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With 40 Years of Gratitude

Greetings

Manpower Japan welcomed the 40th anniversary of
its establishment in November 2006. I humbly thank
our employees and associates (dispatched employees
throughout the world have uniformly been called
associates since 2006) for their untiring hard work
and our clients for their gift of support from the
bottom of my heart

Looking back, human resource dispatch services in
Japan have achieved phenomenal growth in these 40
years.

In March 40 years ago, Anthony Finnerty, the very
first president of Manpower Japan, was sent to Japan
from Manpower headquarters in the USA, entrusted
with making the totally-new-to-Japan human resource
dispatch business take root.

In the first place, the first human resource dispatch
services in the world were developed by Manpower.

It all started in the mid-1940s when a female
secretary working at two lawyers' office in Milwaukee
in the State of Wisconsin in the USA was admitted to

a hospital with appendicitis. She had been entrusted

with the task of preparing for a court case coming up

in two weeks. The case would be hindered without
her. The two lawyers on short notice were able to
convince the previous female secretary to fill in so
they were back on safe ground.

It is something that could happen in any office
anywhere. However, the two lawyers, Elmer Winter
and Aaron Scheinfeld, discovered the seed for
a new business in all of this. They thought that
because this happens in offices anywhere, a business
dispatching people could very well be viable.

Thus was born the business of temporary work
services, dispatching human resources with the
required skills when needed. The enterprise was a
tremendous success. 12 years after its establishment
in 1965, sales had grown to 93 million dollars,
and the number of registered field staff in office
processing and manufacturing had reached 150,000
and 83,000, respectively.

Seeing Manpower's success, new entries entered

the picture one after the other and a temporary work



With 40 Years of Gratitude

Greetings

services industry had been created by the end of the
1960s.

When President Finnerty first came to Japan,
neither the expression "human resource dispatch" nor
its concept existed in Japan. In fact, human resource
dispatch was restricted by the Employment Security
Law. But the times were in need of this new service.

For workers, it was a setup that offered many ways
of working, and for businesses, it was a useful service
for securing people with the required skills when
needed. The benefits that human resource dispatch
services gave to businesses were very big indeed.

With human resource dispatch established,
peripheral services such as reemployment referral
have started to grow as well. It is said that the
current market including peripheral services stands
at roughly 2.86 trillion yen. Large growth is
henceforth expected in dispatch services for such
areas as manufacturing operations and management,
sales, welfare, and healthcare. Furthermore, a
rise in demand is predicted for the dispatch of
new graduates, middle-aged and older people, and
foreigners. An overall annual growth rate of 8% is
expected for the industry.

As noted above, human resource dispatch is the core
element of the human resource business, but the needs
of the business such as for outplacement businesses,
outsourced hiring services, education and training,
and other outsourcing services are diversifying. And
the latest development is that in Japan, Europe, the
USA, and especially India and China, the shortage
of workers with the required skills has become a
serious global issue. We at Manpower must increase
our efforts even more to become a partner capable of
presenting solutions for dealing with this intensifying
global talent shortage problem as staffing business
experts. This is our assigned mission.

If we can accurately capture society's needs and

keep responding to them appropriately, we can realize
even more rapid growth from now on.

CEO Jeff Joerres of global enterprise Manpower
makes a strong appeal with his long-term strategy for
the 72 countries. "Manpower will become the staffing
business leader throughout the world from 2011."
This weighty long-term strategy is a major guidepost
for this company's growth strategy from now on.
In Japan, we already share with our employees the
determination to carry on as the staffing industry
leader from 2011.

We intend to apply ourselves even more diligently
towards becoming a staffing business offering services
that bring victory to our clients, enhancing support
to our associates and candidates to give them a sense
of security and satisfaction, inspiring awe in our
competitors, and being the most trusted by opinion
leaders at every level in our country.

This book is a compilation of my experiences at
Manpower Japan, what I learned at global enterprise
Manpower, my thoughts on what to consider important
and which direction to head in the future in matters
of management, and my ideas on how to realize faster
and more powerful growth.

I have imbued this book, one delimiter for these
40 years, with my hopes that it becomes a starting
point for our employees to join together in sharing a
common spirit of persistent challenge.

Furthermore, nothing would please me more if
clients, associates, and those hoping to work at our
company in the future read the book, and it helps
them to more deeply understand Manpower and

appraise our sincere attitude towards our work.

YV 1%

November 2006
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as well.

I would like to leave a record of their great contributions
I would
be happy if as in the Japanese saying "respect the past,

along with my expression of sincere appreciation.

create the new" our next generation of employees could
learn from both our past and current leaders and this
contributes to their self-development and wisdom in helping

our clients to win.
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Mitchell Fromstein steered Manpower Inc. for an amazing period
of about 24 years from 1973 to 1997. His superior leadership was
famous not only in the USA but also in Europe and Japan so that
he has now become a legendary figure. For Manpower Inc., he was
its second president since its establishment in 1948.

Our first encounter was on June 1, 1988. I had gone to the USA
for six months of training and it was my first day at Milwaukee
headquarters. Without a trace of haughtiness, he welcomed me
with a warm and tender smile. I had been feeling stressed, as I
was jetlagged after about 20 hours of flying and it was our first
meeting, so I clearly remember feeling relieved.

