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Die beiden anderen Typen sind eher einem Unternehmenswechsel zugeneigt. Hier ist
der "Typ der flexiblen Elite"?® (Typ C) ein tuichtiger Businessman, der die Arbeit wech-
selt, um Karriere zu machen, wahrend der Typ "LebensgenieRer" Freizeit und MuRe
wichtiger als die Arbeit nimmt und nicht an einem bestimmten Unternehmen hangt.
(Als Ergebnis 18Rt sich feststellen, daR die Zahl der Typen A und B ansteigt, wéahrend
die der Typen C und D sinkt. Hieraus wird die Tendenz, daR die Mitarbeiter eine lan-
gere Unternehmenszugehérigkeit anstreben, erkennbar, was jedoch konjunkturell be-
dingt ist; Anm. K.T.).

Abb. 5.30.2: Prozentuale Anteile der verschiedenen Typen
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Ménner 1993 | i
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O keine Antwort

AuRerdem sind bei den Ménnern die Typen A mit 40,6 Prozent und B mit 35,7 Pro-
zent in etwa gleich stark vertreten. Auch die Personen, die antworten, sie wollten "in
einem einzigen Unternehmen angestellt sein" lassen sich in die zwei Gruppen, ndm-
lich "den Typen, der die Arbeit wichtig nimmt", und den, "der die innere Gelassenheit"
schatzt, einteilen.

28 \Wertlich: rollende Elite.
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ternehmen

REZENSENT: KOSHI ENDO

6.1 Entstehung vielféltiger Laufbahnen in japanischen Unternehmen
R6doshé (Hg.) 241

6.2 Personalbeurteilung und Arbeitgeber-Arbeithnehmer-Beziehungen;
Beurteilung - Beférderung - Gehaltsentscheidungen

ISHIDA, Mitsuo 245
6.3 Situation der Personalabteilungen und das Profil von Personalleitern
IMANO, Koichiro 246

6.4 Personalstrategien von Einzelhandelsunternehmen - Kaufhauser
und Handelsketten

Sanné Daigaku (Hg.) 248
6.5 Wettbewerbsmodelle in unterschiedlichen Personalsystemen

HANADA, Mitsuyo 250
6.6 Unternehmensinterne Selektionsmuster der Beférderung

TAKEUCHI, Yé 254

6.7  Mechanismen der Beférderung - Personalbeurteilung und der Einflu
der Dauer der Beschéftigung
TOMITA, Yasubobu 256

6.8 Karriereentwicklung ins Management - Follow-Up Studie 13 Jahre
nach Firmeneintritt
WAKABAYASHI, Mitsura 257

6.9 Personalentwicklung von White-collar-Arbeitnehmern mit
UniversitatsabschluB
KOIKE, Kazuo 258

6.10 Ausblick auf die Personalverwaltung unter Beriicksichtigung der
fortschreitenden Uberalterung der Gesellschaft

Konenreish Koydkaihatsu Kydkai (Hg.) 260
6.11 Die japanische Software-Industrie - Management und Ingenieure
TOTSUKA, Hideo; NAKAMURA, Keisuke; UMEZAWA, Takashi 261

6.12 Aktivierung von Organsation und Ausbildungsférderung in der
F&E-Abteilung
YOSHIMI, Kéichi 263

6.13 Versetzungsmuster von Oberschul- und Universitatsabsolventen
INOUE, Shozo 264




6.14

6.15

6.16

6.17

6.18

6.19

6.20

6.21

6.22

6.23

240

Karriere und unternehmensinterne Arbeitsplatzwechsel von
technischen und kaufmannischen Arbeitnehmern
Denki Réren (Hg.)

Karrieremuster von Ingenieuren
Koy Shokugyd S6g6 Kenkylsho (Hg.)

Personaleinsatz in Unternehmensgruppen
Koy6 Shokugyé S6gé Kenkylsho (Hg.)

Beschaftigungsanpassung und Personalverwaltung
Koyd Shokugyé S6gd Kenkylsho (Hg.)

Wandel bei den Angesteliten, die von der Familie getrennt arbeiten
(tanshin funin)
TANAKA, Yuko

Auswahlkriterien fur Ubersee-Entsendungen und firmeninterne
Karrieregestaltung
NAKAMURA, Megumi

Gewerkschaft und Karriere
YAMAMOTO, Kiyoshi

Arbeitgeber/Arbeitnehmerbeziehungen und leistungsorientiertes
Management in Klein-Mittel-Unternehmen
Tékyd Toritsu Réd6kenkyasho (Hg.)

Férderung und Karriereformen flr weibliche Manager
NOHATA, Mariko

Firmenmodell flr Frauen - Karriereengpaf® und Lebenszyklus
WAKISAKA, Akira

267

272

274

276

277

280

283

284

285

286

241

6.1 Entstehung vielfdltiger Laufbahnen in japanischen Unter-
nehment

Rédéshd (Arbeitsministerium) (Hg.): Fukusengata jinji seidoka ni okeru chingin seido
ni kansuru chésa kekka (Untersuchungsergebnisse: Lohnsystem innerhalb des
mehrgleisigen Personalsystems). In: Chingin to shakai hoshé, 1991, Nr. 1063, S. 30-
36

Themen: Laufbahnen e Hauptgriinde fur die Einfuhrung eines mehrglei-
sigen Laufbahnsystems e Zeitpunkt der Entscheidung e Unterschiede
der Laufbahnen

In der vom Arbeitsministerium durchgefiihrten Erhebung wurde untersucht, inwieweit
mittlerweile verschiedene Laufbahnmdglichkeiten in den Unternehmen eingefihrt wur-
den.

In den letzten Jahren wurde von den Unternehmen, zusétzlich zu den normalen
Biue- und White-collar-Laufbahnen, eine Differenzierung bzw. Erganzung oder Um-
benennung der Laufbahnen vorgenommen, die man Ublicherweise als ségbshoku
(Laufbahn fur qualifizierte Arbeitskréfte in kaufmannisch-administrativen Funktionen),
ippanshoku (einfache Laufbahn fur Arbeitskrafte im Blrobereich), kanrishoku (Mana-
gementlaufbahn), senmonshoku (Spezialistenlaufbahn) usw. bezeichnet. Die Grinde
hierfur liegen auf der einen Seite in der Einflhrung des Chancengleichheitsgesetzes
und andererseits in der gestiegenen Anzahl von Universitdtsabsolventen, die nicht
mehr - wie friher - alle die Moglichkeit haben, in héchste Managementpositionen auf-
zusteigen.

34,7 Prozent der 536 befragten Unternehmen antworteten, daR sie ein derartiges
System bereits eingefiihrt haben. Die Quote unterscheidet sich jedoch stark nach
UnternehmensgréBe und Branche. So haben 45,1 Prozent der Unternehmen mit
mehr als 3.000 Mitarbeitern mehrere Laufbahnen, wéhrend dies in nur 23,8 Prozent
der Unternehmen mit weniger als 1.000 Mitarbeitern der Fall ist. In der herstellenden
Industrie ist ein mehrgleisiges Laufbahnsystem weniger haufig vorhanden als im
GrofB- und Einzelhandel und Gaststattengewerbe. In 55,9 Prozent der Unternehmen
wurde die Vielfalt der Laufbahnméglichkeiten innerhalb der letzten flnf Jahre einge-
richtet.

Die Hauptkriterien, nach denen die verschiedenen Laufbahnen eingerichtet wur-
den, sind nach dieser Untersuchung a) Tatigkeitsbereich (Burotéatigkeit, Verkauf, Pro-
duktion, Spezialistentatigkeiten, Service usw.), b) Spezialistenkenntnisse, c) ob es
sich um administrative Tatigkeiten handelt oder nicht, d) regionale Versetzbarkeit und
e) zukUnftige Ausbildungsziele, Erwartungen an die Mitarbeiter (Kandidat fir Mana-
gementpositionen usw.).

1 Zusammenfassung von K. Teicher.
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Tab. 6.1.1: Vorhandensein eines mehrgleisigen Laufbahnsystems (in Prozent)

Summe in % mehrgleisiges kein mehrgleisiges
(Zahl der System vorhanden  System vorhanden
Unternehmen)
Summe 100,0 (536) 34,7 65,3
mehr als 3.000 MA 100,0 (133) 45,1 54,9
1.000 bis 2.999 MA 100,0 (231) 36,8 63,2
unter 1.000 MA 100,0 (172) 238 76,2
herstellende Industrie 100,0 (276) 34,4 65,6
GroR3- und Einzelhandel,
Gaststéittengewerbe 100,0 (1086) 406 59 4
Sonstige Branchen 100,0 (154) 31,2 68,8

MA = Mitarbeiter

Die drei Hauptgriinde fiir die Einfilhrung eines mehrgleisigen Laufbahnsystems
waren Personalentwicklung (73,1% aller befragten Unternehmen), Beleben der Or-
ganisation (50,5%) und Ergreifen von Malnahmen gegen verénderte rechtliche Rah-
menbedingungen, wie beispielsweise das Chancengleichheitsgesetz von 1985
(41,9%). Andere Faktoren wie "MaBnahme fur die verdnderte Lebenseinstellung der
Angestellten" und "bessere Verwendung fiir weibliche Mitarbeiter" wurden noch von
gut einem Drittel der Unternehmen genannt. Die Werte differieren jedoch nach Bran-
che (vgl. Tab. 6.1.2).

Zeitpunkt der Entscheidung: Der Zeitpunkt, zu dem sich die Mitarbeiter flir eine
Laufbahn entscheiden missen, unterscheidet sich natlrlich nach dem Niveau der
Laufbahnen. So mussen sich die Mitarbeiter der Ippanshoku-Laufbahn in 94,1 Pro-
zent der Faélle bereits zum Unternehmenseintritt fir diese Laufbahn entscheiden?.
Auch die Zuteilung bzw. Entscheidung zur Ségdshoku-Laufbahn, der meist mannliche
Universitatsabsolventen angehéren, wird mit dem Zeitpunkt des Unternehmensein-
tritts gefallt. Demgegenuber fallen Entscheidungen fir die Management- und Spezia-
listenlaufbahn meist erst nach einiger Dauer der Zugehérigkeit zum Unternehmen
(vgl. Tab. 6.1.3). Dementsprechend unterschiedlich ist auch die Art und Weise, wie
die Entscheidung fir die Zugehorigkeit zu einer Laufbahn gefélit wird. Fur die /ppan-
und Ségdshokulaufbahn wird die Entscheidung in je einem Drittel der Félle so getrof-
fen, daR die "Meinung des Betroffenen wichtig genommen3" und bei der Entschei-
dung zur Rate gezogen wird oder daR der Betroffene sie allein trifft. Bei dem Aufstieg
bzw. Wechsel in die Management- bzw. Spezialistenlaufbahn wird die Entscheidung
Uberwiegend (zu 75% bzw. 48,8%) vom Betroffenen allein gefalit.

