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Introduction

Current State of Work-Life Balance Measures and
Bottlenecks to the Stabilization of Measures

Today, many firms are making the effort to introduce the so-called “work-life
balance measures” to allow employees to balance their work and life, correct
long working hours, and enable workers to manage both employment and their
roles in their families, such as their role in parenting, etc. Consequently, the
introduction of the measures has progressed to a certain extent.

In particular, the “child care leave system,” which is a main focus of this
feature, is one of the major work-life balance measures that was introduced to
allow workers to balance work and family life (parenting). As Takeishi
describes in detail in the feature, over 10 years have already passed since
companies were obligated under a series of legal frameworks to make the
system available to workers, and much has been achieved in terms of spreading
this system. According to figures quoted by Sakai, the Basic Survey on
Women’s Employment Management conducted in 2005 found that more than
60% of companies had introduced the child care leave system. Yet, as Takeishi
points out, even though the percentage of female workers who take child care
leave is on the increase, it still remains at around 10%, which is a small
percentage even considering that about 40% of firms have not introduced the
system.

Under these circumstances, can it be said that the system has taken root
within companies after more than 15 years since it was first introduced? If
taking root is considered as a state where the system is accepted as a natural
measure by those concerned within companies, is smoothly utilized in
workplaces, and generates favorable results for both the management and
workers, then it must be said that the system is far from having taken root. And
for this very reason, government-related organs claim further efforts are needed
to ensure that the system, as a major work-life balance measure, take root.

In this feature, we compiled papers that clarified, through detailed research,




the key points that need to be considered for child care leave to take root. These
studies all try to identify the bottlenecks that when clarified would contribute
to the stabilization and utilization of the measure. The findings from the papers
are summarized below.

The first point is the role that the understanding and support of supervisors
to the intent and importance of work-life balance measures introduced by
personnel departments play in helping to promote the utilization of such
measures at workplace. On this point, Wakisaka shows that when compared
with the willingness of the management and personnel departments to
implement child care leave, supervisors have little understanding of the system
and are less inclined to actively support it. For example, even at companies
that replied that their personnel departments were actively assisting in
work-life balance, only about half of all supervisors at those companies replied
that they would “actively support” employees who apply for a child care leave.

The second point is how workers who take advantage of work-life measures
and child care leave (mostly female workers) are affected as regards their
performance rating and career prospects. The negative effect on a worker’s
performance rating and career development may be one of the factors
inhibiting the use of the system. Wakisaka provides us with data suggesting
that when supervisors appraise women who took child care leave, they often
regard taking child care leave as a negative point in the appraisal.

From the point of view of career development, Takeishi shows that child
care leave and other work-life balance measures promote employment of
female employees and subsequent long-term employment facilitate their
promotion to managerial posts. Atsumi also reports similar results.

Takeishi, and more directly, Kodama, however, report that results indicate
that while introduction and administration of the child care leave system
promotes long-term employment of female workers who are already employed
by companies, it decreases recruitment of new female workers as companies
have to bear the costs of employing women who have entered the period of
parenting. Kodama, in particular, looks at measures for child care leave as well
as the percentage of employees taking child care leave and makes it clear that
companies where the percentage is high, in other words, where progress is




being made in the utilization of child care leave, are reducing the number of
women they recruit. It can be said that while it is favorable to the careers of
those women who are already employed, the findings are problematic for
employment of women as a whole.

It must be added, however, that Takeishi also shows that even when
companies bear the parenting costs of their employees, such reduction in the
demand for female labor as mentioned above will be less pronounced when
female employees are given sufficient opportunities to develop their careers
and skills. Kodama also reports of results that indicate that reduction in the
recruitment of women will not occur at companies where there is significant
wage disparity based on individual workers’ performance. These results suggest
that work-life balance measures will take root only when they are integrated
into comprehensive strategies for effective utilization of both female and male
human resources.

The third point is the benefits that work-life balance measures bring to
companies. Many have argued, from the point of view of the management, that
unless this point is elucidated, there can be little expectation for full-fledged
implementation of such measures and for those measures to take root. On this
point, Wakisaka shows that companies with both a high degree of family
friendliness (an indicator of the degree to which work-life balance measures
are made available) and a high degree of equal opportunity (an indicator of the
degree of equal treatment between men and women) have larger sales (surrogate
indicator for productivity) and ordinary profit per employee. Atsumi also
indicates that companies that are more advanced in providing support for
work-life balance have faster sales growth compared with other companies.

Moreover, from interviews conducted on more than 300 companies, Atsumi
suggests that companies actively promoting measures for work-life balance
induce short-term benefits of recruiting competent individuals and retaining
employees, mid-term benefits of having their employees align their viewpoints
more closely to those of their clients (because they understand consumers’
viewpoints), and long-term benefits of bringing about reform of corporate
culture and review of organizational and operational systems, which will in
turn enhance the companies’ competitiveness. These findings should act as




incentives for managers to introduce systems for work-life balance.

The fourth and last point is the question related to whether work-life balance
measures, which were introduced mainly as measures for helping women,
would be expanded to cover male employees. When work-life balance measures
and particularly the child care leave system are no longer measures simply for
supporting women but are applicable to men as well, it might be possible to
say, for the first time, that the concept of work-life balance as a reform in the
way people work has taken root. In this respect, it is important to explore
factors behind the extremely low percentage of men who take child care leave
(around 1% at best).

On this point, Sakai shows that more than a third of male employees who
have entered the period of parenting or who are about to start parenting wish to
take advantage of the child care leave system, and suggests that the factors
preventing them are the long working hours and the rigidity of the child care
leave system itself. The results show that if the system is designed to allow
employees to take leave more flexibly, many men would be willing to
participate in parenting even if it meant sacrificing work a little.