Yet in a business-like manner he said, "Hiro, I do not want you
to forget that this company is about to invest in you in a major way,
Make
every effort to produce ample returns from the learning gained and

It is clear that I was able to hold out,

giving you this great education over the next six months.

for the investment put in."
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urged on by these words of encouragement. During my six-month
stay, Mr. Fromstein would upon his return from business trips drop
by my office and ask, "What have you learned this time?" I think it
was what is now called coaching.

He assisted me in absorbing the correct knowledge a number of
times by helping me when I lacked understanding and correcting
me when I misunderstood. Mr. Fromstein was a very creative
individual. For example, in order to efficiently use the limited
space at headquarters, he designed the offices in the shape of the
cells of matsutake mushrooms. He named the department that
developed educational materials the "Green House". He developed
self-instructional materials for learning software called Skillware.
He was a source of many unique ideas.

He was very passionate about education and devoted himself
to the development of educational materials. Even though he has
retreated from the front lines, I hear that he is still very involved
in development with the government. Manpower Japan has even
produced results by using these educational materials to provide
PC training for 1,000 new graduates and 1,000 managers at
Toshiba. At the time, the development and use of these educational
materials were rare, and the response although after the training
was such that even CNN inquired about doing a story. We also
jointly developed a training program with IBM Japan to train our
associates before assignment on the use of IBM Japan's internal
system. The use of this program resulted in a major reduction
in training costs for IBM Japan and the program continues to be
upgraded and used to this day. The high level of development skills
of our company amazes and continues to please IBM Japan.

Mr. Fromstein's thoughts and ideas live on to this day and have
now evolved to a much broader and more specialized level in the
world. It goes without saying that Manpower Japan continues firmly
in its stance towards education of its associates and employees. I
am confident that our company has the potential to reach for the
highest level within the Manpower group in this area.

I was able to receive a lot of moral training as a businessman
from Mr. Fromstein. I would like to leave with our employees a
story relating to the Great Hanshin Awaji Earthquake Disaster of
1995.

I am sure that many employees remember the misery of the
earthquake disaster. I was finally able to visit the area seven
days after it happened. I arrived after almost two hours on foot
at the Kobe branch. On the way, the area had undergone such a
transfiguration that I was at a loss for words. When I arrived at
the Kobe branch, which had escaped collapse, the branch manager
at the time requested special consideration for economic relief
measures for associates. Apparently there were associates who
wanted to work but could not as client offices were in danger of
collapse. There were several hundred such associates and the
situation was such that it would take at least two weeks for the
offices to be restored. The relief amount would add up to several
tens of millions of yen.

One of our competitor companies maintained that the clients

should pay. In this case, the associates would only suffer. As 1 was
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reporting on the status of the damages to Mr. Fromstein every day,
I immediately passed on the request to him as well.

This is a difficult decision for a dispatch company whose
principle is "no work, no pay" to make. I was ready for hard-
going negotiations and even for the possibility of the request being
denied. After exchanging information by telephone and fax, the
very swift and clear reply of "agree to pay" came with the following
explanation.

"Associates are the same as employees. When they are having
difficulties we must help them. Otherwise, they would not be able
to work with a feeling of solidarity."

This thinking has grown into an even clearer message within
the Manpower group today. Expressed as "Walk the Talk", the
Manpower group is indeed a great company whose words and
actions match. I am sure that the value of the associates' happiness
and clients' voices of appreciation outweigh the amounts paid out
a multitude of times. Our employees were also happy. This was a
moment which I felt was indeed "a light in the darkness of tragedy"
and when my feelings of gratitude towards Mr. Fromstein were
strongly etched within my heart.

There is another unforgettable incident that was a lesson from
Mr. Fromstein. It was a fraud committed in 1994 by an associate
dispatched to a major client.

The fraud involved several tens of millions of yen and a personal
seal had been used without permission to falsify documents. I
found out that the person in charge of the client was thinking of
selling his house and also using his retirement money towards

If that

happened, his achievements and the honor of his name from 40 odd

repayment if Manpower would not take responsibility.

years of service would effectively be written off. Furthermore, I
thought that if the client determined that Manpower did not handle
the situation responsibly, the client would most definitely have to
impose sanctions and our company would probably suffer large
economic losses and lose trust in society. I decided that the only
solution would be for our company to repay the whole amount.
Realizing that I was in a dilemma, I asked for advice from Mr.
Fromstein.

The response that came back was most surprising. "Immediately
pay the lost amount to the client and then take time to resolve
the fraud incident." At first I thought that I had heard wrong
and remember confirming about three times. I remember being
comforted by his following words: "Risk comes with business. It is
not possible to expand business without having a mutually trusting
relationship with the client." At the time, the yearly sales figure to
that client was about 400 million yen. Now business has grown so
that the sales figure for the entire group is 9 billion yen. Also, the
person in charge of the client was later promoted and finally will
be contributing to the company as an advisor. I would like to thank
Mr. Fromstein for his wonderful insight.

Mr. Fromstein came to Japan in 1996 on the occasion of the 10th
anniversary of the Japan Staffing Service Association (JSSA) and
we had him present a speech in front of an audience of about 500

on "The Latest Information on Staffing in the USA and Europe".
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The speech he gave without looking at his manuscript and in his
resonant voice was very well received. We listened attentively with
the thought that we were in the presence of a work of art, a public
speech of the kind sought by business leaders.