Da es sich hierbei um eine typische Laufbahn fur Frauen handelt, werden sie dieser Laufbahn
meistens zugeteilt, ohne gefragt zu werden.

Hierbei handelt es sich um einen Euphemismus; der Betroffene wird zwar gefragt, aber die Ent-
scheidung wird so geféllt, wie es sich das Management vorher bereits gedacht hat. Das wird auch
dadurch deutlich, daR diese Antwort bei der Entscheidung zur Managementlaufbahn nur zu 5,9
Prozent genannt wird.

Tab. 6.1.2: Griinde fiir die Einfiihrung eines mehrgleisigen Laufbahnsystems (nach Prioritat)

Percent

No. of firms

Other 1st 2nd 3rd
priority priority

industry

Retail
Mwholesale, food

Manufacturing

Total

priority

industry

Reasons

56.3 43.5 204 9.1
16.7

74.4

81.1

73.1

Human resource development (HRD)

Vitalization of organization

237

10.2

47.9

51.2

516

50.5

Reaction to changing legal framework
(e.g. enactment of equal employment

opportunity law in 1985)

231

59

12.9

62.5

37.2

33.7

419

Recation towards diversification in

employee's view of life
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9.1

11.8

13.4

134

39.6

44.2

30.5

36.0

37.2 35.4 7.0 12.4

26.3

31.2

Utilization of female employees
Securing of human resources

Restraint of labor cost

8.1
7.5

10.2

38

4.8

16.7

18.6

26.3

220

4.8

20.8

9.3

18.9

17.2

8.3 22 43 9.1
12.56 22

11.6

211

15.6

Utilization of older employees

54

4.8

16.3

10.5

124

Supplying employees with positions

(43) (48) 100 100 100

(95)

(186)

No. of firms
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Tab. 6.1.3: Zeitpunkt der Entscheidung fiir eine Laufbahn
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reitschaft sogar in 91 Prozent der Félle vorausgesetzt, wahrend die Spezialisten nur
zur Halfte mit einer értlichen Versetzung rechnen mussen (vgl. Tab. 6.1.4).

Some time Upon reaching
No. of Upon after entering certain age or reaching
firms entering the firm some qualifacation
Tracks
Firms having serveral tracks (564) 66.7 7.1 26.2
Generalist tracks (169) 87.6 5.9 6.5
(s6gdshoku)
Assistant tracks (153) 941 4.6 1.3
(ippanshoku)
Foreman track (68) 1.5 7.4 91.2
(kanrishoku)
Specialist track (84) 34.5 8.3 571
(senmonshoku)
Skilled employee track 41) 36.6 12.2 51.2
(senninshoku)
Others (49) 79.6 12.2 8.2

Tab. 6.1.4: Versetzungswahrscheinlichkeit

Probability Probability Depending

of transfer of transfer on
within commuting with circum-

No. of No area of relocation stance
Tracks firms transfer initial location Others
Total (564) 18.8 16.5 53.5 8.6 1.6
Generalist tracks
(s6gdshoku) (169) 1.2 3.0 89.9 4.1 1.6
Assistant tracks
(tppanshku) (153) 49.0 37.9 72 5.9 -
Foreman track
(kanrishoku) (68) - 1.5 91.2 59 1.5
Specialist track
(senmonshoku) (84) 11.9 14.3 54.8 16.5 3.6
Skilled employee track
(senninshoku) (41) 14.6 12.2 51.2 19.5 2.4
Others (49) 26.5 245 20.4 26.5 2.0

Unterschiede der Laufbahnen: Die Laufbahnen unterscheiden sich neben dem Ta-
tigkeitsinhalt und einer geschlechtsspezifischen Unterteilung auch in der Mdéglichkeit
von Versetzungen und der regionalen Mobilitdtsbereitschaft. In 89,8 Prozent der Falle
wird deshalb von den Ségéshoku-Mitarbeitern eine Mobilitdt erwartet, wahrend dies
nur fur 7,2 Prozent der Ippanshoku-Mitarbeiter gilt. Fir diese gilt héchstens, daf sie
innerhalb ihres Einzugsbereichs wechseln (37,9%), wéhrend in 49 Prozent der Falle
keinerlei Mobilitat verlangt wird. Bei der Managementiaufbahn wird eine Mobilitatsbe-

6.2 Personalbeurteilung und Arbeitgeber-Arbeitnehmer-Bezie-
hungen; Beurteilung - Beférderung - Gehaltsentscheidun-
gen

ISHIDA, Mitsuo: Satei to réshi kankei - satei shéshin - chingin kettei. In: ISHIBAKI,
Toshinori: Satei - shéshin - chingin kettei, 2. Kapitel, Y(hikaku, 1992, S. 19-47

Themen: Personalbeurteilung @ Gewerkschaftene Gehalt

This research is aimed to know the situation and trend in the safei and pay systems. It
is superior to many previous researches of the same kind, as Ishida thought hard the
contents of questionnaire. In many previous researches, questions were made only of
the appearance of satei and pay systems and the relation between answers could not
be scrutinized, because these systems are different from firm to firm and it is difficuit
to collect the data to be used for statistical research. Ishida made many questions
and changed the answers of them to scores to be used for statistical research. He
sent questionnaires to 1,185 firms and received the reply from 187 firms. The number
of replies was small due to many questions, but he thought it was enough to know the
situation and trend. Many unexpected and surprising facts were found. The surprising
relationship between the job regulation by unions and personnel management system
was one of the most important facts found there.

(a) The larger the firm becomes, the more objective the way of deciding the amount
of monthly pay gets. The degree of objectivity is indifferent with the existence of trade
unions, however. Rather, the firms not unionized seem to make the way more objec-
tive.

(b) The satei influences the larger amount of regular pay increase in a firm when
the firm is unionized than it does when the firm is not unionized.

(c) The union functions more or less regulate the numbers of part-time workers and
managerial policy of subcontracting both of which relate to the total amount of em-
ployment for regular workers, as well as numbers of needed workers in an operation
and numbers of workers temporarily transferred (shukké) to another operation both of
which relate to the daily amount of labor. The union, however, does not function to
regulate the satei by management which decides both the amount of pay increase
and the promotion speed and which brings about the hard competition among work-
ers.

(d) It has been difficult for unions, particularly unions in manufacturing industries, to
regulate or decrease the influence of satei on the amount of regular pay increase
these ten years.

Ishida concluded that the job regulation by enterprise unions in Japan was equiva-
lent to that in the circumstances of no unionism from the western world or interna-
tional view. He suggested that enterprise unions in Japan were not trade unions, al-
though people had never doubted they were unions as people knew that they called
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themselves unions and believed that they must have regulated jobs and restrained
competition among workers, whatever kind of cooperative relationship or partnership
with management they had.

6.3 Situation der Personalabteilungen und das Profil von Per-
sonalleitern

IMANO, Koichiro: Jinjibu no genjé to jinji buchdé no purofairu. R6dé Hégaku Kenkyd
Kaihd, 1987, Nr. 1655

Themen: Karriere von Personalleitern

The present situation of jinji-bu (personnel division) and profile of jinji-buché (general
manager of personnel division) were investigated. Questionnaires were sent to the
private addresses of 792 jinji-buchoes of listed companies in Japan, which can be
identified in "Diamond Directory of Employees, 1987." 191 of them replied.

The characteristics of career path of jinji-buché are as follows. The average age
of them is 51.6 (S.D. 4.1 ) and the average years of employment with the company is
27.5 (S.D. 5.8). The larger the company size, the older their age and the longer their
years of employment.

Table 6.3.1: Years of Experience With Personnel Affairs (mean)

247

Figure 6.3.1: The Present Position of the Chief of Personnel Department (jinji-
buché)

R
5

Member of executive board

S
AR

General manager of another division

Prisedent or executive board |
member of affiliated |;

Retired S

Others
(no answers, etc.) §

60

(percent)

Years of experience Years of Specialization

with personell affairs employment index
Firm size (no. of employees) (A) (B) (A/B)
~ 999 9.2 26.9 34.2
1.000 ~ 4.999 122 27.0 45.2
5.000 and more 16.5 28.9 53.6
Industry
Constructions and manufacturing 14.2 28.2 50.4
Electricity/gas supplying, trans-
portation and communication 11.0 29.9 36.8
Retailiwholesale business and service 9.4 243 38.7
Banking and insurance 6.8 26.7 25.5
Total 127 275 46.2

Figure 6.3.1 shows the rate of jinji-buchoes that have experienced each job pointed
there. Seven jobs of the largest rate are personnel management of head and branch
office, labor management of head and branch office, training management and gene-
ral affairs management of head office, and domestic sales. The combination of jobs
that jinji-buchoes have experienced is interesting: 21 percent of jinji-buchoes have
experienced only the personnel management, labor management and training mana-
gement of the head office and 45 percent have experienced only the above men-
tioned plus general affairs management of head office. :

The average years of experience with personnel affairs such as personnel man-
agement, labor management and training management are 12.7, constituting about
half of their years of employment. This means the specialization of personnel affairs
management. The specialization becomes deeper as the firm becomes larger, as
shown in Table 6.3.1. The specialization differs by industry, as also shown there.

The present position of jinji-buchos immediate predecessor is shown in Figure
6.3.1.

The rate of jinji-buchoes that have been elected as trade union leader becomes
higher the larger the firm size is. It is interesting that many jinji-buchos have been
elected full-time officer in retail and wholesale business, service industry, banking
business, and insurance companies. | guess that the experience of full-time union of-
ficer is arranged one of "OJT" for promising employees in the specialist track of per-
sonnel affairs by some companies.
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64 percent of the jinji-buchoes reply that the personnel assessment system is the
most interesting among the topics of personnel affairs.

6.4 Personalstrategien von Einzelhandelsunternehmen - Kauf
hauser und Handelsketten

Sanné Daigaku (Hg.): 21seiki o mezasu ryQts shéurigyd no jinji senryaku - hyakka-
ten/chénstoa 167 sha no ankéto kekka kara (Personalstrategien von Einzelhan-
delsunternehmen - Kaufhduser und Handelsketten, Untersuchungsergebnisse von
167 Unternehmen). Tokyo: Sanné University 1991

Themen: Management auf der Grundlage von Senioritat bzw. Leistung e
Satei

The present situation and trend of personnel management in the company keeping
either department stores or chain stores were researched with questionnaires. The
principle of personnel management and the safei system were particularly re-
searched. The questionnaire was sent to 446 companies in 1990. 32 companies
keeping department stores, and 135 companies keeping chain stores replied. Some
of the important research results are as follows.