In the above, | have extracted from the papers compiled for this feature the
key points that need to be considered in having work-life balance measures
and particularly the child care leave system take root within companies and in
promoting the use of such measures by male and female workers. Each of these
points has important implications in terms of policy and companies’ personnel
management (particularly in bringing about change in the perceptions of people
at the workplace). By identifying each bottleneck that prevents work-life balance
measures from taking root and overcoming it, these measures will actually take
root not only as personnel measures but also as a basic concept in the utilization
of human resources within companies in Japan. In closing this introduction to
this feature, | would like to express my sincere hope for continued effort to be
made in carrying on with detailed analysis for work-life balance measures to
take root.

Motohiro Morishima
Hitotsubashi University




Implementation and Status of Work-L.ife Balance Viewed
from Matching Data

Akira Wakisaka

Gakushuin University

I. Advancement of WLB Research

Studies on work-life balance (hereinafter referred to as “WLB”) have rapidly
advanced in Japan for these two years. The status of “win-win,” which is the
essence of WLB, is indispensable in terms of productivity in a sense that it not
only satisfies employee needs but also benefits a company for increased profit.
Studies have newly appeared focusing on it. Many studies have recently been
conducted from different angles by the Workshop Related to WLB Support and
Business Performance (2006). The studies include Takeishi (2006), Abe and
Kurosawa (2006) and Wakisaka (2006). Abe and Kurosawa (2006) point out
that the introduction of programs for child care leave and short-time work
decreases sales on a short-term basis but has a positive effect on ordinary profit
on a long-term basis.

Moreover, an increasing number of studies have focused not only on
companies but also on how managers and staff members understand WLB
programs and how they react. The complete analysis of it requires the data
matched with companies, managers and staff members. Some such data have
become available. Mitani (1995) is the pioneering study analyzing matching
data concerning human resources management systems and salary disparity
between male and female workers. This study was followed by Abe (2005),
which began using matching data for WLB. The three data used in this paper
are all matching data.

The following are reasons why matching data are required. Three levels
can be considered as the subjects of WLB studies, namely (a) companies, (b)
managers and (c) general staff members. Mainly studies (a) have been so far
accumulated. For example, a study discusses whether the establishment of child
care leave program has an effect on the continuous work service of female
workers. The Workshop Related to WLB Support and Business Performance
(2006) has specifically introduced the angle of company performance, discussing
whether WLB-oriented companies generate good business results, whether
employees’ willingness to work is high from the company’s point of view, and
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whether the retention rate is high. However, how employees feel about WLB
programs and react accordingly is also important. Studies (c) have traditionally
accumulated information related to “willingness to work™ and “job satisfaction.”
WLB studies, however, are such that they not only discuss the reactions to
WLB support programs but also review the programs from the angle of
productivity increase. This sufficient analysis definitely requires the studies
focusing on (b) managers. This is because it is managers that define and
allocate jobs, determine business objectives and evaluate employees. How they
understand WLB and act accordingly is an important study theme. What makes
it easier to identify issues and problems are not the studies that survey and
analyze these three levels at random but the studies that identify how managers
and staff members working in the companies where the implementation of
WLB programs are advanced (or delayed) feel about WLB programs. To
achieve this objective, matching data are indispensable.

1. WLB and Company Performance

1. Equal Opportunity and Family Friendliness

For these years | have pointed that the strategies of business firms vary
depending on the relationship between their degrees of the equal opportunity
and family friendliness, because the expansion of employment of women
requires equal opportunity for men and women as well as family friendliness
(Wakisaka 2001a, 2001b, 2001c). In the US and UK, an increasing number of
researches have also taken up the relationship among the equal opportunity,
family friendliness and high-involvement management (Wood=De Menezes
[2007]) for prospect). | have developed a 4-quadrant-division concept on the
basis of the degrees of equal opportunity and family friendliness and conducted
4-quadrant analysis (Figure 1).

The recent enrichment of data has enabled extensive experimental studies.
According to the 4-quadrant analysis using the data of the survey conducted by
NLI Research Institute in 2005 (NLI data: valid responses from 446 of 3,464
listed and unlisted companies with 301 to 2,000 employees, which were chosen
from the Company Handbook and were subject to this postal mail survey), the
companies showing higher degrees of equal opportunity and family friendliness
generated larger ordinary profits (Wakisaka 2006).
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Figure 1. Sketch of degree of employing female workers
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2. Data

The data of Japan Institute for Labour Policy and Training (JILPT) used in
this section far exceed the NLI data in terms of the number of samples, and are
designed to match details of the company responses by manager class and
general staff class. The “Survey on Support for Balancing Work and Family”
conducted by JILPT in 2006 consists of a survey covering the companies
classified by industry and scale and selected at random (6,000 companies
having no less than 300 employees in Japan) and a survey on the employees of
these companies. In order to conduct the employee survey, JILPT requested to
distribute survey scripts to 30,000 managers working in the companies (which
represent 5 managers in each of the companies) and 60,000 general staff
members working in the companies (which represent 10 staff members in each
of the companies). Valid responses were collected from 863 companies
(response ratio of 14.3%) during the company survey, 3,299 managers
(response ratio of 10.9%) during the manager survey and 6,529 staff members
(response ratio of 10.8%) during the general staff survey. (Refer to Wakisaka
[2007b] for details of the following analysis results.)

