I asked, ‘If the person who comes is excellent,
are you all prepared to include them in the management team and even make them president?’
there was silence. After all, even if we bring in talent from overseas and offer competitive salaries,
people will not come unless promotion is guaranteed. We must also consider high tax rates, including

inheritance tax, for those planning to live in Japan permanently.

When a project team of the Ministry of Education, Culture, Sports, Science and Technology
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conducted a survey in the UK about Japanese business schools, one of the responses was, ‘Will British
students study at Japanese business schools? I never expected to be asked such a question. Even if
they graduate from a business school in Japan, they would not be able to get a job. This reflects the
perception that Japanese companies do not accept foreigners.

Even in Japan’s leading universities, many foreign students are enrolled in doctoral programs, but
many of them probably think that they have to leave after completing their studies. Even if they want
to stay at their own university and become professors, the path is extremely narrow.

In today’s Japan, I think we are now at the stage of considering immigration laws as a political issue.
Given the significant population decline, in order to enhance Japans economic power, it is essential
not only to increase the number of highly skilled foreign professionals but also to boost the overall
population by expanding the pool of essential workers. While there is resistance to immigration in
other countries, we should carefully examine immigration issues in those countries and formulate
immigration laws that suit Japan. Friction is most likely to occur due to differences in culture, religion,
and lifestyle, so we should also consider allowing individuals who have a solid understanding of the
differences between their home country and Japan, such as those with study experience in Japan and
the ability to share diverse values, to enter without conditions.

Industrial Transformation and the Determination of Top Management

Japan’s macro-level productivity issues stem from a lack of progress in industrial transformation.
With prolonged deflation and low interest rates, there has been a prevailing attitude that achieving
profit growth of 1-2% year-on-year is sufficient for a manager to be deemed successful. It is said that
economic and industrial policies have been marked by fiscal stimulus spending that is like a handout
to companies that have no growth potential. Regarding wage increases and job-based systems at the
corporate level, it is difficult to improve productivity without movements to promote the creation of
new growth businesses or transformations in industrial structure.

Industries that do not boldly challenge the cutting edge may be lowering overall productivity.
Whether in terms of wages or Al, simply applying them to traditional areas is not enough to reap the
full benefits of its utilization. It is necessary to strengthen reskilling and provide education for talent
required in new growth industries. This will also contribute to improving workforce mobility.

In advancing company transformation, ideas may come from within the company. However, it is
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essential for the top management to take ownership and push the project forward with determination.
This may involve significant restructuring, financing on the scale of trillions of yen, mergers and
acquisitions, or collaborations with other companies—decisions that are far beyond the capabilities
of ordinary employees or even division heads. The top management must commit and see it through
with the readiness to resign if it fails.

There is nothing I dislike more than a New Year’s message from the top management. Saying things
like, ‘Since we're in a time of change, feel free to propose bold reform ideas without worrying about
me, the top management, is precisely what shows a lack of leadership qualities. If you make your
subordinates propose and execute ideas, and then hold them responsible for failures, they will feel
betrayed and won'’t follow you.

If top management does not demonstrate their commitment, the company will not change. When it
comes time to actually implement changes, top management must take the initiative, communicate
effectively, and repeatedly convey the same message for two or three years until they earn employees’

trust and empathy. Otherwise, true transformation cannot occur.




Uniqueness of the Service Industry x
Utilization of Digital Technology

M. Eijiro Yamakita, President & CEO, JTB Corp.

Sense of Crisis over Stagnant Labor Productivity in the Service Industry

This survey results showed that the service industry has a lower sense of crisis about labor productivity
than the manufacturing industry. This is probably not because there is no sense of crisis, but rather
because it is difficult to improve productivity due to the nature of the service industry, where it is
difficult to standardize business processes. In the case of manufacturing, improvement measures such
as operational efficiency are easy to see. On the other hand, in the service industry, when providing a
service, companies are faced with prioritizing customer’s satisfaction, and they often find themselves
struggling with the issue of “I want to improve efficiency, but I can’t”. Service workers are probably
aware that their productivity is low. I often talk with my peers in the service industry about how low
labor productivity is leading to falling wages, and how we need to break the vicious cycle of a lack of
high-quality talent which can limit our plans for digital transformation. Although they are aware of
the issues, the current situation in the service industry is that they are faced with a dilemma in terms
of relationships with customers. The survey results seem to indicate that people are unable to give a
straightforward answer.