The principle is clearly written and announced to employees in 75 percent of de-
partment stores and is not clear only in 9.4 percent of department stores. However, it
is clearly written and announced in 48 percent of chain stores and is not clear in 25.9
percent of chain stores. There seem to be some difficulties with chain stores in the
infiltration of principle into employees.

Management auf der Grundlage von Senioritit bzw. Leistung: 53.1 percent of
department stores feature the principle of ability-based management and 18.8 per-
cent do the principle of seniority-based management while 12.5 percent cannot pres-
ent it clearly. However, 47.4 percent of chain stores feature the principle of ability-
based management, and 6.7 percent do the principle of seniority-based management
while 28.9 percent cannot present it clearly.

93.8 percent of department stores have introduced either the shokunoshikaku-
system or the shokunotokyu-system, both of which are a kind of status ranking sys-
tem in the company, while 78.5 percent of chain stores have done either of it. The
larger the company size, the more company has introduced the shokunoshikaku-
system.

Figure 6.4.1: For What Purpose the Satei Result is Used?

To know the

To relate the

needs of ability
development for
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Others

Increase in
bonus

personal data

system

To relate
daily

Assignment
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Promotion + Increase in
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Promotion

monthly pay

in position

(e.g. no answers)
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Satei: The report contains data on the degree in publicity of satei system, which
may be interesting for researchers abroad. Unfortunately, they are not so useful, for
the answers to be chosen were ambiguous and it is impossible to know whether the
satei result for the individual employee is informed of him or her.

The satei result is used for many purposes, as shown in the Figure. It is used
mainly for the manager to decide the promotion and amount of pay. It is not used so
much for the purpose of knowing the needs of employee training, though the manager
wishes to use it for this purpose in future.

The training for manager to make safei assessment better is carried out in 44.3
percent of the company. To teach managers the system is the first purpose and to
unify their value judgement of employee's attitude and behavior is the second. The in-
house person is instructing in 74.3 percent of the company. The training usually con-
tinues half a day or a whole day.

6.5 Wetthewerbsmodelle in unterschiedlichen Personalsyste-
men

HANADA, Mitsuyo: Jinji seido ni okeru ky6sé genri no jittai - shéshin/shékaku no shi-
sutemu kara mita nihon kigyd no jinji senryaku (Wettbewerbsmodelle in unterschiedli-
chen Personalsystemen - Personalstrategien japanischer Unternehmen aus der Per-
spektive des Karrieresystems). In: Soshiki Kagaku 21. Jg., Nr. 2, S. 45-53, 1987

Themen: Generalisten e Karriereverlaufe ® Karrierebaum e Personalma-
nagement-Politik e Elite

— Siehe auch Rezension Nr. 4.20

This is a follow-up survey about the realities of promotional competition of male uni-
versity graduate employees who entered a company in a certain year. A career tree
method was used in this survey.

Figure 6.5.1 is a 1983 follow-up survey of 269 employees who entered into a com-
pany in 1955. Eight years after entering the company, 259 people were promoted to
kakariché and 10 (7 percent) had ailready quit. According to a rule of this company,
people must stay at the same position for at least four years for promotion. Therefore,
the first and second selection of promotion to a section manager is 12 and 13 years
after employment. The highest route pictured on this chart is a fast tracker's route.
The fast tracker reaches a position of buché 24 years after employment. The one who
is promoted to the position of buché in 24-25 years can follow a central managerial
track, according to the company's personnel manager. Most of the people who follow
a central managerial track can be found amongst employees in the first selection for
promotion to a section manager. They become generalists because they are usually
assigned to jobs that have nothing to do with their initial specialities or they are ro-
tated among several jobs. The ones who reach buché position after more than 26
years become chiefs of specialist divisions. Most of these employees are in the sec-
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ond selection for promotion to a section manager. They are always transferred among
jobs that have some relationship to each other to become top specialists. The remain-
ing employees not selected stay in the position below buché. They are likely to be
transferred, loaned (shukkd or tenseki) to subsidiaries or quit voluntarily.

Figure 6.5.1: Follow-up Survey of 269 Employees

30 years-old . " .
university Kakarichd Kaché Buché-Dairi Jichd Buché
graduates
16 LB gy M { 24l ;
. Central
. . ; managerial
?5‘ N4 N4 itrack
' Track for
i chiefs of
! specialist
i divisior
Track for
department
division
22+ ,;'
92 ;

Notes: The number in O denotes the years that had passed from entering the company to reaching the
position.
The number on the line denotes the ratio of employees promoted in the year of O.
The number under | denotes the ratio of employees dropping out before reaching higher posi-
tion.
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Figure 6.5.2: Career Tree of a Company with a Conservative Personell Mana-
gement Policy

253

others for the career revival of employees who need another chance. A difference of
personnel management policy in a career tree pattern is reflected in the employees’
attitudes towards their company.

Even in the period of rapid economic growth, when people believed that companies
would promote employees on the basis of seniority due to the continuous expansion,
there existed keen competition among the employees as described above.

Figure 6.5.3: Career Tree of a Company with a Progressive Personnel Manage-
ment Policy

1st level 2nd level 3rd level 4th level
4 42 13 80 19 63 23
24 10 8 5
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21
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.30
48 27 7 3 12
13 46 15
A7 14
38
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Notes: The number in O denotes the years that had passed from entering the company to reaching the
position. The number in the lower part of [ denotes the number of employees promoted in the
year of 0. The number on the line denotes the ratio of empioyees promoted in the year of 0.

A pattern of a career tree varies depending on the type of company. Figure 6.5.2
shows a career tree of a company with a conservative personnel management po-
licy. Its promotion characteristic allows very few possibilities for revival of losers and
an existence of a system to identify employees who are not suitable. Another type
(not shown here) is a career tree of a company which employs many people with a
variety of abilities. Its promotion characteristic is one that identifies elite employees.
Figure 6.5.3 is a career tree of a company which has a progressive personnel mana-
gement policy. Its promotion characteristic contains more opportunities than the

Notes: The number in O denotes the years that had passed from entering the company to reaching the
position. The number in the lower part of O denotes the number of employees promoted in the
year of 0. The number on the line denotes the ratio of employees promoted in the year of O.
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6.6 Unternehmensinterne Selektionsmuster der Beférderung

TAKEUCHI, Yé: Kigyénai shéshin no senbatsu patan. In: Takeuchi, Y6: Senbatsu
shakai - shiken/shdshin o meguru "kanetsu" to "reikyaku" (Pro und Contra einer Ge-
sellschaft der Selektion: "Erwarmung" und "Abkiihlung" von Prifung und Qualifikati-
on), 6. Kapitel. Recruit Shuppan: Tokyo 1988, S. 85-110

Themen: Schnelle und langsame Karriere ® Tournament mobilitye Elite

Takeuchi made a research of career mobility for elite managers.

Using the personnel directory of large firms, 1970, he drew samples of 429 firms at
random and picked up the youngest managers from each of the sampled firms. He
regarded the youngest managers as elite managers at that time, calling them "fast
starters” (total number 1,419) Then, using the personnel directory, 1983, he made a
follow-up survey of their promotions. Many of them were promoted but 38.3 percent of
them could not be identified.

Schnelle und langsame Karriere: He found out that 34.6 percent of fast starters
had died, had quitted voluntarily, had been transferred or loaned to subsidiaries, or
had been demoted, excluding 3.7 percent of fast starters that must have reached the
compulsory retirement age before 1983 from 38.3 percent. He regarded 34.6 percent
as "drop-out” managers. The "drop-out" rate differed by their educational record.

65,4 percent (or 100 percent - 34.6 percent) of fast starters were called "survivors"
by him. There existed the difference in promotion speed among survivors. He esti-
mated the difference, using "Hl Index”, "Ol Index", and "GEK index". Hl index and Ol
index were calculated to indicate how far the individual survivors were behind in pro-
motion while GEK index was to indicate how hard the competition among managers
in one firm was.

The definition of HIi index for survivor A in firm K, for example, is no. of survivors
promoted higher than survivor A divided by the total no. of survivors in firm K. HI index
is O when survivor A is promoted the highest among survivors. Hl index is near 1
when survivor A is behind the other survivors in promotion.

The definition of Ol index for survivor B in firm L, for example, is as follows.

First, he defines "slow starters” as managers who were younger or lower in position
than survivors in 1970 and who were promoted higher than survivors in 1983. Sec-
ond, he finds the survivor who was overtaken by the largest no. of slow starters in firm
L and calls him survivor X. Third, he reaches the definition of 0l index for survivor B,
which is the no. of slow starters who overtake survivor B divided by the no. of slow
starters who overtake survivor X in firm L. Ol index is O when survivor B is not over-
taken by slow starters. Ol index is | when survivor B is survivor X.

The definition of GEK index for firm M, for example, is the number of slow starters
who overtake survivors divided by the total number of survivors in firm M.

The more slow starters overtake survivors, the larger GEK index gets.

HI index and Ol index differed by firm size and by which section managers were
classified in, engineering section or administrative section, as shown in figure 6.6.1.
Both indexes also differed by educational record. The point Ol index value was small
for national and municipal university graduates in administrative section and prestig-
ious university graduates in engineering section. This is the case, regardless of the
GEK index of firm.
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Figure 6.6.1: Hl Index and Ol Index by Firm Size, Section Managers Belong to
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Takeuchi concluded that the type of career mobility for managers was Tournament
mobility in terms of Rosenbaum (1984), or it was very difficult for managers to catch
up with and overtake their peers once managers got behind of their peers, contradict-
ing the popular understanding that Japanese personnel management featured the
egalitarian treatment of employees or there were many consolation matches for un-
derdogs at any stage of their career. Putting it in other words, according to him, em-
ployees are treated on a relatively egalitarian basis when they have not been pro-
moted to kaché or manager's position, while they are selected distinctly without con-
solation after they have been promoted to kaché or manager's position. He also
pointed out that the transformation from less competitive selection to more competi-
tive selection in firms was similar to that in school.