| first identified the degrees of equal opportunity and family friendliness on
the basis of the company survey data (refer to Appendix), set average figures
of equal opportunity and family friendliness as x-axis and y-axis, respectively,
and then made four quadrants as illustrated in Figure 1 above. In this paper, let
me call the company that is located in the 1st quadrant scoring high degrees of
equal opportunity and family friendliness as a *“gender-equal” company, the
company that is located in the 2nd quadrant scoring a low degree of equal
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opportunity and a high degree of family friendliness as a “family-friendliness-
oriented” company, the company that is located in the 4th quadrant scoring a
high degree of equal opportunity and a low degree of family friendliness as an
“equal-opportunity-oriented” company, and the company that is located in the
3rd quadrant scoring low degrees of equal opportunity and family friendliness
as a “male-oriented” company. ldentifying the characteristics of companies
located in each quadrant, | will analyze which quadrant shows a greater effect
on company performance and to what extent WLB policies have an effect on
company performance.

3. Effect on Company Performance

Table 1 shows effects on financial performance.

Wakisaka (2006), using NLI data, indicates that the *“gender-equal”
companies in the 1st quadrant increased only ordinary profit per head, while
the JILPT data indicate that the companies increased both sales per head and
ordinary profit per head. Seeing variances with coefficient of variance, you
will notice that the variance of sales per head of “gender-equal” companies is
similar to the average but the variance of their ordinary profit per head is quite
small. You are now aware that the company scoring high degrees of both equal
opportunity and family friendliness secures larger profits. The scores compared
with 5 years ago (average of 3.83 and 1.74 for the 1st quadrant) also indicate
that the “gender-equal” company achieved best results in both sales and
ordinary profit. The subjective performance compared with other companies in
the same industry shows that the “gender-equal” company achieved top scores
in all of the items. Regarding the items in which the “gender-equal” company
achieved top scores, | conducted t-test in order to confirm whether its scores
are significantly high in a statistical sense comparing with other companies. As
a result, as indicted in the right end column of Figure 1, these scores have
proved to be significantly high except for sales compared with those of other
companies in the same industry.

To what extent the degrees of equal opportunity and family friendliness
have an effect on performance has been estimated by OLS under the control of
business scale and kind of industry. As a result, the degrees of family
friendliness and equal opportunity have no effect on sales per head but have a
significantly positive effect on ordinary profit per head. In other words, the
company scoring a higher degree of family friendliness (in the level of 10%)




17 |

Table 1. Company performance by quadrant (large samples)

Gender-equal

Equal-opportunit

Family-friendlin

Male-oriented

y-oriented ess-oriented
1st quadrant 4th quadrant 2nd quadrant 3rd quadrant
High degree of High degree of Low degree of Low degree of Total t-test
equal opportunity | equal opportunity : equal opportunity | equal opportunity
High degree of Low degree of High degree of Low degree of
family family family family
friendliness friendliness friendliness friendliness
N 232 118 119 246 715
Total 325 16.5 16.6 34.4 100
Sales per head (million yen) 102.29 85.4 67.34 62.1 78.89 *
Financial data i ;
Ordinary profit per head 3.98 225 336 145 266 | **
(million yen)
Sales 3.47 2.86 3.17 3.23 3.23 el
Scores compared with 5 years ago '\ Ordinary profit 3.48 2.87 322 321 3.24 ol
Productivity 3.54 3 3.57 3.26 3.35
S d with ofh Sales 3.28 31 3.05 3.2 3.18
cores compared with other | . ]
companies in the same industry \ Ordinary profit 3.15 3.03 2.75 3.02 3.02
Productivity 3.15 2.95 2.92 3.02 3.03 *
Regular employees 27.6 195 11.7 195 20.8
No less than 10% increase from Temporary employees 41.3 435 41.8 40.7 415
2000 Dispatched workers 40.9 31.9 471 345 38.1
Contracted workers 16.6 95 15.8 124 137

Note: T-test of figure of top item in the 1st quadrant comparing with figures of companies in the other quadrants.
***Significant at 1%, **significant at 5%, and *significant at 10%.
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and a higher degree of equal opportunity (in the level of 1%) earns higher
ordinary profit per head. The comparisons with 5 years ago and with other
companies in the same industry have been made based on the estimation by
ordered profit. According to the comparison with 5 years ago, the degree of
equal opportunity has no relation with productivity, but the degree of family
friendliness has a significantly positive effect on it. Namely, the company
scoring a high degree of family friendliness enjoys high productivity. The
“gender-equal” company increases all sales, ordinary profit and productivity
from 5 years ago. The comparison with other companies in the same industry
reveals that there are less indices showing significance. The company scoring a
high degree of equal opportunity earns high ordinary profit. Moreover, the
company scoring a high degree of equal opportunity is ahead of other
companies in the same industry in terms of sales, ordinary profit and
productivity. As a whole, almost all coefficients are positive, and it is
unthinkable that high degrees of equal opportunity and family friendliness
have any negative impact on performance.

4. Differences in Awareness of Actual WLB Status among Persons
Responsible for Human Resources Management, Managers and Staff
Members
I have analyzed how a company (persons responsible for human resources

management), managers and staff members are aware of the status of equal

opportunity and family friendliness of their company. | have made 5-point
method scores based on the assumption that 5 points is for the case of being

“applicable,” 4 points is for the case of being “more or less applicable,” 3

points is for the case of being “unable to say applicable or not applicable,” 2

points is for the case of being “not much applicable” and 1 point is for “not

applicable.”

