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My name is Hiromi Tasaki, Chairman and President of JAC Recruitment.

Following the announcement of our full-year results for 2025, we received a number of
enquiries from shareholders and investors regarding the potential impact of advances
in generative Al on our business. I would therefore like to take this opportunity to

explain our views on this matter.



Q1: Will advances in AI-driven
matching render the recruitment
business unnecessary?

Q2: Will the widespread adoption of
generative Al reduce demand for
white-collar professionals and lead to a
contraction of the recruitment market?

We have received questions from two main perspectives regarding the impact of

generative Al

The first question is whether advances in Al-driven matching could render the
recruitment business unnecessary.

The second question is whether the widespread adoption of generative Al could reduce
demand for white-collar professionals and lead to a contraction of the recruitment

market.

I will address these questions in turn.



Q1: Will advances in AI-driven

matching render the recruitment
business unnecessary?

First, I will address the question of whether advances in AI-driven matching could

make the recruitment business unnecessary.



JAC's Focus Markets: Mid-to-High Range & Specialist Roles -

Number of Beneficiaries by the Amount of Salary in Japan

(From ‘Statistical Survey of Private Sector Salaries (2024)°, Planning Division, Commissioner's Secretariat, National Tax Administration Agency)
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For Al-driven matching to function effectively, a certain volume of data is required for

both job vacancies and candidates.

As illustrated in the chart showing the distribution of income levels in Japan, there is a
large population earning below JPY 6 million per annum. In such high-volume
segments, there is likely to be a sufficient quantity of both candidate and job data for

Al-driven matching to work effectively.

However, in the mid- to high-level segment in which we operate, the target population
is inherently limited. In addition, job opportunities typically involve recruiting one
individual per position, resulting in insufficient data volume for AI matching. As such,

this segment is not well suited to Al-driven matching.



Key Features of JAC’s Consulting-Style Recruitment .
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+ Flexibility through dialogue to refine hiring
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+ Coordination and trust-building in
confidential assignments

For roles where a certain level of matching accuracy is sufficient—such as hiring
inexperienced candidates or conducting large-scale recruitment of junior sales staff—

Al-driven matching may be effective in introducing a large number of candidates.

However, in the mid- and high-level segment in which we specialise, it 1s essential to
consider factors that are not captured in job descriptions or CVs. These include
elements such as corporate culture, long-term business strategy, as well as a

candidate’s achievements and personal attributes that are not explicitly documented.

In many cases, through close dialogue between our consultants and client companies, it
becomes evident that the ideal candidate profile differs from the initial requirements
set out in the job specification. Without revising these requirements—based on the
advice of our professional consultants—it is often difficult to secure the optimal

candidate.

Furthermore, in confidential and executive-level searches, successful placement
requires discreet coordination and the building of trust behind the scenes. Open Al-
based matching is not well suited to such cases, and the value of professional

consultants remains essential.

For these reasons, we believe that the areas in which we operate will continue to



require the involvement of professional consultants and are unlikely to be replaced by

Al

Q2: Will the widespread adoption of
generative Al reduce demand for white-

collar professionals and lead to a
contraction of the recruitment market?

Next, I will address the question of whether the widespread adoption of generative Al
could reduce demand for white-collar professionals and lead to a contraction of the

recruitment market.



Trend in New Job Orders at JAC '

- Demand in the mid- and high-level segment has grown steadily
- CAGR over the past three years: 19.5%
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In the United States, advances in generative Al have led to restructuring in certain
areas. For example, IT companies have reduced headcount in coding-related roles, and
consulting firms and law firms have streamlined hiring through the automation of data

processing tasks.

In Japan, while the use of Al is progressing in areas such as routine data collection and
analysis, as well as parts of help desk and call centre operations, the structural

shortage of labour remains a serious issue.

Looking ahead, it is possible that, as in the United States, further automation and
efficiency gains driven by generative Al could lead to a decline in demand for graduates

and younger professionals.

However, the mid- to high-level segment in which we specialise primarily comprises
roles requiring advanced expertise and decision-making capability, including senior
management positions. We believe that the scope for Al substitution in these areas is

limited.

Indeed, demand has been increasing in recent years for professionals capable of

formulating business and management strategies that leverage Al and digital



technologies. This trend represents a tailwind for our business environment.

The chart shows the trend in the number of new job orders at JAC over the past ten
years. While there was a temporary decline in 2020 due to the impact of COVID-19,
annual growth in new job orders has accelerated from a CAGR of 6.8% in the four years
prior to the pandemic to 17.1% in the five years following it, and further to 19.5% over

the most recent three years.

Regardless of how generative Al evolves, it 1s ultimately people who make decisions
and assume responsibility for management. The roles we support are those that will

continue to be carried out by people until the very end.

In summary, even as generative Al continues to advance, the mid- and high-level as
well as executive segments on which we focus will remain areas where the involvement

of professional recruitment consultants is indispensable.

We will continue to deliver world-class service quality and sustain our growth. We

appreciate your continued interest and support for the JAC Group.