Gap between Survey Results and JTB’s Perspective

The survey results showed that the majority of top executives responded that the current wage
increases were “‘commensurate.” However, we felt this was an unexpected result, as there is a very
strong perception within our company that current wage increases are insufficient. When we surveyed
approximately 200 of our group’s executives this summer, the most common response was, “Wages
must be at least doubled.”

We were also quite surprised by the fact that only 5% of respondents felt threatened by digital
technologies, including Al. A considerable number of employees in our company are now using
generative Al, and are becoming adept at using it. We recognize that there are many people who are
beginning to sense that digital technology is bringing about dramatic changes. I believe it is important
for each individual to calmly recognize the benefits that digital technology can bring and seek to use
this technology to increase value for customer, the company and opportunities for the workers.

The Importance of Foreign Workers and Strategies to Attract them to Japan

I think there should be more foreign workers in order to promote diversity. The tourism industry was
relatively dependent on foreign workers. We need to welcome a diverse range of people into Japan,
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including immigrants, skilled workers, technical trainees, and international students. It’s crucial
to create an environment where these individuals feel truly welcome in Japanese companies and
communities. Our goal should be to make coming to Japan an opportunity for career advancement,
rather than just a means to earn wages and send money home, as is often the case currently. This shift
in perspective and approach is essential for Japan’s future growth and international integration.

I believe that the biggest barrier for many foreign workers coming to Japan is language. For example,
the Netherlands has a well-developed social infrastructure where everything can be done in English,
making it easy for foreign workers to come. However, in order to work in Japan, many cases require
N1 or N2 level of the Japanese Language Proficiency Test (JLPT), which is a very high hurdle. Our
hiring criteria often required passing JLPT, but in order to accept highly specialized personnel, we are
considering relaxing the criteria so that Japanese language ability is not a prerequisite. In the future,
Japan itself will need to change and we Japanese become able to handle foreign languages.

Regarding the proportion of foreign workers, I believe that unless it exceeds at least 10%, diversity
within the country cannot be guaranteed. Because Japanese people have maintained a Japanese-
centered society for a long time, they tend to be resistant to accepting diverse values, including those
of foreigners. It is important to change this perception. If things continue like this, not only will we
be unable to secure the labor force, but intelligence and intellect will also stop coming into Japan. To
change this current situation, a gradual approach is necessary. For example, I think it is important to
create an environment where having foreign employees on-site is a normal part of life, so that people
can see that new value is being created through this diversity.

Productivity Challenges in Japan: Macro and Micro Perspectives

At a macro level, the high ratio of small and medium-sized enterprises and the prevalence of
industries that are self-sufficient within Japan are challenges. It is not necessarily the case that only
small and medium-sized enterprises have low productivity and rather that excessive fragmentation
makes it difficult to centralize social infrastructure, potentially resulting in a society where economies
of scale are hard to achieve. Denmark, for example, is a small country with strategically concentrated
industry and an income tax rate of nearly 60%. Companies will need to add the tax amount to
their employees’ wages, and only companies that can consistently create added value will survive.
Compared to Denmark, Japan has a wide range of industries, so I think that overall there is a trend

towards lower productivity through lack of concentration in some sectors.




In terms of micro-level issues, the service industry has a wide base and a large number of small and
medium-sized enterprises. Personally, I don’t think having a lot of small and medium-sized businesses
is a bad thing. Especially in the service industry, originality is extremely important, so it is a good
thing that many unique things such as inns and hotels can be created. However, the issue is that it is
not yet possible to scale this up. I believe that utilizing digital technology is key to pursuing economies
of scale while maintaining the unique value of the service industry.