Consequently, the recognition scores of company, managers and general
staff members become lower in all of the items in the order of company, manager
and staff member. Significant differences are found especially in the items,
“your company is requesting your boss and colleagues to cooperate with you at
the time of your absence or short-time work related to child care,” “your
company is striving to let all employees know its system of child care leave
and other systems for supporting the balancing of work and family” and *“your
company is trying to train its employees regardless of gender.” According to
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Table 2. Perception score on employment of female workers

(equal opportunity and family friendliness)

Company Manager Staff . o
a @ ® @-@ @O (2)3)
Gender-equal 4.38 3.55 3.46 0.82 0.92 0.09
Extensively employing | Equal-opportunity-oriented 4.22 3.55 3.47 0.68 0.75 0.08
and adopting female Family-friendliness-oriented 3.63 3.16 3.00 0.48 0.63 0.15
employees. Male-oriented 324 306 28 018 036 018
Total 3.83 3.34 3.18 0.49 0.65 0.16
Gender-equal 4.80 3.72 3.49 1.08 131 0.23
Nurturing and training Equal-opportunity-oriented 4.66 3.63 3.39 1.03 1.26 0.23
employees regardless of | Family-friendliness-oriented 4.33 3.48 3.12 0.85 121 0.36
gender Male-oriented 381 317 28 064 096 032
Total 4.35 3.49 3.17 0.86 1.18 0.32
Gender-equal 4.50 3.65 3.46 0.85 1.03 0.18
Letting female Equal-opportunity-oriented 433 340 325 093 109 015
E?;gt'ﬂ,’ffjbes"i?ﬁ:r':h . | Familyfriendliness-oriented | 399 339 305 060 094 034
routine jobs Male-oriented 338 306 277 033 061 029
Total 3.99 3.38 3.10 0.62 0.89 0.27
Employees are fully Gender-equal 4.54 3.77 332 0.77 1.22 0.45
aware of the measures to | Equal-opportunity-oriented 4.28 3.61 3.15 0.67 112 0.46
be taken if they suffer | Family-friendliness-oriented 436 3.76 319 0.60 117 0.56
damage such as sexual | npaje-oriented 378 343 294 035 084 049
harassment and bullying.. 420 362 312 058 108 050
Letting all employees Gender-equal 4.72 3.69 3.27 1.03 1.45 0.42
know the company Equal-opportunity-oriented 421 3.38 2.90 0.83 131 0.48
system for supporting Family-friendliness-oriented 4.61 3.63 3.13 0.98 1.48 0.50
the balancing of work | \ja1e-oriented 387 315 275 072 112 040
and family Total 431 344 298 088 133 045
Gender-equal 451 3.64 3.27 0.87 1.24 0.37
Asking employeesto | £q a1 opportunity-oriented 391 339 302 052 089 037
continue to work in the I .
workplace after their Family-friendliness-oriented 4.18 3.50 3.03 0.68 115 0.47
marriage and child birth | Male-oriented 3.47 313 2.80 0.34 0.67 0.34
Total 3.99 341 3.01 0.58 0.98 0.40
Gender-equal 353 249 220 1.04 134 0.30
Recommending even Equal-opportunity-oriented 2.75 2.22 1.94 0.53 0.80 0.27
;fﬁ:/:}f/'f;’ée;fﬂ dcare | Family-friendiiness-oriented | 335 252 202 083 133 080
leave Male-oriented 236 213 179 023 057 034
Total 2.95 2.30 1.97 0.65 0.98 0.34
Requesting bosses and Gender-equal 3.83 2.86 2.62 0.97 121 0.24
colleagues to understand | Equal-opportunity-oriented 3.20 2.70 2.45 0.50 0.75 0.25
employees’ Family-friendliness-oriented 3.68 2.90 243 0.78 1.25 0.46
responsibilities for Male-oriented 284 263 233 021 051 030
family care
Total 3.34 2.76 244 0.58 0.90 0.32
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Company Manager Staff . o
@ @ @ @-@ @O (2)3)

Requesting bosses and Gender-equal 433 31 2.79 121 154 0.33
colleagues to cooperate | Equal-opportunity-oriented 3.73 2.82 251 0.91 122 0.32
with employees for Family-friendliness-oriented 4.23 3.15 2.66 1.09 1.57 0.49
absence and short-time | praje_oriented 316 263 236 053 080 027
work related to child care | oy 379 290 255 090 125 035

Gender-equal 311 321 -0.10
Employees are in a Equal-opportunity-oriented 2.82 2.81 0.02
position to take child Family-friendliness-oriented 3.15 3.17 -0.02
care leave freely. Male-oriented 263 265 -0.02

Total 2.90 292 -0.02
Employees are in a Gender-equal 2.95 2.69 0.25
position to freely choose | Equal-opportunity-oriented 2.57 2.30 0.27
short-time work, etc. for | Family-friendliness-oriented 281 261 021
balancing work and Male-oriented 238 221 018
family Total 266 243 023
In the company, there Gender-equal 341 3.23 0.18
are good examples of Equal-opportunity-oriented 3.14 291 0.23
female employees Family-friendliness-oriented 3.34 3.19 0.16
balancing work and Male-oriented 201 283 008
family.

Total 3.18 3.01 0.17

Gender-equal 211 2.05 0.06
Inthe company, there | g4 a1 opportuniity-oriented 1.96 1.93 0.03
zglg(;?gp?;;gzes of Family-friendliness-oriented 2.10 2.01 0.08
engaged in child care. Male-oriented 1.80 181 -0.02

Total 1.98 1.94 0.04
Employees believe that Gender-equal 3.71 3.40 031
they can continue to Equal-opportunity-oriented 3.43 3.05 0.38
work in their company | Family-friendliness-oriented 3.80 3.44 0.36
after their marriage and | \jaje_oriented 318 295 0.24
child birth.