6.7 Mechanismen der Beférderung - Personalbeurteilung und
der EinfluR der Dauer der Beschiftigung

TOMITA, Yasubobu: Shéshin no shikumi satei to kinzokunensd no eiky6. In: ISHI-
BAKI, Toshinori: Satei - shoshin - chingin kettei, 3. Kapitel, S. 49-65, YU(hikaku 1992

Themen: Mechanismen der Beférderung: satei @ toky(

Using a logistic regression model, Tomita confirmed what employee characteristics
were important for promotion of t6kyi (or shokunéshikaku, status ranking in the firm,
the description of it can be read in Endo, 1991), particularly Tomita confirmed which
was more important: years of employment or ability. In other words, Tomita applied
the method of Abraham and Medoff (1985) to Japanese data.

The data as of April 1, 1975 which was presented by a bank, contained the infor-
mation such as the existence of promotion for each employee, age, education back-
ground, years of employment, years of stay in present tékyd, satei (personal assess-
ment) score of the previous year, and result of the interview and test. A small number
of employees of this bank were organized by the trade union. One of its members
filed a complaint of unfair labor practice of discrimination by the bank's satei. The
bank presented this data to defend itself against this complaint.

Tomita examined 53 people of tékyu 5, 111 of tékyu 6 except minority trade union
members.

The resuits are as follwos: The workers who have been working for 12 years don't
show much difference in rate of promotion, even if they show differences in the result
of their safei. But beyond 12 years of employment, if the result of their satej is differ-
ent, the rate of promotion is also different. The better the result of the satei and the
longer their years of employment, the probability of promotion is greater. Years of
employment influences the probability of promotion, and it is very different from the
study of American corporations by Abraham and Dedoff (1985). In the upper level of
promotion, the difference in results of the safei means a greater difference in promo-
tion rates. That is to say, one point lower in the safei score means 1.40 years delay in
promotion from t6kyd 5 to 6. In promotion from tékyd 6 to tékyi 7, one point lower in
the satei score means 2.55 years delay in promotion.
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6.8 Karriereentwicklung ins Management - Follow-Up Studie
13 Jahre nach Firmeneintritt

WAKABAYASHI, Mitsuru: Kanrishoku e no kyaria hattatsu - nysha 13 nenme no foré
appu. In: Keieikddékagaku, 1987, Bd. 2, Nr. 1, S. 1-13

Themen: Beurteilung e Beférderung e Karrieregeschwindigkeit

Wakabayashi initiated a longitudinal research in 1972 to track the process of man-
agement progress for male employees entering a company keeping several big de-
partment stores upon graduating from universities. He conducted a 13-year follow-up
research in 1984 and publishes its results here, following the 7-year follow-up re-
search conducted in 1978.

He points seven following factors which may have some effects on the manage-
ment progress for employees, such as promotion speed, promotion probability,
amount of bonus in 1984 and amount of monthly pay in 1984.
fl = university ranking
f2= initial assignment of store
f3 = results of entrance examination
f4 = employee's own evaluation on the relationship with his boss for the first 3 years
f5= f3*f4
f6 = assessment of employee's ability to be manager, made by his boss, peers,

senijors and juniors in 1974
f7 = personal assessment by boss for the first three types.

He conducts a multiple regression analysis. Dependent variables are the promotion

speed, promotion probability, amount of bonus in 1984 and amount of monthly pay in

1984, there being a close correlation among themselves. Independent variables are

f1 to 7.

Results are as follows.

(1) Fl to f3 have little explanatory power, although f1 had strong power in the other
research (Pucik, 1981 : Pucik & Hanada, 1982 ) and f3 had strong power in his
own 7-year follow-up research.

(2) F4 contributes significantly in 13-year follow-up research as well as in 7-year
follow-up research.

(3) F5 contributes significantly in 13-year follow-up research, but less significantly
than in 7-year follow-up research.

(4) F6 and f7 have the strongest explanatory power. At the multiple regression
analysis, however, only 6 is significant, because there is a close correlation
(r=0.66) between f6 and f7.

(5) The total explanatory power of f1 to f7 is 51.5 percent in 13-year follow-up re-
search, higher than 29.9 percent in 7-year follow-up research.

Discussions are as follows. The management progress for employees 13 years after
they entered the company is dependent upon the factors for the first 3 years, particu-
larly f4, f6 and f7. This suggests that Japanese personnel management features
"early evaluation and deferred promotion", instead of "deferred evaluation and promo-
tion" which has been asserted by Ouchi & Johnson (1978).
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Im Gegensatz zu der gangigen Meinung, daR Beurteilung und Beférderung in ja-
panischen Unternehmen spét erfolgen, kommt Wakabayashi also zu dem SchiuR,
daR zwar die Beurteilung friih, die Beférderung allerdings spét erfolgt.

6.9 Personalentwicklung von White-collar-Arbeitnehmern mit
UniversitdtsabschluR

KOIKE, Kazuo: Daisotsu howaito kard no jinzai kaihatsu. Tékyd Keizai Shinpésha:
Tokyo 1991

Themen: White-collar-Arbeitnehmer ® Personalentwicklung e Weiterbil-
dung e Karriereplanung e Spezialisierung ® Generalist ® OffJT ® OJT

— Siehe auch Rezension Nr. 4.21

The ability development of white-collar workers who graduated from the university
and work for Japanese corporations is considered. What kind of skills are required?
How are their skills formed during employment? What kind of strategy is used to im-
prove their skills? These questions are examined in this report.

The long-time OJT in the cluster of related jobs is called "career" by Koike, and the
following four points are taken into consideration: 1) the vertical length of career or
promotion route, 2) the horizontal width of career, or mobility among jobs, 3) the con-
tents of skill, 4) the method of skill formation and the relationship between OJT and
OffJT. Four researchers including Koike interviewed employees and analyzed the in-
formation.

The following results were found:

(1) The employee's career is planned irrespective of the kind of industry, the size of
company or occupation (ranging from office employee to engineer).

(2) In many case studies career specialization follows later. Before or after the pro-
motion to kaché level which usually occurs 15 to 20 years after having entered the
company, their career specializes into three categories: central manager course, de-
partment manager course and the other. A second stage begins after this specializa-
tion. Late specialization seems to be a characteristic of Japan after World War Il. In
Europe, Southeast Asia, and Japan before World War |l, career specialization was as
early as one to two years after entering the company. However, currently career spe-
cialization continues to take place early in two cases: the first is a traditional big cor-
poration and the other is a car dealership.

The merit of late career specialization is to promote competition among employ-
ees and promote their skill improvement. The drawback is its tendency to not effec-
tively develop a leader required for a big organization.

(3) In many case studies, even if there is a specialized area in employees' career,
they experience a variety of jobs in the area. For example in a department store these
jobs include planning, buying and selling merchandise. The merchandise areas are
further divided into such categories as men's clothing, women's clothing, furniture,
etc. In men's clothing there are subcategories such as suits, overcoats, shirts, and
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men's general merchandise. The employee must experience all of the activity in these
subcategories, the planning, buying, and selling of products within his speciality. Yet
the above two case studies are exceptional. in traditional big corporations, white-
collar employees with a university degree experience pass through several special-
ized areas to become a generalist. In car dealerships, on the other hand, the em-
ployee is responsible for the sales of one area, and this assignment remains perma-
nent. However, the smaller the company the more the job variety in a specialized area
seems to become limited. Therefore, according to the opinion of both managers and
employees, this job variety should be increased in the future.

(4) The reason why employees experience various jobs is to train them to be able
to deal with customer needs, product technology and product change. Experience in
a variety of jobs trains the employee to apply skills acquired in one job over into an-
other job. To be able to deal with this change and to apply one skill to another job is a
requirement for white-collar workers with a university degree.

(5) Spezialisierung: The skills are divided into three levels: (a) elementary level of
speciality, (b) advanced level of speciality, and (c) the level necessary for the second
stage. The elementary level (a) is when the worker can do one job in a specialized
area. This independence in one job takes two to four years after he starts the job. The
next level (b) occurs when the worker experiences several different jobs in succes-
sion, each lasting for a few years.

(6) According to Koike, in any level, OJT is a center of skill formation. At level (a)
OffJT is also organized. But, at level (b) formal OffJT is very rare, while there is an
informal OffJT which is done during operating hours and is not recorded.

(7) The strategy we propose to a company is to let the white-collar worker with a
university degree experience various jobs in one specialized area instead of several
jobs in several specialized areas. The strategy proposed to government and public
organizations is that they should describe a real example of careers in the major in-
dustries' main occupations. And it should be proposed to a company as a source of
information. The formal OffJT of level (b) should be established. We also recommend
the OJT and OffJT for workers outside of manager courses to be established in (c),
the second stage development.

The completed case studies are listed below. Career of engineers (by Koichiro
Imano), ability development for employees of business departments (by Kazuo
Koike), careers for office workers in trading companies, banks and manufacturing
companies (by Megumi Nakamura), career for employees of personell management
departments (by Atsushi Yashiro).
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6.10 Ausblick auf die Personalverwaltung unter Beriicksichti-
gung der fortschreitenden Uberalterung der Gesellschaft

Kénenreisha Koy6kaihatsu Kyokai (Hg.): Koreika shakai ni okeru jinji kanri no tenbd ni
kansuru chésa kenky( hékokusho. Téy6 Keizai Shinpdsha: Tokyo, 1985

Themen: Alterung der Bevélkerung e Betriebliches Rentenalter ® Unter-
schiede nach UnternehmensgréBe e Spezialistenpositionen e sho-
kundshikaku e Versetzungen und frihe Pensionierung e Personalmana-
gement-Arten

The aging of the population is accelerating, therefore it is necessary to extend the
mandatory retirement age to 60 years or more. The trend of personnel management
and its problems under this situation is studied by questionnaires and case studies.
The results of study by questionnaires are described below.

Unterschiede nach Unternehmensgréfe: Depending on the firm size, there is a
difference in the extension of the mandatory retirement age, systems related to the
extension, and problems brought about by the extension. 78.3 percent of large com-
panies (more than 5,000 employees) currently have a mandatory retirement at the
age of 60, compared to only 38.7 percent of medium and small-sized companies (less
than 300 employees). 50 percent of the large companies have put a specialist posi-
tion system into operation and 39 percent of those have a policy of age limits for
managerial positions before mandatory retirement. But, both systems exist in only 20
percent of medium and small-sized companies. Large companies point out problems
for using older employees: few suitable tasks and company positions, and difficulty in
introducing a job after retirement age. However, medium and small-sized companies
report that there is no particular difficulty except a decline in productivity.