Another issue is the Japanese perception that “services are free.” To address this, it will be necessary
to add value and charge for services. The service industry is becoming a commodity, and there is no
longer any value in things that anyone can do online, such as making reservations and arrangements.
Therefore, we feel it is important to create value-added services that people are willing to pay for. For
example, it is important for us to firmly grasp the essence of hospitality, such as experiences that only
we can provide, highly creative content, and a sense of perfect harmony in our service. In other words,
I believe the theme is to turn it into IP (intellectual property) and mold it. For example, in inns and
hotels, we would like to introduce digital technology to automate processes that were previously very
time-consuming, such as porter service and payment, and highlight the merits of the service interface
as a unique point of difference.

Responsibilities of Management

Communication between business leaders is essential. I think it is important for business leaders to
build relationships that allow for equal communication and to think about what they can do to co-
create value together through collaboration. On top of that, we need to pay more attention to the
source of our current value. We want each company to thoroughly discuss this issue and clarify what
only their company can do. I think this communication is important both within and outside the
industry, but I believe horizontal communication within the industry is especially important. We need
to have contact with the outside world and incorporate new knowledge.

Promoting Area Solutions Business in Cooperation with Government

Currently, JTB is engaged in three business segments: Tourism business, which provides services
for travelers; Area solutions business, which provides services for local communities; and Business
solutions, which provides services for corporations; notably, the proportion of Area solutions business
is increasing. The Area solutions business aims to help local governments prosper economically by
providing solutions to increase the added value of the region itself.
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Following the trend of increasing inbound tourists, many local governments are actively working
on tourism promotion. However, a significant challenge is the lack of personnel specializing in the
tourism field within government and tourism promotion organizations. By bringing in tourism-related
personnel, it is necessary to design strategically the development of local tourism content, the use of
digital technology, and human resource development.

To supplement this, JTB currently has around 200 employees seconded to various local governments.
In leading countries in tourism, people with extensive experience in the tourism sector tend to head
tourism administration positions, both in the public and private sectors. In such countries, the tourism
industry is growing and developing rapidly. I believe that if the trend towards developing tourism-
specialized personnel within each local government in Japan were to accelerate it would be very
beneficial for improving productivity.




Enhancing Management Intelligence and Transforming
Industrial Structure for Productivity Improvement

Mt. Hiroyuki Yamada, Chief Executive Officer, KPMG AZSA LLC

An Interesting Gap in Current Awareness

One of the intriguing aspects of the survey results is the awareness gap between top management and
other levels on several items. For instance, when asked if wage increases are keeping pace with rising
prices, the proportion of top management who answered “yes” was overwhelmingly larger compared
to non-managerial employees. While management may feel that they are making significant efforts to
raise wages, employees seem to perceive these efforts as insufficient when compared to inflation and
other price levels.

Dissatisfaction with wages significantly impacts engagement with the company and the job. Business
leaders need to be sensitive to such perception gaps with their employees. In this sense, the survey
results offer crucial insights.

There was also a gap in awareness regarding the threat posed by generative Al, which is dramatically
changing the nature of business. While 13.3% of top management felt threatened that their jobs could
be replaced by Al, this figure was around 5% for other levels. Given the rapid evolution of generative
Al, its role in decision-making, not just in simple tasks, is likely to grow significantly. If one does not
refine their decision-making skills nor ask what decisions Al cannot replicate, they may gradually be
replaced by AL

The Key to Productivity Improvement in the Age of Generative AI: White-
Collar Workers

Considering the rapid spread of generative Al, white-collar workers should be the most concerned.
In manufacturing and other practical fields, productivity has already been significantly improved
through continuous improvement activities. Field capabilities are high, and their quality is world-class.
In factories and production sites, symbolized by the Toyota Production System, efforts to eliminate
defects and reduce costs have been thoroughly implemented, and mechanization and automation have
driven productivity gains.