Total 3.49 3.17 0.33

Number of samples Manager ~ Staff

Gender-equal 784 1522

Equal-opportunity-oriented 432 843

Family-friendliness-oriented 374 703

Male-oriented 846 1565

Total 2959 5755

Notes : 1 The above figures are the results of 2,959 managers and 5,755 general staff members. Valid responses are
from 3,299 managers and 6,529 general staff members. When indices are calculated, the companies that

did not reply to each item are excluded. Therefore, the number of samples has become smaller.
2 Results by 5-point method. No response is zero point.
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I11. Workers of Japanese Electrical Electronic & Information Union
and WLB

1. Data

The data used in this section are from the questionnaire survey conducted
in 2006 by “the 21st-century Life Vision Workshop” (project manager:
Wakisaka) organized by Japanese Electrical, Electronic & Information Union
(hereinafter referred to as “Union” and hereinafter this data being referred to as
“Union Data”). This survey covered not only 4,388 Union members (hereinafter
referred to as “valid responses™”) but also 101 companies of the Union, 504
Union members who returned to their original company from their child care
leaves within 5 years (according to system usage survey), and 501 persons who
were the members’ bosses when the members returned from the leave (according
to manager survey). The Union had endeavored to construct systems for
supporting the balancing of work and family, including a diversified working
system, before relevant laws and regulations were established. For example,
mainly large companies already established and introduced the child care leave
system in 1990, two years before the Child Care Leave Act was enacted, the
family-care leave system in 1992, 7 years before the system was obligated by
an act, as well as the system of extending employment period up to the age of
65 in 2000, 6 years before the enforcement of the revised Act concerning
Stabilization of Employment of Older Persons. Thus, various systems were
already established and introduced ahead of the times. Therefore, the issues of
family friendliness and WLB are focused on the specific operation of the
systems rather than the introduction or enrichment of the systems.

Union Data reflect many survey items across the entire WLB, including
questions about personnel appraisal. My analysis will focus on the personnel
appraisal. Before starting the analysis, | will introduce two theses using these
data. The WLB helps improve company performance partly because it boosts
employees’ motivation to work. According to Takeishi (2007), “in the companies
striving to have WLB measures well accepted in the workplaces, employees’
motivation is bolstered,” and “high performers (those who are quickly promoted)
are encouraged to work hard but are dissatisfied with the present status of
WLB.” The fact that the stance of companies toward WLB is found to have a
relationship with employees’ motivation to work suggests the importance of
not only introduction of WLB-related systems but also positive evaluation and
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systematic operation of the systems in an entire company.

Sato (2007) reveals that working form is vital to consider the degree of
employees” WLB satisfaction. The degree of employees” WLB satisfaction is
based on the reply made to the question, “Are you satisfied with your present
balance of work and private life (time allocation)?” Generally, short-time work
contributes to the WLB satisfaction but flexible working-time systems such as
the flextime system and free-time system do not necessarily contribute to the
WLB satisfaction. The WLB satisfaction rather depends on the degree of the
flexibility that employees are provided with in selecting the volume of their
assignment. This flexibility will become increasingly important for discretionary
workers as well as Union workers in the future. The fact that not only *“work
procedure” but also “work volume” are important suggests the importance of
human resources management and job management at the level of workplaces.
For example, how a manager sets objectives for his/her staff members, allocates
assignments to them or evaluates their performance will have an impact on
improvement in the WLB satisfaction.

2. Child Care Leave, Child Care Short-time Work and Personnel Appraisal

We now analyze the relationship between taking child care leave and child
care short-time work, and personnel appraisal. (For further details, refer to
Wakisaka [2007a].) Most of the companies replying to questionnaires have
introduced a performance-based personnel pay system.

(1) Appraisal Policy and Actual Status

According to the policies adopted by companies in relation to the first
personnel appraisal conducted after a child care leave taker returns to its
workplace (especially the period subject to appraisal), 49.5% of the companies
apply “achievements during the period including child care leave,” and 32.7%
of the companies apply “the period after his/her return, excluding child care
leave.” Only 6.9% of the companies apply “capabilities at the present time,”
and quite a few companies apply “average appraisal of all employees,” or
“lowest points of appraisal for child care leave period.” Meanwhile, how do
the managers who have a child care lever taker as their staff member actually
evaluate the member? “Achievements during the period including child care
leave” is applied by 26.1% of the managers, the second largest number, while
“the period after his/her return, excluding child care leave days” is applied by
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Table 3. Evaluation of “child care leave takers”

(%)
Evaluate on the
Compan EvaLL:;tieS ?)? the basis of Evaluate on the
pany achievements after achievements basis of
Manager return to during the total capabilities at the
9 workplace period including present time
P child care leave
Evaluate on the basis of achievements 38.9 295 429
after return to workplace
Evaluate on the basis of achievements
during the total period including child 20.4 31.8 23.8
care leave
Evaluate on the basis of capabilities at
the present time 241 150 e
Adopt average of all employees 0.9 2.3 4.8
Adppt the appraisal made just before 46 58 48
taking the leave
Adopt the lowest appraisal during the
: 6.5 8.1

leave period
Others 4.6 75

Total 100.0 100.0 100.0

N 108 173 21

35.4% of the managers, the largest number. According to the matching data of
Table 3, the companies in which appraisal policy and actual appraisal method
are consistent with each other represent 38.9% in the case of the companies
applying “the period after his/her return, excluding child care leave,” 31.8% in
the case of the companies applying “achievements during the period including
child care leave,” and 23.8% in the case of the companies applying “the
capabilities at the present time.” Thus, in an overwhelming number of cases, at
no less than 70%, the company appraisal policy and actual appraisal method
are inconsistent with each other.