Spezialistenpositionen: In specialist positions, there are compensatory specialist
positions as well as genuine specialist positions. Compensatory specialist positions
are made for employees who are unable to get managerial positions. Statistical
analysis shows that the compensatory specialist position system does not work as
well as the genuine one. Also the specialist position system works well when it is re-
lated to shokunoshikakuseido (status ranking system).

Shokundshikaku-System: 3) Shokunoshikakuseido was put into operation earlier
than the specialist position system. More than 50 percent of the companies which
have this system put it into operation before 1975 and about 1/3 of the companies put
it into operation after that time. Its purpose is: (a) to increase employee's motivation,
(b) career development, (c) compensation for employees who are unable to get
managerial position, (d) defining employees' ranking inside the company. Recent
changes of the system are: (a) loosening the corresponding relationship between the
shokunoshikaku (status ranking) and position, (b) strengthening the relationship of the
shokunoshikaku to the wage amount, (c) segmentation of the shokunoshikaku.

Versetzungen und friithe Pensionierung: 90 percent of companies with more than
1,000 employees in our study transfer or loan employees. The number of transferred
employees constitutes six percent of all employees. This percentage is increasing in
2/3 of the companies. There are two purposes for transferring older employees: (a) to
improve relations between a parent company and a subsidiary, (b) to open up an up-
per position in the parent company for easier promotion. According to statistical
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analysis, transfer with purpose (a) is not related to the extension of mandatory retire-
ment age, nor to the systems for older employees, such as better arrangement for
early retirement or flexible age limit. Transfer with purpose (b), on the other hand, is
not related to mandatory retirement age limit, but is correlated to the systems for older
employees.

Cluster analysis reveals 4 types of personnel management. Type A: It strongly
resists the decline of employee motivation, a sense of belonging, and self develop-
ment. This type aims at radical reform such as equal employment opportunity. 26.3
percent of all companies are categorized in this type, especially among large compa-
nies (average employees number is 3,657) and their employees are relatively older.

Type B: This policy of management accepts a decline of employee motivation, but
strongly denies equal employment opportunities, and so on. It is conservative, being
opposite of type A. It is found in 20.5 percent of all companies and is concentrated in
medium and small-sized companies (average employees number is 1,073). The
growth rate of their business is the lowest of those in the sample.

Type C: It accepts long working hours, and prefers independent employees to
company-oriented employees. It strongly resists providing systems for older employ-
ees. Its number is 18.0 percent of all companies. It is concentrated in non-
manufacturing, middle and small-sized companies (average empioyees are 1,221). Its
business growth rate is the highest and average employee age is the youngest of the
companies in this study.

Type D: It strongly resists independent employees and equal employment oppor-
tunity, while accepting systems for older employees. It is conservative, being opposite
of type C. We can observe this type in 36.2 percent of all sizes of manufacturing
companies (average employees number is 2,092). The employees average age is the
oldest of the companies in this study.

The order of enthusiasm for extension of mandatory retirement age and introduc-
tion of the systems for older employees is A, D, C, B.

Case studies were done in Mitsubishi Trust Bank, Hitachi Co. and Nippon Keizai
Newspaper Co.

6.11 Die japanische Software-Industrie - Management und Inge-
hieure

TOTSUKA, Hideo; NAKAMURA, Keisuke; UMEZAWA, Takashi: Nihon no sofutouea
sangyo - keiei to gijutsusha. Tokyé Daigaku Shuppankai: Tokyo 1990, hier: S. 91-159

Themen: Software-Ingenieure e Japanisches Management e OJT e
OffJT

The number of companies, which develop software and undertake data processing is
increasing rapidly. Totsuka and his colleagues studied these companies’ administra-
tive and personnel management and labor-management relations, through the use of
questionnaires and case studies in 1987. They published their report in 1990. A
summary of the report on in the personnel management of software engineers is
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given below: 1,067 companies responded to their questionnaires, which is a re-
sponse rate of about 26 percent. Large companies are more likely to respond to
gquestionnaires.

Software engineers who are working in these companies are relatively young with
a few years of employment, highly educated, and composing the majority of employ-
ees. The engineers with these characteristics are increasing rapidly. They work as
members of a project team, the team is formed by each project, therefore the team
leader and the members are unsettied and transferred. These characteristics result in
various problems for personnel management.

Factors as their past performance and performance ability are of greater impor-
tance In the sate/ system for software engineers than in other industry's satej system.
This is because there is no significant difference in their age, years of employment
and educational background. But it is doubtful that the assessment is done properly,
partly because performance as a team makes it difficult to evaluate individual mem-
bers of the team and partly because the person in charge of evaluation is not famitiar
with the individuals, because he is either a manager from another area or a team
leader who is often transferred from team to team. In software companies, the intro-
duction rate of shokunoshikakuseido (a status ranking system) and senmonsho-
kuseido (specialist tracking system) is twice as high as in all other companies.

A major part of ability development of software engineers is done by OJT, both
programmer level and system engineer ievel employees are trained together in one
team. The method to train both levels of employees in one team is believed to in-
crease the company's productivity. The method of separating them does not work well
in some companies. There is also OJT outside the company. OffJT is also used. But,
OJT and OffJT are not provided equally and effectively to every software engineer,
because the team is not permanent.

The long working hours of software engineers are well known. But, according to the
study, 41.9 percent of companies answer that working hours have decreased within
the past five years, and 36.2 percent state that there is no change. According to case
studies, the reason is that the production planning becomes much easier as they
have improved production management and increased the reception of orders at an
early stage of development. The so called Japanese-style personnel management
consists of the following factors: 1) hiring the newly graduated, 2) presupposing their
long employment, 3) training firm-specific skills by OJT, 4) deciding on their wages
and promotions based on their seniority. This type of management is preferably ap-
plied to software engineers. But it is not always adaptable. Temporary team members
restricts "3)". Above all, strong independence of software engineers from their man-
agers does not fit in Japanese-style personnel management. But personnel manage-
ment suitable to software engineers is not found yet.
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6.12 Aktivierung von Organsation und Ausbildungsférderung in
der F&E-Abteilung

YOSHIMI, Kaichi: R&D bumon ni okeru jinzai kaihatsu to soshiki kasseika. In: Busi-
ness Research, 1992, Nr. 3, S. 60-65.

Themen: Forscher ® Spezialisten ® Personalbewertung

This is not an academic research report, but a summary of a speech by Yoshimi,
deputy chief of personnel division, NEC, regarding the ability development and career
model of researchers in NEC.

The initial "OJD: On the Job Development’. The newcomer is assigned to be a
"trainee" member of a certain research group upon entering NEC, and must make a
presentation of his or her research result two years after. The assignment is adjusted
with the assessment of presentation and interview with him or her.

Figure 6.12.1: Career Route for Researchers
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Junior researchers holding the title of a sub-section or section research-manager are
reassigned between the long-term R&D divisions and the short-term development
section of production divisions. The experience of re-assignment qualifies the section
research-manager to be promoted to the position of division research-manager or
their equivalent positions.

Some of the research jobs may be opened for applicants within NEC. The oppor-
tunity of one or two years of research abroad may be given to researchers.

There is a specialist position system. The title of specialist position is shukan-
researcher, which is equivalent to the title of division manager, and shuseki-
researcher, which is equivalent to the title of a branch manager (see Figure 6.12.1).
The ratio of shukan-researcher to division manager is 30 percent and the ratio of
shuseki-researcher to branch manager is 25 percent. They can move among special-
ist positions, managerial positions and intermediate positions.

The personnel assessment system: The researcher fills in a form every year to
state his or her own goal of the coming year and hope of re-assignment and so on
and hands it to his or her superior. The superior reviews the statement and adds his
assessment of his or her performance, ability and so on. The result of the assessment

is not given to the researcher, but is used as a material when the superior interviews
him or her.

6.13 Versetzungsmuster von Oberschul- und Universititsab-
solventen

INOUE, Shozo: Naibu r6dé shijdé no keizaiteki sokumen - howaito kara no jirei kara
(Der interne Arbeitsmarkt aus wirtschaftlicher Perspektive - am Beispiel der White-
collar-Arbeitnehmer). In: Nihon R6dé Kyokai Zasshi, Sept. 1982, Nr. 282, S. 2-13

Themen: Unternehmensinterne Mobilitét @ OJT e Interner Arbeitsmarkt

— Siehe auch Rezension Nr. 4.19

The mobility of white-collar workers among occupations in the internal labor market
is examined. Inoue regards mobility process as a "Markov chain" and describes the
mobility process using a transition probability matrix. References which are used are
mobility records of 1,115 male white-collar workers from their entry to the company
until the end of 1976 at one site of an iron and steel manufacturing company.

Figure 6.13.1 shows the mobility probability for high school graduates. Figure
6.13.2 shows the same for university graduates. Numbers identified with each occu-

pational category are listed below. The diagonal line shows the mobility among the
same occupations.
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Figure 6.13.1: Mobility Probability for High School Graduates
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Maintenance

Service Engineering

Notes: Pii denotes the average value of transition probability on the diagonal line.

Accounting
Facility Planning
Steel Making
Pipe Making

Hot Strip Mill
Quality Control
Technology Dev.
Research & Dev




266

Figure 6.13.2: Mobility Probability for University Graduates
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Resuits:

(@) The pattern of movement from one occupational category to another for both
high school graduates and university graduates is similar in this company.

(b) There is a lot of movement on and near the diagonal line. That is to say the
movement in the same occupation or similar occupations is frequent.

(c) But we still can see frequent mobility outside the diagonal line among different
occupations. The only case where we don't see any mobility is from office work
to production staff. This can be interpreted as excessive investment in OJT.
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System Engineering
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Pig Iron Making
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Production Control
Maintenance

Service Engineering

Notes: Pii denotes the average value of transition probability on the diagonal line.
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Facility Planning
Steel Making
Pipe Making

Hot Strip Mill
Quality Control
Technology Dev.
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6.14 Karriere und unternehmensinterne Arbeitsplatzwechsel
von technischen und kaufmannischen Arbeithehmern

Denki Réren (Hg): Jimu-/gijutsu rédésha no id6 to kyaria keisei ni kansuru ankéto.
Tokyo, 1992 (= "Chésa Jihd" hékokusho; 258)

Themen: Berufs- und Unternehmenswahl! ® Unternehmensinterne Mobili-
tat/Rotation @ Empfehlungen von Professoren

— Siehe auch Rezension Nr. 4.22

Denkiréren (now Denki Rengo, Japanese Electrical Electric Information Union) made
a questionnaire research for the first time to know the career model and mobility of
white-collar union-members in their industry. They distributed questionnaires to white-
collar union-members of 19 locals, and received 1,665 replies in 1991. The rate of
reply is not specified in the report. 1,073 male members having graduated from col-
leges or institutions higher than these, such as universities and graduate schools re-
sponded. Some of their attributes are shown in Table 6.14.1. The following is the list
of interesting research results4.