On the other hand, corporate departments such as business planning and human resources still
have considerable room for productivity improvement. There is a lack of discussion even on how to
measure productivity improvements. As a result, there is a strong tendency to rely on experience and
intuition, such as “this person works quickly” or “that person makes fewer mistakes,” and to fall into
a logistical approach by adding personnel when time is insufficient.
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Recently, job-based employment is becoming more common, and experts in various fields within the
company are taking on tasks. Specialists are being hired not just domestically but also from Europe,
the U.S,, and Asia. With the introduction of such specialized personnel, vague tasks will be organized
by job, and it will become possible to visualize specific KPIs, such as how many hours it takes to
complete a particular task.

From another perspective, this situation also indicates the potential for specialized Al in different
fields to replace specific tasks. As technology like Al becomes more prevalent in white-collar
workplaces, productivity will increase, but maintaining employment for those replaced will become a
significant management challenge.

Currently, few management teams thoroughly understand productivity in white-collar workplaces
numerically. Management must take bold steps toward white-collar business process optimization,
considering the impact of generative Al on employment.

“Management Intelligence” Essential for Expanding the “Numerator” of
Productivity

In addition to improving business process optimization, stimulating innovation is crucial for
enhancing white-collar productivity. Ultimately, to improve productivity, it is essential to reduce the
“denominator,” which is input, through business process optimization and increase the “numerator,”
which is output, through continuous innovation. The surplus generated by utilizing technologies
such as generative Al should be directed toward more creative work, essential discussions, and
collaborations with other companies to achieve breakthroughs that expand the numerator of
productivity.

Two main perspectives are necessary for this. One is strengthening “management intelligence” within
the company. Intelligence refers to the comprehensive wisdom generated by collecting, analyzing,
and interpreting fragmented information in society. It forms the basis of decision-making, and when
applied to management, it becomes management intelligence.

KPMG investigated the reality of technology originating in Japan over the past 20 years. Despite
having excellent technology, in many cases Japanese companies allowed overseas competitors, such
as China, to dominate globally before monetizing significantly, leading to commoditization and
modularization and losing market share. Solar panels and lithium-ion batteries are typical examples.
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Various reasons can be considered for this situation. Some countries, like China, engage in unfair
competition, such as dumping, in a united public-private effort. However, one significant factor is the
inability to grasp mega-trends, resulting in delayed strategies.

Many companies analyze macroeconomics, supply chain trends, and sustainability during mid-term
management plan formulation, primarily by business planning departments, and incorporate these
into their strategies. However, many companies only utilize such management intelligence during the
three-year mid-term planning period and make minor adjustments afterward.

Given the increasing uncertainty due to the rise of generative Al and heightened geopolitical risks,
it is insufficient to use management intelligence only during mid-term planning. It is necessary to
constantly monitor changes in the business environment, integrate and analyze various information
timely, and incorporate this cycle into daily management decisions within the company.

While it is said that “ambidextrous management”-pursuing both strengthening of existing businesses
and of innovation-is important, many companies cannot make bold management decisions for large-
scale and highly innovative challenges. Management intelligence can become an indispensable
foundation for confident decision-making even amidst increasing uncertainty.

Creating Alliances to Monetize Technology with Public-Private Cooperation

Another perspective for increasing the numerator of productivity is transforming the industrial
structure. The inability to monetize technology despite having excellent technology may be due to
insufficient mechanisms to strategically sustain the competitive advantage of developed technologies.

Successful cases of overseas players, such as those in the U.S., show progress not just in in-house
development but also in open innovation, including collaboration with business partners. They excel
in creating global-scale alliances, including developing complementary technologies leading to
monetization.

Recently, Japanese players have become more aware of this based on past lessons. In the survey, when
asked “Where does innovation occur?”’ the most common answer, excluding “I don’t know,” was “open
innovation through collaboration with other organizations,” across all levels from management to non-
managerial employees. However, understanding this concept alone is not enough—actual practice
must follow.
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To accelerate open innovation, it is necessary to transform the industrial structure that wastes valuable
time in domestic competition before going global. While companies should engage in open innovation
through alliances and M&A, the government must also support these private sector efforts.

Protectionist policies are strengthening worldwide. Therefore, Japan must develop strategies to capture
the global market from the start through public-private cooperation and tackle technology monetization

with a sense of urgency and speed. Through such efforts, productivity can be significantly enhanced.
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