It appears that the reason for generating such a big difference is that there
is insufficient communication between human resources department and line
managers.

According to the company survey asking about appraisal policy adopted by
companies and actual appraisal method adopted by managers, a little less than
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60% of the companies also adopt the policy of “evaluating (child care)
short-time workers on the basis of ‘achievements per hour.”” As a policy, 15%
of the companies apply “minus points to reduction in work volume,” but a
little more than 20% of the companies adopt a policy of applying minus points
to the reduction in work volume that includes “no flexibility” and “making job
assignments easier.” On the other hand, when managers actually evaluate their
staff member who has returned to his/her workplace, a little more than 60% of
the managers apply the method of “evaluating the member on the basis of
achievements per hour,” approximately 12% of the managers apply “minus
points to reduction in work volume” and “no flexibility,” and approximately
30% of the managers apply “minus points to reduction in work volume,” “no
flexibility” or “making job assignments easier.”

The cases where the same appraisal method is applied according to the
matching data represent 62.0% for “evaluating on the basis of achievements
per hour,” 20.8% for “applying minus points to reduction in work volume,”
and 9.0% for “others.” Of the companies adopting the policy of “evaluating on
the basis of achievements per hour,” approximately 30% of managers apply
minus points to reduction in work volume. Adversely, of the companies
adopting the policy of “applying minus points to reduction in work volume,”
45.8% of managers “evaluate on the basis of achievements per hour.”

(2) Guiding Appraisal Method and Providing Information

According to the company survey, the companies guiding the method of
appraising child care leave takers and providing information (hereinafter
collectively referred to as “providing information™) account for 79.2% of all
companies, while the companies providing no information account for 20.8%.
According to the manager survey, however, the companies providing information
account for 41.1%, while the companies providing no information account for
58.9%. Only 37.1% of the managers of the companies providing information
reply that they were provided with such information, while as many as 52.5%
of them reply that no information was provided. Moreover, 22.2% of the
managers of the companies providing no information reply that their company
provided information (Table 4).

According to analysis on short-time workers, only 30.5% of the managers
of the companies providing information reply that “their company provided
information,” while as many as 61.1% of the managers reply that “their company
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Table 4. Providing information related to appraisal of child care leave takers

(*0)
Manager Company Providing information Providing no information
Information provided 37.1 22.2
No information provided 52.5 59.3
No reply 10.4 18.5
Total 100.0 100.0
N 413 27

provided no information.” On the contrary, 32.4% of managers of the companies
providing no information reply that “their companies provided information.”

(3) Results of Appraisal of Child Care Leave Takers

The manager survey asks how a manager actually evaluated child care
leave takers. The results show that 2.6%, 48.9% and 32.1% of the managers
reply that their appraisal results became “higher than average,” “almost in the
level of average,” and “lower than average,” respectively.

On checking if the fact that the employees subject to this appraisal returned
to their workplace as either full-time workers or short-time workers is related
to appraisal results, it was found that the results do not much vary depending
on the working style, and that they are only a little in favor of short-time
workers as indicated in Table 5.

Table 6 shows the relationship between appraisal results and the satisfaction
level of the above workers. The child care leave takers who obtained higher
scores tend to be satisfied with the appraisal results, but the satisfaction level
of those who obtained higher scores and the satisfaction level of those who
obtained “average” scores are almost the same. One-fourth of those who
obtained lower scores are satisfied but naturally a majority of them are
dissatisfied. The managers who give them high scores evaluate them on the
basis of “performance after return” and “capabilities at the present time,” while
the managers who give them lower scores evaluate them on the basis of “the
period including child care leave.”
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Table 5. Taker appraisal results

(%)
Short-time worker Full-time worker
Higher than average 33 2.6
Almost average 52.3 46.8
Lower than average 30.0 34.0
No reply 14.4 16.7
Total 100.0 100.1
N 243 156

Table 6. Appraisal results and satisfaction level

First appraisal after return to workplace
;-Slggism results Satisfied Medium Dissatisfied Total
Higher than average 455 36.4 18.2 100.0
Almost average 43.2 38.5 18.2 100.0
Lower than average 25.8 344 39.8 100.0
No reply 48.0 28.0 24.0 100.0
Total 37.9 36.1 26.0 100.0

(4) Effect on Workplace

We now examine how managers consider the positive or negative effect of
short-time work system on their workplaces and how short-time work affects
their actual appraisals. We also consider which issues or problems adversely
affect their appraisals.

The managers who consider positive effect to be greater, negative effect to
be greater and both effects to be “almost equal” account for 14.0%, 22.6% and
62.1%, respectively, indicating that negative effect is a little greater. According
to actual appraisals, 8.8% (or three) of the managers who consider there is a
positive effect provide scores higher than average, while only 14.7% of them
provide scores lower than average. On the other hand, 40.0% of the mangers
who consider negative effect to be greater provide scores lower than average.