There are ten occupation categories roughly specified in the questionnaire and re-
port, as shown below:
(1) Management and planning for office employees
(2) Accounting and financial affairs for office employees
(3) General affairs for office employees
(4) Business and sales for office employees
(5) The others for office employees
(6) Research for engineers
(7) Development and design for engineers
(8) Production technology for engineers
(9) Information processing for engineers
(10) The others for engineers

4 Vgl. hierzu auch Rezension Nr. 4.22.
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Berufs- und Unternehmenswahl: There is a difference between engineers and of-
fice employees, on whose advice they took into consideration to enter the company.
As for engineers, 30.0 percent of them reply the advice of seniors and friends in the
school, 26.6 percent that of teachers, 10.0 percent that of parents/family. As for office
employees, 31.0 percent of them reply the advice of seniors and friends in the school,
while only 7.8 percent reply that of teachers and 19.8 percent that of parents/family.
The high rate of teacher's advice for engineers illustrates the popular phenomenon
that the professor in charge of advising them in their school days strongly advised
them which company they should enter.

There is also a difference between engineers and office employees in the way how
the initial assignment was decided when they entered the company. Engineers: 36.8
percent of them reply that they presented their wish, talked it over with the company,
and reached the decision (way (a)). 30.4 percent reply that the company presented its
plan, interviewed them, and decided it (way (b)). 32.4 percent reply that the company
decided unilaterally (way (c)). Office employees: 19.0 percent of them reply way (a),
39.7 percent reply way (b), and 40.5 percent reply way (c).

Their mobility from the time of entering the company to the present is shown in
Table 6.14.2. The engineers assigned to the occupation category 1), research, are
the stablest, while office employees move some times.

To what extent they feel their hope for assignment considered by the company is
shown in Table 6.14.3. The engineers assigned to the occupation category (1) also
feel it most highly among employees of all occupation categories. Employees other
than them feel it not so highly. It is very interesting that we can read a lot of their
opinions of dissatisfaction and discontent regarding the assignment, which are sup-
plemented to the report. | think it is rare that a lot of obvious dissatisfactions regarding
the assignment are shown in the reliable research report.

Table 6.14.1: Attributes of Surveyed Employees by Occupation Category (percentage)

Male, by age

25~29 30 ~ 34 37 ~39

20~24

Female

Office

Technical

Male

Kind of work

total

Office

3.0

8.5
1.0
0.5
9.0

6.4
27

6.0

9.5

323

7.0

Planning and control

3.0

82
34

47.4

1.8
0.7
10.3

Accounting and financial affairs

1.0
3.0

0.7
11.6

1.0
15.0

1.2
4.8

General affairs

Sales

24 1.3

2.0

24

8.6

1.9

Others
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Technical

291 401 38.6

12.0

38.1

40.6

31.8

Research

32.9 292 376

47.0

25.0

421

329

Research and development

27 26 4.0

6.7

3.0
4.0

2.4

3.9
6.9

3.1

Production technology

6.9

3.9
39

9.5
7.1

54
5.0

Data processing

Others

59

4.7

6.0

6.4
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6.15 Karrieremuster von Ingenieuren

Koyd Shokugyé S6g6 Kenkylsho (NIEVR) (Hg.), 1989: Gijutsusha no kyaria keisei ni
kansuru chésa kenkyl hékokusho, Shokken Chdsa Kenky( Hokokusho Nr. 99, Tokyo
1989, S. 107.

Themen: Mobilitat e Spezialisten

The career formation of technical experts in capital intensive industries such as textile,
chemical and steel making industries was investigated. 15,573 technical experts in
the managerial positions of listed companies in these industries, who can be identified
in "Diamond Directory of Employees, 1988," were sent questionnaires in 1988. 4,802
experts aged 44 to 49 compose 31.4 percent of all experts and experts aged 50 to 54
compose 33,9 percent. 91,1 percent of all experts graduated from universities, 17,8
percent holding MA degree and 0,9 percent Ph.D degree. Among the experts aged
44 and younger, 28,7 percent hold a MA and 4,8 percent a Ph.D degree.

Figure 6.15.1: Rate of Experts Belonging to Different Departments at Present

Fundamental research

Applied research

Product development

Software development
and data processing

Design

Production technology

Production management

Planning and technology
management
Engineering service

and sales

Others

30

(percent)

Experience of Mobility between Departments

Table 6. 15.1

Experience of mobility

from to 9) to 8) to organisation

6) or 6)
to 1) ot 2)

from from from
6)or7)

3) or 6)

from
1) or2)

to 6) or 7)

from

No. of

mobility

outside

3) to 1)

1) or 2)
to 3)

experts

or2) to 3)

to 7)

Present department

14.6 34.6

17.7

9.2
12.2
22.28

13.1

9.2
11.2

20.8

54
9.2

130 26.9 223
220

393
856

Fundamental research

26.2 16.8 8.9 35.4

7.9

22.4

23.9

Applied research

9.3 15.8

236

9.6

38.0

5.1

14.7

31.9

Product development
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Software development and

data processing

180 6.1 7.2 5.0 11 6.1 2.8 15.6 23.9 13.3 48.9
6.1 10.8 17.3

231
366

13.9 13.4 7.4 476
10.7

26
9.3

17
1.6
1.0

3.9
7.4
4.4

Design

276

21.0

240 13.4

235

23.8

Production technology

25.7

74 17.2 26.2 9.5

20.0

276

223

1056

Production management

Planning and technology

management

17.2 18.5 18.0 33 20.3 8.9 18.4 70.7 11.9 13.0
4.7

940

285 11.3 16.7

70.2

226

1.9
33

Engineering service and sales 319 11.6 14.1 141
111

Others

6.9 22.3 41.0 11.4 235

21.7

16.0

16.9

11.1

from ? to 8)

*9

or2)
to 3)

to 1)

to 1)
or7)
or7)

from 3)
from 6)
from 6)
from ? to 9)

*5
*6
*7
*8

no. of experts

*

from ? to organization outside

no mobility

*10
i

to 3)
to 6)

or 2)
or 2)
to 6)

from 1)
from 1)
from 3)

*2
*3
4

or 2)

or7)

or7)
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Mobility: Only 12,2 percent of all experts have changed the company they work
for. The major reason for changing it in their young days is their motivations such as
displaying their ability and improving the working condition. The major reason for
changing it in their middle-aged and older days is company's influence on them such
as head-hunting and loaning. As they become older, they get to move to a smaller
company.

The rate of experts belonging to each department at present is shown in Figure
6.15.1. The names of the departments, shown below, have already been specified in
the questionnaires.

(1) fundamental research

(2) practical research

(3) product development

(4) software development and data processing
(5) design

(6) production technology

(7) production management

(8) planning and technology management

(9) engineering service and sales

(10) others

The rate of those belonging to fundamental and practical research departments de-
creases with the rising age of the experts.

Their mobility between departments is shown in Table 6.15.1. It is interesting that
many experts have not moved in the department of software development, data proc-
essing and design.

6.16 Persongleinsatz in Unternehmensgruppen

Koyd Shokugydé S6gdé Kenkydsho (NIEVR) (Hg.) 1987a: Kigyd gurGpunai jinzai
katsuy6 ni kansuru chésa kenkyd hékokusho. Shokuken Chésa Kenkyla Hékokusho,
Tokyo, 1987, Nr. 65

Themen: Externalisierung von Arbeit ® Verleih Uberflissiger Arbeitskréafte
e Satei @ Versetzung (tenseki) ® Entsendung (shukkd)

The present situation of integrated personnel management, or personnel manage-
ment not within a company but within the company group, was investigated. 1.366
companies with more than 499 employees which are listed on the stock markets in
Japan and 2.634 companies with more than 499 employees which are not listed there
(i.e. 4.000) were sent questionnaires in 1986. 763 of them replied.

Verleih (liberfliissiger) Arbeitskriéfte: There are two ways in which the company
moves jobs outside. One is building up new subsidiaries or affiliates to do jobs and
the other is finding appropriate companies to do jobs. The extent of moving jobs out-
side is different by company size, division within company, etc.

The integrated personnel management consists of three factors such as (a) the
management by the parent company for loaned or transferred employees to subsidiar-
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ies, (b) the unified or adjusted management of all employees within the company
group, and (c) management by the parent company for employees hired by subsidiar-
ies from the beginning.

(a) 49.8 percent of the surveyed companies monitor the satei result and promotion
rate of loaned employees decided by the subsidiaries. 22.7 percent consider the
mobility and promotion of loaned employees not in a subsidiary but within the com-
pany group. 38.2 percent are eager to find appropriate companies to loan their re-
dundant employees.

(b) 42.3 percent of the surveyed company adjust the system and level of pay within
the company group, 27.3 percent adjust the satei system, and 17.2 percent reply the
unified recruit.

(c) 31.3 percent of surveyed companies carry out the OffJT for employees hired by
subsidiaries. 15.5 percent give OJT within the company to employees hired by sub-
sidiaries.

Loan and Transfer (shukké and tenseki): The average numbers of employees are
shown in Figure 6.16.1, illustrating the extent of loan or transfer within the company
group. In this figure, loan is defined as mobility of employees from parent to subsidi-
ary with their continuation of employment relationship with parent, while transfer is
defined as quitting parent and entering subsidiary of employees.

The situation of employment adjustment was also investigated, but both the sum-
mary and the text copy of this part are omitted.

Figure 6.16.1: Extent of Loan or Transfer Within the Company Group as of
November 1986

connected
parent
company

loan 49.3 employees

corresponding (+7,4%)
firms transfer 3.9 employees of regular
(+95,0%) employees
1897.7

(+2,7%)

transfer 3.0 employees
(+76,5%)

loan 4.4
(+37,5%)

average no of
average of firms connected

|
|
4.0 employees : ec
(+21,2%) 4398 | subsidiary
’ (+13,2%) I within Japan
|

__________________________

t

| average of firms averalge no of | connected

! 0.9 eMPOYSeS | subsidiary  Note: the percentage in parentheses shows to the rate of increase
I

I

(+50,0%) (+4720'78°/) | abroad compared to the number of April 1983
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6.17 Beschiftigungsanpassung und Personalverwaltung

Koyé Shokugydé Ségd Kenkyasho (NIEVR) (Hg.) 1987-b: Koiki jinji kanri to koyd
chései ni kansuru jittai chésa hékokusho. Shokken Chésa Kenkyla Hokokusho, Tokyo,
1987, Nr. 70

Themen: Loan and Transfer (shukké/tenseki) von Arbeitskréften e Be-
freundete Unternehmen

This is a study of worker's loan and transfer (transfer for short). It studied the number
of transferred workers inside of company groups, the purpose of transfer, analyzation
of transfer problems etc. Questionnaires were mailed to 1.843 companies, with 410
companies responding, most of which are listed in Japan's stock market. The follow-
ing results were found.5

Befreundete Unternehmen und Transfer von Arbeitskriften: (1) 88.3 percent of
responding companies have affiliated companies. The larger the company, the higher
this rate. All large companies in this study with more than 5.000 employees have af-
filiated companies.