That it

was able to move many audience members was due to his ability

The content of the speech was specific and practical.
to gather the correct and latest information. It is what is now
called the "ability to question". Talking with Mr. Fromstein for 30
minutes meant being questioned for about 25 of those 30 minutes.
At the end of the meeting, it felt like all of one's energy had been
sucked out.

Among the many wise things he has said, the following two still
serve as vibrant lessons for me.

"It is not possible to borrow money from a bank on market share."

"To contribute to our clients, associates, employees, stockholders,
and local communities, make profits."

I have tried to carry on with these two quotes from Mr.
Fromstein etched in my mind as my personal mottos. I would like

to extend from my heart my gratitude and respect.
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My first encounter with Mr. Hueneke was on the same day that
I first met Mr. Fromstein, on June 1, 1988. President Finnerty
introduced me to him when [ first visited the head office. We were
associated for about 15 years after that. The words "sincerity"
and "honesty" are often used in Manpower. These are the perfect
words to describe this individual. Whether in the USA or in Japan,
he always interacted with me with an unchanging sincere attitude.

This was not only true for myself. Whenever our employees went
on training trips to the USA, he treated them with sincerity as
well. He worked for Manpower for about 30 years finally ending up
as EVP (executive vice president) and retired in 2002. In his last
two years, he was responsible for the Asia Pacific region and was
able to have even deeper relations with Manpower Japan.

He was always calm and composed and would lead meetings, even
those with conflicting discussions, by analyzing with a cool head
and summarizing with clear logic. There were often cases when

I with my limited English was finally able to understand certain

things that I was not able to understand during the discussions
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when I heard Mr. Hueneke's summary. The logic was clear and the
choice of words precise.

Having a long history with the company with a background in
marketing, he had a deep understanding of branch operations,
and I was lucky to have the opportunity to learn about the exact
mechanisms in operations from him. His popularity was remarkably
high among the employees that I have been able to meet in the
USA and Japan, and he was like the model "engaging" individual,
"engaging" being one of our company's brand attributes.

While he was responsible for the Asia Pacific region, he visited
Japan about twice every year. He would listen intently on Japan's
original methodology on such things as recruiting methods,
advertising, and methods of developing the IT branch. He was
particularly very interested in television advertisements and the
use and processing of Web timesheets, as both were not yet very
common in the USA, and provided encouragement.

I believe that it is about this time that the times started to
head towards globalization. Interactions with other countries and
transactions with global clients were gradually intensifying. I had
a feeling that with globalization the day was fast approaching when
English would become the global common communication tool.

It has become almost necessary now to dispatch our executive
employees to the USA to acquire American style business practices
and English language skills. Citing my own experience, I asked
for his cooperation in realizing this and he cheerfully agreed. I
believe that we came to a final agreement in 2001. In 2002, Vice
President Mikio Fuchiki and HR Director Yoshikazu Hashiguchi
were dispatched. The following year Sales Director Masahiro
Tkeda was dispatched for almost two years. At the time, there was
no global program for training executive employees so that one had
to rely on individual arrangements. We were indeed lucky to have

been able to receive Mr. Hueneke's support.

He is the current Chairman, President, and CEO of Manpower
Inc. He is its third CEO. He took the post six years ago in 1999

at the young age of 39. In the six years since, he has actualized
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a great many reforms. It is my impression that he is the man of
"Reform".

My interactions with Mr. Joerres started when he was put
in charge of global clients. Business with global clients fell
under global agreements and the industry and business volume
experienced a sudden large expansion. The situation changed in
a major way from one of transactions in individual countries to
one of transactions controlled by the head office, and Manpower's
globalization suddenly accelerated.

After Mr. Joerres assumed the presidency, it was becoming hard
to communicate without English. Until that time, there were hardly
any occasions for colleagues from around the world to gather
together in one place. Then two meetings started to be held each
year in various countries in Europe, with representatives from
all countries proposing, discussing and enacting many reforms.
Manpower Japan from the eastern corner of the world had to
suddenly throw itself into the turbulent flow of the Manpower
groups of the world, and experiencing many cultural shocks along
the way has grown to become a key player within global Manpower.

Globalization is demanding from us reforms in both quality and
quantity at a terrific speed. The reforms include the establishment
of a global vision, a global strategy, and global values, IT
globalization, mergers and acquisitions centered around Europe and
the USA, the establishment of global financial goals, the sharing
of global best practices, HR globalization (studies on employee
satisfaction, the inauguration of succession plans, the global use
of human resources, and so on), the education of each country's
top management, the improvement of head office and regional
organizational structures, the development of global PR activities,
global marketing and sales activities, and more recently global
brand unification, and the promotion of global cost rationalization
programs.

We have just recently embarked upon a long-term plan that
started in 2005 called the "Three Horizon Chart" conceived and
started by Mr. Joerres. This plan is a grand concept in which
Manpower Inc. becomes the industry leader in Japan and the rest of
the world by 2011.

In the 40 years of Manpower history, I have never experienced

Mr.
He is taking the lead,

a change of this magnitude in any period of only six years.
Joerres is not only seeking reform.
encouraging communication among employees, thoroughly utilizing
webinars, conference calls, video conferences, and international
conferences, and setting an example of "Walk the Talk" to world-
wide Manpower employees.