According to Table 7 on relationship between personnel appraisal and the
specific effects considered by managers (plural answers from 10 items), 46.7%
of the managers who reply “there were problems related to dealing with
customers and suppliers,” mark lower scores, and 40.0% of the managers who
reply “other members have worked more efficiently,” also mark lower scores.
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Table 7. Specific effects of short-time work on workplaces and appraisal

(%)
Taker appraisal results
Higher than Almost Lower than N
before average before No reply Total
No particular effect 3.3 58.3 28.3 10.0 100.0 60
cher colleagues have borne 17 492 358 133 100.0 120
increased burden.
There were problems related
to dealing with customers, 0.0 53.3 46.7 0.0 100.0 15
etc.
Communication becomes 0.0 61.3 226 16.1 100.0 31
less smooth in the workplace.
Feeling of qnfalrness is 59 509 353 59 100.0 17
among section members.
Good opportunity to review | g 619 19.1 143 100.0 21
the way of working
Gopd opportunity to review 53 516 253 179 100.0 %5
assignments
Mgn}bers have worked more 50 25 400 125 100.0 40
efficiently.
Members assigned additional
jobs have demonstrated 0.0 54.2 29.2 16.7 100.0 24
greater capability.
Members are more conscious
about the time of closing 6.1 455 21.2 27.3 100.0 33
meetings.
Others 0.0 33.3 50.0 16.7 100.0 12

This can be understood as the case that managers mark lower scores for the
child care leave taker but the short-time work has a positive effect on the
taker’s colleagues. A relatively larger number of managers who mark lower
scores reply “colleagues have borne increased burdens” and *“feeling of
unfairness is among section members.” As small as 22.6% of the managers who
reply “communication becomes less smooth in the workplace” mark lower
scores.

Meanwhile, only 19.1% of the managers who reply “our staff members
have an opportunity to review their lifestyles and their way of working” mark
lower scores. Also, 21.2% and 6.1% (two) of the managers who reply “our
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section members become more conscious about the time of closing meetings”
mark lower scores and higher scores, respectively. Similarly, 25.3% and 5.3%
(five) of the managers who reply “our section members have an opportunity to
review the methods of allocating assignments and proceeding with these,”
mark lower scores and higher scores than average, respectively.

(5) Level of Satisfaction with Appraisal Results and Desired Appraisal Method
The survey asks child care leave takers if they are satisfied or dissatisfied
with the results of first personnel appraisal made after their return to their
workplaces. The results show that 14.5% and 16.5% of them reply, “I have not
yet had personnel appraisal” and “l do not know,” respectively. Meanwhile,
25.4% of them reply “satisfied” and 18.5% of them reply “dissatisfied,”
showing that satisfied persons are a little more than dissatisfied persons.

| have made satisfaction scores using 5-point method, except for samples
of “having no personnel appraisal” and of “I do not know.” According to the
analysis by work style after return, short-time workers are more satisfied
(58.5%) than full-time workers (39.8%). The former is 3.17 and the latter is
2.93. By the workplace to which child care leave takers returned, the satisfaction
level was low when the leave takers returned to a different workplace from
before or when the leave takers were assigned to different work from before.

According to Table 8 on changes in content and volume of jobs assigned to
child care leave takers after their return, the changes vary from one person to
another so largely that it is difficult to identify any pattern from the changes.
The table shows that 47.6% of the short-time workers are assigned the almost
same volume of jobs as before. The numbers of short-time workers who are
assigned the same content of jobs and the different content of jobs are almost
equal. Meanwhile, 23.6% of the full-time workers are assigned reduced volume
of jobs. Two-thirds of them are assigned the same content of jobs.

As for short-time workers, those whose job content is changed but whose
job volume is almost the same are more satisfied with their appraisal results
(3.26), while those whose job volume is reduced are not so satisfied (3.20 for
same content and 3.22 for changed content). As for full-time workers, those
whose “job content is changed and whose job volume is reduced” are most
satisfied (3.33), but those whose job content is changed and whose job volume
is the same are most dissatisfied (2.52). Short-time workers and full-time
workers show different satisfaction results.
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Table 8. Comparison of content and volume of jobs between before
and after child care leave

Short-time worker Full-time worker
N % N %
The content and volume of jobs
are both almost the same. 3 254 91 44.5
Job content is the same but job
volume is reduced. 65 226 23 113
Job content is changed but job 64 299 49 041
volume is the same.
Job content is changed and job
volume is reduced. 61 212 25 123
Others 25 8.7 15 7.4
Total 288 100.0 203 100.0

I have conducted ordered probit analysis in order to identify factors of
determining the five levels of child care leave takers’ satisfaction with appraisal
results. Those who reply “I do not know” and “l do not have personnel
appraisal” are excluded from survey samples. Positive coefficient means that
the satisfaction level is high, while negative coefficient means that the
dissatisfaction level is high.

First, according to the estimation using only workplace return dummy,
workplace change dummy and job content and volume change dummy, which
are workplace return coefficients, as explanatory variables, full-time workers
seem less satisfied than short-time workers but the coefficient is only a little
less significant. The only significant coefficients are for the stronger
dissatisfaction of six child care leave takers who return and are transferred to
“other workplaces” in comparison with those who return to “the same
workplaces as before.”

According to the estimation using additional information such as gender
dummy, age (including the squared term), job tenure (including the squared
term), educational background, job title, job rank, working style and salary, the
workplace return coefficients are for the strong dissatisfaction of those who
return and are transferred to “other workplaces.” The strong dissatisfaction of
the six male workers has nothing to do with their age, job tenure and working
style. According to the analysis by educational background (junior high school
as standard), the level of satisfaction of vocational school graduates is high.
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According to the analysis by job title (product assembly as standard), the level
of dissatisfaction of those engaged in system engineering, technical development
or designing is high. According to the analysis by job rank (general staff as
standard), the level of dissatisfaction of group leaders and managers is high.
According to the analysis by annual salary (less than 1.3 million yen as
standard), the level of dissatisfaction of those who earn 4 to 5 million yen is
high. Those whose annual salary coefficient is at a 4-million level may be more
nervous about appraisal results, considering greater impact on their household
budgets including the education of their children, or it may be that the
coefficient is a surrogate variable for other variables.