(2) 83.7 percent of responding companies have transferred workers to their affili-
ated companies in Japan. 40.5 percent of responding companies have transferred
workers to their affiliated companies abroad. Transferred workers are accepted, how-
ever, from related companies in 33.7 percent of responding companies.

(3) The transferred workers older than 49 years represent 32.8 percent of all
transferred workers. In the companies which are transferring workers, the percentage
of employees over 49 years is 14.8 percent. This means employees over 49 years old
are likely to be transferred. :

(4) In more than half of the companies, transferred worker's conditions such as
monthly pay, bonus, overtime premium, and paid leave are decided by the standards
of the sending company. Business trip costs, paid holidays, and working hours are
decided by the receiving company's standard in more than half of the companies.

(5) lrrespective of age of transferred workers, the major purpose of transfer is
managerial or technical guidance.

(6) The major problems for transferred workers more than 49 years old is that the
receiving company cannot accept any more workers.

(7) 40.5 percent of responding companies have regulations or a practice of setting
an age limit for managerial positions. The percentage of companies with these regu-
lations or practice increases with the size of the company. 55.8 percent of large com-
panies with more than 5,000 employees have these regulations or practice. Under
these conditions, more workers are transferred before they reach mandatory retire-
ment age.

In addition to the above, an canalization is done about one affiliated company's
characteristics, and relationship between 4 types of responding companies and
transfer by the factor analysis.

The report of this study was written by Hitoshi Nagano. Nagano (1989) is compiled
from the research reports he has written, including the summary of this report.

3 Dies ist die Zusammenfassung zweier Studien des NIEVR zur Personalpolitik in Unternehmens-

gruppen, insbesondere zu shukké und tenseki. Eine davon wird in 6.16 rezensiert.
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6.18 Wandel bei den Angesteliten, die von der Familie getrennt
arbeiten (tanshin funin)

TANAKA, Yuko: Tanshin-funinsha no suij. In: TANAKA, Yuko: Tanshin funin no
kenkyl. Chabkeizaisha 1991, S. 3-51

Themen: Tanshin funin

It is recently said that not a few employees relocate to work separated from their fam-
ily, when they are ordered to relocate by the firm. Working separated from ones family
is called tanshin-funin in Japan. Tanaka (1991) was the first book on research on this
problem. The major part of her research focuses on psychological aspects. Her book,
however, gives interesting information from the view of personnel management re-
searchers. They are as follows.

Tanshin funin: Tanshin-funin occurs mostly among male employees aged 40's, as
shown in Figures 6.18.1 and 6.18.2. Three major reasons of tanshin-funin make
moving for the families of male employees aged 40's so difficult.

Reasons for the existence of tanshin funin: (a) Problem of child education. For
example, their child going to junior high school, aged 15, cannot move because he or
she has already been permitted to enter a senior high school and cannot enter it at
another area easily.

(b) Problem of housing costs: To sell their house when leaving and to buy a house
when returning is very expensive.

(c) Problem of parent nursing. Their wife must take care of their parent(s) who can-
not move sometimes.

Relocations are related little to promotions. About 40 percent of firms reply that re-
locations are still promotions, while about 50 percent reply that there is no relation
between relocation and promotion and about ten percent reply that relocations are
related little to promotions.

There is a small number of firms with rules or practices for reassignment of jobs,
which may result in relocations. More than 60 percent of the firms have a rule saying
only that employees may be reassigned to another job.



Figure 6.18.1: Rate of "tanshin funin" Employee by Age (percentage)

60

50

30

20

10

278

— L .-
| -.-»-....“».\ S - - ’//’/
aged 40 i
T T~ T :
aged 30
1982 -

1986

Figure 6.18.2: Average Number of "tanshin funin" Employee by Age per Firm

7

EERV

!
]
Q
®
Q
w
o
\
\
kY
\
\
\
3

aged under 30

e e T e —

1982 1984 1986

1988

1990

279

Participation in the decision: The firms take the family situations of employees lit-
tle into consideration when they order them to relocate, as seen in Figure 6.18.3. The
firm usually punishes an employee in some way up to disciplinary discharge, if he or
she rejects the order of relocation. The firm does not usually lose the civil suit, even if
an employee files it in a court. There seems to be a small change in management
between 1984 and 1988. | guess that this results from a shocking event that took
place in 1984 when a wife killed three children and herself because of her stress while
her husband was in fanshin funin.

Figure 6.18.3: How much the Firm Considers the Family Situations of Em-
ployees, Particularly Employees with Managerial Positions, when the Firm Or-
ders them to Relocate
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6.19 Auswabhlkriterien fiir Ubersee-Entsendungen und firmenin-
terne Karrieregestaltung

NAKAMURA, Megumi: Kaigai hakensha no senbatsu to kigyénai kyaria keisei. In: Ni-
hon R&d6é Kyodkai Zasshi, 1989, Nr. 357, S. 3-12

Themen: Arbeitsplatzzuweisung e unternehmensinterne Mobilitat e Aus-
landsentsendungen e White collar

This case study was carried out originally to know how white-collar employees in the
clerical field were trained and selected to work for the offices or plants abroad. But, it
also told us the initial assignment and mobility of them several years after they had
entered the company. In 1988, Nakamura obtained the career data of 74 employees
having entered the company "I" from 1977 to 1981, and he used them to show the
above. All of them seem to be university graduates.

Company | is a large manufacturer with six domestic plants, employing about
10,000 people. The automobile parts supplied for Toyota compose 95 percent in
sales of its products, while the sewing machines and beds do five percent.

The titles of division in Table 6.19.1 and 6.19.2 are as follows:

1) accounting 2) procurement from subcontractors
3) management planning 4) total planning

5) information system 6) personnel management

7) public relations 8) international planning

9) production management 10) plant I-1

11) plant I-2 12) plant |-3

13) plant I-4 14) plant I-S

15) plant 1-6 16) sales of auto parts, 1

17) sales of auto parts, 2 18) planning for auto parts

19) sales of beds 20) planning/management of beds
21) home apparatus 22) planning of home apparatus
23) sales of domestic sewing machines 24) housing apparatus

25) sales of industrial sewing machines 26) machines for apparel

27) cost (control) center 28) trading

29) auto bodies 30) quality assurance

31) (Maybe a subsidiary established for
sales of products.)

Table 6.19.1 shows their initial assignment. The points are as follows. 34 began to
work with the plant. It seems to facilitate them to understand the production process
and technology. 13 began with accounting. No newcomer was assigned to the divi-
sions of procurement from subcontractors and sales of auto parts (for Toyota). The
jobs there require employees to have the knowledge of production conducted outside
their company and the high ability of negotiation (under the pressure of Just in time"),
being regarded as difficult.

Table 6.19.2 shows all of their mobility - within the company - from the time of their
entering the company to 1988. There are three characteristics in the mobility of em-
ployees initially assigned to the jobs in the plant. First, many have moved within the
plants. Second, many have moved from the plants to the division of procurement from
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subcontractors or of sales of auto parts. Third, many have moved within both of the
above division after they moved from the plants to the both.

Table 6.19.1: The Initial Assignment of 74 Employees

Year of entering the company
Division 1977 1978 1979 1980 1981 Total

N
w

Accounting 1 3 3 3 3
Procurement from subcontractors
Management planning 1 1

Total planning 1 1 1
information system
Personal management 1 1 1
Public relations 1
International planning

Production management

Plant I-1 1
Piant I-2

Plant I-3 1
Plant I-4

Plant I-5

Plant 1-6 1
Sales of auto parts |

Sales of auto parts li

Planning for autoparts

Sales of beds 2 1
Planning/management of beds 1 1
Home apparatus 1

Planning of home apparatus 1
Sales of domestic sewing machines
Housing apparatus

Sales of industrial sewing machines 1
Machines of apparel 1
Cost (control) center 2
Trading 1 1
Auto bodies 1
Quality assurance 1

Subsidiary established
for sales of products 1

_ =k N) = A -

-
-
N

—

Total no. of employees entering the
company in the indicated year 7 12 19 16 20

\‘
N
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Auslandsentsendungen: The employees initially assigned to the jobs of account-

ing division have mostly moved between the jobs in the same division. Three out of
- 13 employees initially assigned to the accounting division have already been sent

- - abroad.

The employees initially assigned to the jobs in the division of sales or planning/-

- management of beds have mostly moved between the jobs in the same division.
Four out of seven employees who have already been sent the plant abroad were

initially assigned the jobs in the plant I-5 and -6, where transmissions were being

- produced. They were selected to move the trading division and learned there the rou-

tine work of trading business. Then, they were sent to the plant recently built abroad

to produce the transmissions.

6.20 Gewerkschaft und Karrieres

~ = YAMAMOTO, Kiyoshi: Jidésha sangyd no rdshi kankei (Arbeitgeber-Arbeitnehmer-
- beziehungen in der Automobilindustrie). Tokyo Daigaku Shuppansha, Tokyo, 1981,
L S. 129-167 und S. 261-277

Themen: Zusammenhang zwischen Arbeit in der Gewerkschaft und Kar-

riere e Blue-collar ® White-collar

Diese Untersuchung ist die erste Uber die Beziehung zwischen unternehmensinternen

Aufstiegspfaden und der Karriere von Gewerkschaftsfunktionéren’ sowie uber den

- EinfluR der Gewerkschaften auf die Beférderung von Blue-collar-Arbeitern bei Nissan

in den spaten 70er Jahren. Als Informationsquellen dienten Unternehmensperiodika,

Gewerkschaftsveréffentlichungen und interviews mit Mitarbeitern. Die Kooperation
zwischen einem Unternehmen und einer Gewerkschaft wurde nicht mit einbezogen.

- Eine Nissan Gewerkschaft zu jener Zeit hatte eine spezifische, sehr enge Beziehung

f 74 employees

zum Unternehmen.