Manpower Japan may be a bit behind on the globalization program
due to the sudden changes and the handicap with English, but I am
confident that it will turn the tables and be leading the world in
the near future with the younger generation as the central force.

Representing the world's second largest economy, we also have the
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responsibility to answer to expectations.

We are learning a lot from Mr. Joerres, using the lessons as food
for daily growth. In particular, I always feel in these messages the
five elements of sincerity, speed, passion, high energy, and integrity.

Mr. Joerres constantly encourages the display of an innovative
I took a challenge in 1999

and decided to invest in call centers but in the end we had to

mind by saying, "Do not fear risks."

withdraw. Although Mr. Joerres did have high expectations, the
operation being on a rather scale could not be run properly. When
I apologized, he comforted me warmly by saying, "Learn from your
failures and put that to use in your next business chance."

It is the nature of human beings not to be able to accept failure
that is right in front of one's eyes. Using this failure as food for
thought, we accumulated call center know-how, conducted the skill
measurement and training of telephone operators, and held call
center operation demonstrations. Today, our call center related
business has developed into a large pillar (about seven billion JP
Yen revenue in 2006) of our company.

It is my hope that many young employees take on and incorporate
Mr. Joerres' spirit of "do not fear failure" forming new DNA for the
company. I would like to see many employees not fearing risk and
taking challenges in all areas of enterprise with an "entrepreneur
mind".

As the interactions between Manpower Japan employees and Mr.
Joerres will surely keep growing, I present here for our employees
Mr. Joerres' off-business profile in the hopes that it will be of some
use to them. Mr. Joerres is well versed on Japan's employment and
economic conditions and is quite a bit of a Japanophile. He has
visited Japan three times in the past.

His stays were short but he encouraged us with his excellent

He tells
me that he goes to sushi shops in Milwaukee but that nothing beats

speeches conveying powerful messages. He loves sushi.

the genuine sushi of Japan. Whenever sushi appears on the menu
at parties and other events, he eats it with delight and jokes about
bringing some back to America.

He is also an excellent golfer. About seven years ago, we played
with a client at Cypress the famous course in San Francisco. His
skills as an amateur are topnotch. With a height of almost six
feet, his driver shots always reached at least 250 yards, and his
approach shots and putting were both accurate.

The course was situated on the coastline and I could see sea
lions hanging around right below. It was a difficult course that took
advantage of the shape of the land and was similar to Kawana in
Japan. The conditions were harsh for golf that day but I remember
him rounding the course with a score in the second half of the 30s.
Due to the strong winds, long grass, and difficult course design, my
score was the lowest in my long history of golf, but it has actually
become a good memory. I would like to be able to play golf in Japan

one day with him together with our employees.
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Mr. Herbertson was appointed to his new post as Asia Pacific
Regional President in around October of 2002. Until then, he had
been President of Manpower England. He tells me that it is his
first time working in Asia. The office is in Singapore.

The Asia Pacific region is expansive. Currently there are
operations in 11 countries from Australia and New Zealand to
India. One can say "Asia Pacific" in one breath, but there is
actually a large variety of politics, religions, cultures, customs,
languages, and labor laws proportionate to the size of the area.
First of all, tolerance towards diversity is required for the job.
Furthermore, one has to firmly understand the similarities and
differences between the countries and build trust to carry out one's
job. I am guessing that it was a huge challenge for Mr. Herbertson
as his first job in Asia.

Mr. Herbertson aggressively embraced foreign things, and
exhibiting superior sensitivity and tolerance and with an almost
unbelievable perseverance built friendly relations with the people of
Asia. "INCLUSIVE" is a creed at Manpower. He is an individual
whose actions reflect his words.

The wealth of his knowledge on the countries of the Asia Pacific
region, in addition to that on his motherland England naturally, is
amazing. He has an abnormally strong curiosity. He also has an
interest in Japanese culture and a strong desire to share its values.
He especially values "perseverance".

The Japanese in particular have a hard time with English,
causing a lot of difficulties when trying to communicate. Apart
from reading and writing, listening and speaking are serious
barriers. Still he is not that insistent on relying on help from
interpreters. Even in meetings that run into the night, he patiently
endures never giving up until both parties reach an understanding.
There were also many occasions where he would patiently wait
on the other end of the line while we confirmed the content of the
discussion amongst ourselves in Japanese.

He is helping us get used to and improve our skills in English. In
Mr. Herbertson's thinking, it will become increasingly necessary
for the Japanese to learn English and Mandarin, for the Chinese
to learn Japanese and English, and for those whose mother tongue
is close to English (Australians, New Zealanders, etc.) to learn
If my or the

Japanese and Mandarin. I am in total agreement.

executive employees' English has improved even a little bit in

11



hWDSETETRELZEVNIZETT, RHBKREBRTY, OHIHE
PHUTH,
SADISE - BIHDBMTT, BEVWHEDAZIE,
ADBRICEZIE, REBEY AV EOEBBICERICRYEAT
WEREEEWEBVWET,
N=IN—RJBARPMDEBATHH ) ET, BFERBERERIC
&0, BEOKLEBEL. Yai—YalAB-oTWEBNEENE
BEBTY, REBREERATH S, BB TOMBRR L. BRKE
BWAEFTOCEBRFAERMICTEIATT, STMICVT—LX K
PROEDOHEZFH-T EHRINEHRLEATRBNELA, 12
Z—%y b, TN, AR HTHEBERIBFRD SR L. B
EREEEOTHEELTVCKESRIE. SEILLEVET
-0y TA)ARBADHRS S, BFE -
Eff, HYBRLSEEEOONDIRI L PEBVET, J
O—/NLREORBHEFVWTIHELTTY, BERBLEELE
Z. SERICTThhEd, ERBBTIEILI—F—FRI6E, OVK

CFE2E, RER8MIE, A—XPJUTRRI0FEVSESICH

CDAFRETREVP EETELELES, N—N—bV >

IN=IN—RV &

ZEDRED D

IELEThIER Y ERA, BEGREICOPPHLT. N—/N—tUr
SARTERZDHDTT, FaldBE. Z<LDOHEDH2ELEELT
FELAED, BHBHRETHIEIEON-—FRT-—H—2R/I-2EPHYE
tho WIEREZESTWVWIDHLERDIFE, BRELA—IHRUIAA
TEEY, KBTFORALHEEL. 2UENANSTTT, IRILF—
LANLVDOBBICHRT2EPNTT, ZUTEWZEIZZD 4 F/FE.
—Eb [HENZ] EVOIEEEFWAEIEYPHYERA,

N=IN=bJLEADOIHADEBIE. BALETHREDAN
L—232l20WT. K- EEfbTHRDOT L /NNT—NIEHE
FEEL. —ATHADBEREAANEZATNEZRTYT, ZhiZL)
BEAORMESSICHIEL. EAiErSH->TWRBREFEEIXL
TWSZEDFIRBICE N U7,

(405 - IEMORA] 372/ T—DITENREDIRE % 5L ¥ MEE
TYo 7T2HEDNRIINTZ VT4 ZEHBARNBAN LTV EE EL
B AEEBE N EFBDR AYICH) 2N ETTN—/N—
ML EADOESE BIEICRALRL2OERE. BAOY—7y MR
MEDPHDENEEZ GG ST IAA T+ E2FEL. ITEREER
LT 2011 FICRBEEDICERDY —4—~ERULTIT<RICLE
Hhigh)EEA,

TTICEERBALZERDHYETH, 58 BELETICEN, £
WEIPERREBIIEN TEIHENLHEF LB EEVIM
ABIhTVET, —D—DEE L. N—N—brVSADERIC
JEATWKZET, BaRLELZVWERE>TWET,

the last four years, it is due to Mr. Herbertson's support and
perseverance. 1 would like our younger employees to follow Mr.
Herbertson's opinion and seriously get to work in tackling English
and Mandarin.

Mr. Herbertson is also an expert analyzer. He has an excellent
ability to get to the heart of the problem and search for a solution
using numbers, logic, and experience. He has always had a
feel for the field and values management methods in which both
problems are found and proposals for solution are built up in the
field. Coming from James Bond country, his ability to gather
information is uncommon. It is of value to see him set up theories
using information from the internet, mobiles, people connections,
or the smallest amounts of facts, and make inferences whether by
induction or deduction.

I believe that his position, requiring many business trips to
Europe and the head office in the USA and therefore requiring
adjusting to jetlag and the seasons, is one that calls for some
rather harsh duties. It is the same for executive employees in any
global enterprise but conference calls occur frequently regardless
of time differences. In the summer, we have to deal with it being 6
a.m. in Milwaukee, 2 p.m. in London, 8 p.m. in Tokyo, and 10 p.m.
in Australia. Despite the extreme conditions, Mr. Herbertson is
the picture of robust itself. I have in the past worked with many
people from overseas but flattery aside I have never seen as hard
a worker as he. Phone calls and e-mails keep coming in; I almost
wonder when he gets his sleep. He talks tirelessly in meetings. I
am always impressed by his high levels of energy. Surprisingly in
these last four years, I never once heard him say, "I'm tired."

When all is said and done, Mr. Herbertson's contribution to our
company is that he sent information on the operations in Japan,
whether it is on strengths or weaknesses, to the Manpower offices
in the world, and that on the other hand he also sent information
from the world to Japan. Because of this we were able to
devise operational methods that extended Japan's strengths and
compensate for the weaknesses using the information from abroad.

"The sharing of knowledge and information" is a value that serves
as the basis for Manpower's code of conduct. He introduced the
best practices from 72 countries to Japan and we are indeed very
grateful to receive generous indirect support. We must use the
countless things that we learned directly or indirectly from Mr.
Herbertson as food for growing into the industry leader both in
name and reality by 2011. In order for us to materialize this,
we must establish priorities while thinking about Japan's market
conditions and the strength of our company and creating a schedule
to follow.

We have already seen some of the fruits but there is also a
considerable inventory list of strong buds ready from which with
steady implementation an abundant crop of results can be obtained.
I would like to repay Mr. Herbertson's kindness by steadily

improving our effectiveness in response to his expectations.
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2011, Becoming the Industry Leader

On September 13, 2006, I boarded a flight from Tokyo
to Okinawa on my own. I could predict that the one-
day outing to Okinawa would probably be hard on my
body, but my heart was full of feelings of satisfaction and
anticipation.