IX O

Zusammenhang zwischen Arbeit in der Gewerkschaft und Karriere: Yamamoto
beschaftigt sich mit der Frage, wie sich die Tatigkeit in der Gewerkschaft auf die Kar-

- riere derjenigen auswirkt, die spéter in der Personalabteilung beschéftigt sind, und

kommt zu folgenden Ergebnissen:

1
2

[1 {2 |3 14 |5 I [7 s Jo [1o]11J12 1314 [1s J16 [17 [18 [ 19 [20 [21 |22 | 23 | 24 | 25 |26 | 27 | 28 | 20 |20
18

1. Mitarbeiter mit wirtschaftlichem oder juristischem UniversitdtsabschluR der Tokyo

Mobility matr

personal management
international planning
_production management
plant I-1

management planning
public relation

Table 6.19.2
to

division
accounting
procurement from
subcontractors
total planning
information system
plant |-2

plant -3

plant -4

plant I-5

Universitat werden nach rund sieben Jahren Betriebszugehdrigkeit beurlaubt, um far

[7/]
gl |g _ vier bis zehn Jahre hauptamtlich Gewerkschaftsfunktionar zu werden. Danach steigen
5| |E g g 2 sie im Personalwesen in Managerpositionen auf.
p— — . . . . . .
I § g 88 o5 |85 2 2. Mitarbeiter anderer Abteilungen und Absolventen ingenieur- oder naturwissen-
5| &le] |8lal2lE (BB |85 8|5 & schaftlicher Studiengange arbeiteten nur fur rund zwei Jahre in der Gewerkschaft und
&3 ,e12[518 |El5 |88 HEE o ; :
SEINMEEHEEE é 2 Isl5] |.|El8 3 k: wurden dann wieder ihnrem Arbeitsplatz zugewiesen.
NEEEEEEEEEER E AL ESE
®|s|5|gls| gl =] €l £l 2|5 | E| 8] gl SlT BT
=| 28| 2| €l o €| &| E| 2 5| G| 2 5| E|5|E|S| 22 g| L
s|2|21 6|25 5|&l2 &l3|2 8| e|lBlTL S| 25
o 8| 8| 5] 8|3 2|58 E[2|8 €| E|8|E|3| 33 8|5

6 Zusammenfassung von K. Teicher.

7 In Japan gibt es Betriebsgewerkschaften, so daf nur die jeweiligen Unternehmensmitarbeiter Mit-
glied dieser Gewerkschaft werden kénnen. Aus diesem Grund werden die Gewerkschaftsfunktiona-
re aus den Reihen der Belegschaft gewéahlt.
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3. Blue-collar-Arbeiter werden fir zwei bis zehn Jahre fiir Gewerkschaftsarbeit be-
urlaubt und steigen danach zum kakariché (Unterabteilungsleiter) auf, wobei die Ge-
werkschaftstatigkeit Voraussetzung fir die Beférderung ist.

Die White-collar-Mitarbeiter wollen haufig nicht lange in der Gewerkschaft arbei-
ten, so daf die Arbeit in der Gewerkschaft als ein Teil ihrer beruflichen Karriere aufzu-
fassen ist, der der Ausbildung dients.

Oberschulabsolventen und Absolventen weniger beriihmter Universititen kénnen
in den Unternehmen oft nicht bis ins Management aufsteigen und verfolgen daher
eher eine Karriere in der unternehmenseigenen Gewerkschaft.

6.21 Arbeitgeber/Arbeitnehmerbeziehungen und leistungsori-
entiertes Management in Klein-Mittel-Unternehmen

Toky6 Toritsu Rédbkenkylsho (Hg.): Chiishdkigyd ni okeru néryokushugiteki kanri to
réshikankei sono 1; sono 2. Tokyo 1988, S. 204/20 (Anhang) und S. 127/19 (Anhang)

Themen: Personalmanagement-Arten e Kiein-Mittel-Unternehmen e Sei-
teneinsteiger

This research focuses on ability-based personnel management in medium and
small-sized companies. A definition of ability-based personnel management in this
study is systematic personnel management in which the shokunoshikaku system and
personnel assessment system are incorporated to determine the salary, promotion
and training of employees according to their abilities. 1.350 companies were randomly
selected from the Tokyo area. They are either manufacturing companies with less
than 300 employees or retail/wholesale business and service companies with less
than 100 employees. Questionnaires were mailed in 1986 and 442 of the companies
responded. Four types of management were identified using cluster analysis.

<Type A> This type's ability-based personnel management is relatively systematic.
The companies recruit mostly new graduates from school and develop their ability by
OJT and OffJT inside the company. Consequently these companies expect them to
remain for many years with their employer. The companies emphasize such factors as
educational background, age, and years of employment when they determine their
employee's wages. Many manufacturing companies use type A with satisfactory re-
sults. These companies have about 100 employees and their number is increasing.
The companies with type A management represent 18 percent of the study's total.
Type A is similar to the management style of large companies. But only 40 percent of
the companies with type A management have shokunoshikakuseido (the status rank-
ing system), which is prevailing among large companies. There is a significant differ-
ence in employee's wages, which is the same as type B described below.

<Type B> These companies have partial systematization of personnel manage-
ment. Most of the employees are mid-career recruits and few new school graduates
are present. The companies emphasize employees' performance to determine their

8 Vgl. hierzu die Rezension von Imano (Rezension Nr. 6.3). Imano stellt fest, daR viele Personalieiter

Erfahrung als Gewerkschaftsfunktionar hatten.
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‘wages with a large dispersion of wages among employees. This helps to recruit mid-

careers. The companies with type B management tend to be from the retail/wholesale
business and service industry and their business is almost satisfactory. The compa-
nies' average size is 60 employees and this number is increasing. The companies
with type B management constitute about 27 percent of the total companies in this
study. Those beginning to recruit new graduates from school regularly are considering
to change to type A management.

<Type C> Personnel management is not systematic. Many of the employees are
seniors with the company. Most of them entered the company when they were young
and stayed with the company for a long time. Few young people enter the company.
The companies put great importance on factors such as educational background,
age, and years of employment to determine employee's salary structure. Therefore
the salary difference among individuals in the same company is small. Many compa-
nies using this type are in the retail/wholesale business and service industries. Their
business is not satisfactory. The companies average size is 60 employees and is in-
creasing slightly. About 29 percent of the companies in this study use type C.

<Type D> Personnel management is not systematic. Most of the employees are
mid-career recruits few are new graduates from school. The companies put impor-
tance on employees' performance to determine their wages. The degree of difference
of employees’ salary varies depending on companies. Type D management exists in
each industry and their business is not satisfactory. The average number of employ-
ees in these companies is 45 and stable. 27 percent of the companies in this study
practice type D.

6.22 Foérderung und Karriereformen fiir weibliche Managers

NOHATA, Mariko: Josei yakushokusha no kyaria keisei katei to sokushin shéyénin.
In: Shakaigaku Hyéron, 1986, Jg. 36, Nr. 4, S. 438-456

Themen: Grinde flr die Férderung von Frauen

Ublicherweise beziehen sich die Untersuchungsergebnisse der Studien auf ménnliche
Angestellte in GroBunternehmen. Fir die meisten weiblichen Arbeitnehmer ist eine
Karriere nicht vorgesehen. Das liegt einerseits daran, daB es nur wenig weibliche
Stammarbeiter gibt, die lange Zeit in einem Unternehmen arbeiten, da viele Frauen
bei Heirat oder Geburt eines Kindes ihre Erwerbstéatigkeit unterbrechen. Bei einer
spateren Wiederaufnahme der Berufstétigkeit erhalten sie meist nur Zeitarbeitsvertra-
ge oder eine Teilzeitarbeit. Andererseits miissen Frauen, auch wenn sie zu den
Stammarbeitern zahlen, héufig einfachere Arbeiten durchfiihren und kdnnen sich
nicht weiterqualifizieren.

Grunde fiir die Férderung von Frauen: Nohata bezieht sich auf verschiedene
6konomische Faktoren, wie beispielsweise das Unternehmenswachstum wéhrend der
Hochwachstumsphase von 1955-1973, Verschiebungen zum tertidren Sektor, in dem
viele Frauen eine Anstellung finden kénnen, sowie die Unternehmenskultur. Neben

9 Zusammenfassung von K. Teicher
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diesen recht populdren Faktoren stellt sie einige weitere interessante Aspekte vor:
Das Bild des Vorgesetzten, der Frauen férdert. Vorgesetzte, die egalitar eingestellt
sind und risikofreudig neue Wege gehen, férdern Frauen. Informelle Netzwerke oder
Treffen von Frauen in Managementpositionen: Dies hilft dem Informationsaustausch,
der Fahigkeitsentwicklung und der gegenseitigen Hilfe.

6.23 Firmenmodell fiir Frauen - KarriereengpaR und Lebenszy-
klus

WAKISAKA, Akira: Kaishakata josei - shéshin no nekku to raifukési. Débunkan 1990
Themen: Frauen

A research was done on the realities and difficulties of promotion for white-collar fe-
male workers and a strategy is proposed to reduce its difficulties. The proposed strat-
egy is extraordinary and surprising.

Wakisaka considers that promotion is strongly related to skill formation and em-
phasizes OJT as the center of skill formation. The research on skill formation was
carried out through interviews with managers and workers. This method is the same
as used by Koike.

Case studies are done in four kinds of occupations. These occupations are super-
market and department store salespeople, bankers, and researchers in a pharmaceu-
tical company. Wakisaka examined whether there is a difference in skill formation
between male and female workers. Though there is no difference by sex in supermar-
ket salespeople's skill formation, there is an apparent difference by sex in that of
bankers. As for skill formation of salespeople of department stores and for research-
ers in pharmaceutical companies, sometimes there is a difference by sex and some-
times not.

According to Wakisaka, a theory of statistical discrimination can explain the differ-
ence in promotion among male and female workers. Because female workers are
more likely to quit the job due to marriage and birth of their children, employers would
not invest in female worker's skill formation. Therefore they wouldn't promote female
workers.

Wakisaka concludes that a program is needed which gives female workers child
care leave in order not to quit the job due to marriage and child birth. This program
would to establish a more equal promotion of male and female workers. Companies
can apply the system to select qualified female workers for this program and prevent
unqualified female workers from abusing it.

It is also desirable that personnel managers introduce qualified female workers as
marriage partners to suitable workers in the company or to a male from the commu-
nity who doesn't have to be transferred to another area. This helps to encourage
qualified female workers to remain within the company.
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