This was because the Okinawa branch was to be the last
in a countrywide hub tour that began with the Osaka/
Namba Branch on March 7. With this trip I would be
completing on schedule my round of visits to the 110
branches and divisions spread between Hokkaido and
Okinawa. I was satisfied but not only from finally being
able to complete the tour.

At the 109 locations that I had already visited, I had
seen everyone's healthy-looking faces, heard a variety of
opinions, and was strongly feeling, "I am really glad that
I made the rounds." I held big expectations that I would
be having fulfilling conversations at the 110th location of
Okinawa as well.

The meetings with each of the departments at the head
office had also been completed by September 11. The
night that I returned to Tokyo from Okinawa, I was
overcome by a comfortable fatigue and slept soundly.

There were two objectives to the nationwide pilgrimage.
One was to enhance communication with our employees
and the other was to explain Manpower's 10-year plan. I
wrote about the 10-year plan in a previous chapter. But
I would like to relate that in my visits to the workplaces I
found one ingredient that convinced me even more that the

plan would succeed.

Through these visits, I was able to confirm with my
own eyes the sight of our employees from not only the
metropolitan branches but also the branches in all corners
of Japan earnestly engaging in their work. It was truly
heartening. If we continue engaging in our work in the
same spirit, there is no question that we can become the
industry leader.

For that to happen, we must enhance our regional
strategies. As the first step, our midterm strategy until
2009 has already been completed.

Communication rich in both quality and quantity with
our employees is the starting point for company growth.
"Tt was a pleasure," "I can now have dreams,”" and "I
was encouraged" are some of reactions I received in
response to what had to say. I was able to hear what our
employees are seeking from our company and ideas for
improvement that can only come from the field.

It was a pleasure for me too. I intend to continue
working next year at improving communication between
our employees and top management even though its form
may change.

I think it is safe to say that we have started on our road
to leadership and are steadily speeding up along the way.

Finally, I would like to talk about how Manpower Japan
is taking on the challenge following Manpower Group
policies.

What is the human resource business industry in Japan
going to look like? As I mentioned at the very beginning,
I basically believe that it will continue to grow. We are
not in a declining industry with a shrinking market. This
is the most important point to see.

The second most important point is that attention should



be paid to the fact that the human resource business is
changing. The lifetime employment system has collapsed
and worker awareness has largely changed. 40 years ago
when Manpower Japan was born indeed seems a distant
age. According to Mr. Joerres, "The current world of
work is showing rapid changes like never before".

Today, changing jobs is commonly accepted, but 40
years ago, it was even considered to be a blot on a career.
Ways of working have diversified and work formats such
as dispatch and part-time have been increasing. Even if
the speed of the changes slows down the relative gravity
of the newer formats will probably keep growing.

On the other hand, younger generation part-timers and
NEETSs (not in education, employment, or training) have
emerged and this has even become a social issue. With
baby-boomers retiring in large numbers, some are worried
that the workforce may become insufficient and that their
skills are not being inherited by the next generation. And
pressure from overseas to accept more foreign workers is
sure to get stronger.

Many business opportunities can be found within these
changes that await our bold challenge. As the work
environment changes, so naturally will the needs of
clients. Even if market size does not increase suddenly,
if the nature of the demand changes, it means that new
business opportunities are being born. By responding to
the changes promptly and accurately capturing the needs
of clients, it is possible to capitalize on big opportunities.
The competition can be beat.

Change equals opportunity. And opportunity seeks
out innovation. However, if we slack off in our effort

to acquire skills to adjust to change for example, the

goddess of opportunity will simply pass us by. I would
like to reaffirm these points and face the upcoming fierce
competition.

Changes are occurring on a global scale but Japan,
with its birthrate declining and population aging at
the highest rate in the world, may be the country to
experience change in the most dramatic way. Many of the
advanced countries in the world are compensating for the
insufficiency in workforce by accepting immigrants.

That alone can create difficult social problems but
Japan faces a different difficulty because it has a cautious
attitude towards immigration and overseas labor. It
is the concern that the size of the workforce may
become insufficient. And even if the workforce could be
replenished in size, the problem of quality would be even
more difficult to solve.

With the advance of industry, the skills sought in
workers have diversified and advanced as well. However,
not enough of the workforce has been cultivated to meet
the demand. Businesses that cultivate or offer cultivated
human resources will become necessary.

If we continue to advance the dispatch business as in
our thinking until now, it would be difficult to respond to
the new demand. To be able to respond we must broaden
the scope of our business and be capable of comply
with the requests of clients in all possible situations.
Diversification and specialization are the answer.

This is the exact same concept as that sought by global
Manpower. Although we have a business partnership with
Right Management Consultants in Japan, we do not have
Manpower Professional, Elan, or Jefferson Wells. That

is because we are in a transitional period. When the time
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is right, a lineup of five brands that represent the five
ellipses in the logo mark will be complete. It is not that
the lineup of five brands is complete in each of the 72
countries that Manpower has ventured into.

Our domestic competitors will also no doubt seek
diversification. But that is not to say that all human
resource dispatch companies will, or have the means to,
do so. Only major corporations will be able to diversify.
It is only a handful among the 8,000 human resource
dispatch companies in Japan.

How will the small- to mid-size companies that cannot
diversify plan to survive? The answer is to work towards
the very opposite of diversification which is specialization.
I believe that this is the only way. It is to focus the
scope of work on a limited field or area and accumulate
know-how. Companies will most probably end up having
to specialize in specific fields.

Whether all of the companies seeking specialization can
survive is a big question. There is no doubt that some
companies will be weeded out. I believe that the total
number of human resource dispatch companies will be
forced to decrease.

If that happens and the number of companies offering
human resource services decrease, the industry would be
polarized into a handful of diversified companies and a
large number of specialized companies. That is my vision
of the staffing industry of the future. Polarization will

advance in both Japan and the rest of the world.

Although the number of diversified companies could

BB R

probably be counted on the fingers of both hands and
competition may be expected to lighten, that will not be
the case at all. Fierce fighting among the survivors will

start to take place.

The basic concept of diversification is to offer superior
services in all areas to client companies in line with their
employment life-stage. In other words, it is to provide
support to companies to solve their personnel problems.

Until now we have been offering services in the single

limited dimension of dispatch. However, there are
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many more important situations for any company with
employees. First there is hiring. Some among those
hired may end up wanting to change jobs for reasons such
as that they are unhappy with the content of their jobs
or that they are seeking higher levels of self-fulfillment.
Deciding on whether to consider their requests for
reemployment is also very difficult. Even from my
experience, I can say that making a determination in the
short time of an interview is extremely difficult.

Depending on the condition of the economy or a
company's financial health, situations may arise in which
excess employment just needs to be pared down. In
the process, it is necessary to explain to and have the
individuals understand why they were selected. Those
selected will at first hold feelings of extreme displeasure
at being selected and so will have a hard time accepting
the explanation. There are methods of unraveling their
emotions and having them listen.

Personnel departments of companies do not have this
type of know-how. So if the task is outsourced to an
outside expert and their procedures are followed things
would go smoothly.

Even if the paring down can be avoided, reassignment
within the company may become necessary. It can perhaps
be said that in this age of rapid technical advances and
severe ups and downs of industries, reassignment is
becoming an unavoidable and common occurrence for
many companies. When it happens, reassignment training
naturally becomes necessary.

These types of situations have started to emerge
frequently around the world. As companies have never

experienced the situations before, they are at a loss as to
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what to do. This is where we come in. Many seeds for
business lie all around us.

In 2004, Manpower Inc. brought Right Management
Consultants under its umbrella. This led to our
company entering in 2004 into a business partnership
with Right Management Consultants Japan (now called
Right Management Japan), the same company's legal
Japan presence practicing reemployment and personnel
consulting, and have since been advancing diversification
in close collaboration.

Although we are carrying out diversification in line with
client needs, it is also working as a big plus from the
point of view of the effect it is having on our operation.
Higher margins can be expected in the new fields opened
up by diversification than from human resource dispatch.

In 2004, Manpower Japan integrated wholly owned
subsidiary IBC's business and reorganized it into
permanent placement headquarters. When permanent
placement headquarters activities get on track with the
help of the business partnership with Right Management,
the contribution to profits should be big. It is one of the
areas in which I place my biggest expectations.

The framework for diversification has already been

built. All we have to do is advance steadily one step at a

time.

Although I have been talking about the new fields born
with diversification, the backbone business of Manpower
Japan is of course human resource dispatch. Only if
the backbone is sound will the flower of diversification
bloom. As for example human resource dispatch to
manufacturing premises was approved by the revisions to
the law in 2004 meaning that the types of work allowed
human resource dispatch are increasing, we will continue
pouring energy into the development of skill measurement
systems, aptitude tests, skill development programs,
training materials, and so on. We also intend to put even
more energy than before into advertising for candidate
recruitment. We are not venturing into the new fields
neglecting our human resource dispatch business.

We must acquire an overwhelming amount of power to
surpass the competition in our human resource dispatch
business as well. It is the power to have both clients and
associates feel maximum satisfaction. The process to

approach that power, I call "evolution."

The evolution of human resource dispatch services, the
emergence into a comprehensive human resource services

company, and global expansion with the group as one unit.
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These three are the principal strategies of Manpower
Japan. We will be advancing these three strategies
in parallel over the remaining five years. As I have
explained, the strategies are clearly drawn.

What is important to the operation of our company
other than the drawing of the strategies is that they
are reflected in daily business and unfailingly carried
out by our employees. Nothing will move forward if the
strategies are simply recited and not put into action.
Each of our employees including myself must take action
in our daily work. It is the accumulation of these actions

that creates big power.

Let Us Become an E

By Rivals

"Manpower employees should have six distinctive
attributes." This is a message being shared by Manpower
in 72 countries. The six attributes are forward
looking, expert, inclusive, engaging, fresh thinking, and
trustworthy.

It can be said that any businessman requires each of

these qualities. But since we are talking about distinctive

attributes, we must distinguish ourselves from the

employees of other companies. Viewed in this light, it is
a difficult challenge.

However, the beauty of the message is that it comes
with the answers to the question of what actions give rise
to the six attributes.

To be forward looking, the answer is to ask oneself what
one can do today for tomorrow.

To be expert, it is to know that knowledge is power.
Acquire, use, and share it.

To be inclusive, seek a variety of viewpoints and respect
them.

To be engaging, be courteous and sincere.

To be fresh thinking, tear up established ideas and
always search for even better methods. Stimulate the
innovative mind and seek resolution.

To be trustworthy, make sure to do something if you
say that you are going to. That the attributes come
with action guides reminds us of the pragmatic national
character of their country of origin, but the actions are
important. The six attributes and actions together make
for an exceptional guide. I mentioned this during my
visits to the branches as well but if we do not act on the
above we will never attain leadership. I believe that the
guide will aid each of us in bettering ourselves.

I believe that the six attributes and actions must be
backed by sincerity towards one's way of life. Vision
cannot be born and wisdom cannot be attained from a way
of life or undertaking devoid of sincerity or humility.

To be inclusive is also to respect and care about other
people. If one is willing to respect another person,
one can listen to that person's opinions earnestly. The

attitude to listen with sincerity, not outright dismissal, is
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required.

This sincere attitude does not necessarily show a lack of
fighting spirit in business. I believe that a businessperson
needs to have both sincerity and a blazing fighting spirit
in his heart.

Perhaps one of the six attributes lacking in Japan in
general is friendliness that helps one to be engaging.

There is one story that I heard from someone at one of
Tokyo's leading hotels that remains etched in my mind.
Apparently, the hotel teaches its employees, "Do not
direct guests with your mouth. Direct them with your
feet." When asked for directions, they were not to give
oral directions such as "It is at the end of this corridor

on the left side." They were to accompany the guest each
time personally.

We need to have this type of mental attitude as well.
Candidates on their first visit to our registration center,
PowerNet or permanent placement headquarters probably
feel very tense with anxiety wondering whether their
skills will be found to be suitable. We need to serve them
with an attitude of friendly smiles to relax their tension.

I think that while Japanese people may have that

attitude, we are not good at expressing it. We need to

learn how.

I would like our employees to take on the challenge
of the five hurdles to attaining the position of industry
leadership from 2011 and see them masterfully clear

them. If the hurdles cannot be cleared, the goal will

evade us.

The first hurdle is to become an entity feared by
competitors. If the competition feels no fear, there is no
chance of winning the competition itself.

The second hurdle is to receive high ratings from clients
on our company's ability to make proposals. Making
relevant proposals is premised on the required existence
of a highly reliable capacity for gathering information.
Without knowing what clients seek or what troubles them,
we cannot make any proposals for clients to rate at all.

The ability to generate methods of solution is also
required. As many drawers full of solutions as possible
should be prepared. It is the accumulation of know-how.
With know-how accumulated, it should be possible to draw
up solutions to even problems faced for the first time.

It is also important to cultivate and continue refining
our methods of expression. We must not even think for a
moment that the other person lacks comprehension. Large
contracts are made or lost depending on the quality of
presentations every day in the business world. I believe
that no effort should be spared in having a superior
proposal understood correctly.

The third hurdle is to be trusted by dispatch employees
(candidates and associates) more strongly than any
competing company. As I mentioned in Chapter 2,
Manpower Japan received the highest ratings in 14 of
18 categories in a survey conducted by Human Resource
Business monthly magazine.

Although about 3,000 claims are made at advisory offices
set up for dispatch workers in eight locations in Sapporo,
Sendai, Tokyo, Nagoya, Osaka, Hiroshima, Matsuyama,

and Fukuoka by Japan Staffing Service Association, only



a few are about Manpower Japan.

Although these independent data show that Manpower
Japan is rated relatively highly by dispatch employees,
we must not be satisfied. That is because we are not the
genuine article without the overwhelming ratings, and it
is clear that if we let the ratings go to our heads and let
things slip, our ratings would drop in an instant.

We must achieve outstanding ratings particularly in the
following four areas.

The first is to have the best skill check system.

The second is to have high worker satisfaction in the
workplace.

The third is to be known as the dispatch company that
people most want to work at.

The fourth is to be known as the dispatch company
that people most want to recommend to friends and
acquaintances.

Although we received very high overall ratings in the
survey by Human Resource Business, the ratings for the
first and second areas above were not excellent. We must
work hard to receive ratings that leave the competition
behind.

The fourth hurdle is to become a benchmark enterprise
for opinion leaders such as the Ministry of Health, Labor
and Welfare, unions, federations, mass communications,
employer associations, and academic societies.

The fifth hurdle is to increase sales while increasing the
quality of services at the same time.

If we can clear these five hurdles, our glorious goal
should be awaiting us.

Business is competition. Competition requires effort.

In a track and field competition for example, imagine the

amount of effort that an athlete puts in to run a 100-meter
race that lasts a mere 10 seconds. If one realizes the
distance that a marathon runner covers in practice to
run 42.195 kilometers in almost 2 hours, one can easily
understand how tough it can be.

I believe that it is of utmost importance for us to
consistently approach our work with sincerity and to
continue building on our efforts, considering it our
pleasure to serve our clients, associates, and candidates.

Our employees and I are truly happy that Manpower
Japan was able to welcome the 40th anniversary of
its establishment with prosperous prospects for the
future and high hopes. Let us tomorrow focus on Three

Horizons and again surge ahead with new determination.
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