Concerning the bases of appraisal that those who return to workplaces
consider desirable to be used in the first appraisal after their return, only 10.1%
of them vote for “results during the period including child care leave,” 39.7%
for “the period after return and excluding child care leave,” and 31.9% for
“capabilities at the present time” but 9.3% for “appraisal results just before
child care leave.”

As a result of checking to what extent managers’ actual appraisal method is
coincident with takers’ desirable method, the coincident ratio proves to be as
low as a little less than one-third.

(6) Effect on Promotion

Companies’ views concerning the effect of child care leave on takers’
promotion is that: as many as a little more than 72.3% of companies consider
that “delay in promotion by child care leave period is unavoidable” and 19.8%
of companies consider that “delay in promotion should be avoided.” Meanwhile,
managers’ views are a little more severe than the companies’ human resources
departments’ views as a whole (Figure 2). The results show that 5.6% of
managers consider that “delay in promotion longer than child care leave period
is unavoidable.”

As for takers’ view, the number of takers who consider that “delay in
promotion by child care leave should be avoided” is larger than the numbers of
companies and managers who consider so. The former number represents
26.0%, around one-fourth. Approximately 60% of takers reply “delay in
promotion by child care leave period is unavoidable,” as well as 8.3% of them
consider that even longer delay is unavoidable.

Concerning the effect of short-time work on promotion, nearly 40% of
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Figure 2. Ideas on promotion associated with child care leave
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companies think “delay in promotion should be avoided,” and half of the
companies think that “delay in promotion by child care leave period is
unavoidable.” In the case of managers, the situation is almost the same as that
of companies. Approximately half of managers think “delay in promotion by
child care leave period is unavoidable,” and 35% of them think that “delay in
promotion should be avoided.”

In the meantime, how is the view of child care leave takers? | will analyze
the responses from 284 employees who returned to their workplace as short-time
workers after child care leave. They include two male employees. The number
of employees who reply “delay in promotion should be avoided” is larger than
those of companies and managers, accounting for 40%. However, a slightly
larger number of employees reply “delay in promotion by the period of
reduction in working hours is unavoidable,” accounting for 47%. This trend of
replies remains the same when you check their replies by the period worked as
a short-time worker and difference between the contents or volumes of jobs
assigned before and after their return to workplaces.

General Union members were given a question, “if in your workplace”
there was a child care leave taker or a short-time worker, it would affect his/her
promotion or not. Since the question does not ask for replies, separating the
case of child care leave from the case of short-time work, you cannot compare
it with Figure 2 directly.
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According to their replies, the members who reply “delay in promotion
should be avoided” have a share of 43.3%, while those who reply “delay in
promotion by child care leave period or accumulated short-time working time
is unavoidable” have a share of 46.2%, almost the same percentage. According
to the analysis by gender and single/married, the single female members who
reply “delay in promotion should be avoided” make up a small share of 33.3%,
but the single male members who reply so make up a relatively greater
percentage. The former trend is almost applicable to married members and
even to female married members.

According to the analysis by experience of Union executive, many of the
members who have experience of being an Union executive reply “delay in
promotion should be avoided,” but the percentage is almost the same, namely
50 to 50. The largest number of those who are presently Union executive
officers reply “delay in promotion should be avoided,” but the percentage is
still 45.5% only. This percentage is almost the same as that of those who are
presently Union executive officers who reply “delay in promotion by child
care leave period or accumulated short-time working time is unavoidable.”

3. Summary of Union Data Analysis

(a) There are large differences in companies’ policies and managers’ actions
regarding personnel appraisals of child care leave takers and child care
short-time workers.

(b) There are also large differences in companies’ and managers’ replies
regarding guidance and information provision concerning personnel
appraisal.

(c) There are no significant differences in personnel appraisal results between
those who return to workplaces as short-time workers and those who return
to workplaces as full-time workers. Those who are given higher scores are
more satisfied with appraisal results, but it does not mean that those who
are given scores higher than average are very satisfied with the appraisal
results.

(d) When the effect of a short-time worker on the workplace is positive, his/her
appraisal score becomes higher. Especially, when staff members become
conscious about the time of closing meetings or there is a review of job
allocation and way of proceeding with jobs, managers mark high scores.
On the contrary, when there are “problems related to dealing with
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customers” or “other colleagues having to bear additional operational
burden,” managers mark low scores.

(e) Those who return to workplaces after taking child care leave and are
satisfied with first personnel appraisal results are a little more than those
who return to workplaces after taking child care leave and are not satisfied
with first personnel appraisal results. Their work styles after their return
have no relation to such satisfaction levels.

(f) Concerning the effect of child care leave on promotion, many companies
and managers consider that “delay in promotion by child care leave period
is unavoidable;” and many child care leave takers consider that “delay in
promotion should be avoided.” However, a certain number of both
companies and managers consider that “delay in promotion should be
avoided,” while a certain percent of child care leave takers also consider
that “delay in promotion is unavoidable.”

(9) Regardless of gender and single/married, the number of general Union
members who think that “delay in promotion should be avoided” is almost
equal to that of those who think that “delay in promotion by child care
leave period is unavoidable.”

IV. Development of WLB Indices

WLB indices were jointly developed in 2007 by a voluntary company
group (work-life balance association) and Gakushuin University Research
Institute of Economics and Management (GEM). It is called WLB-JUKU
INDEX. These organizations have referred to our earlier studies for developing
the indices.

The reason why it is important to develop indices for family friendliness
and WLB is that these matters are of nature that it is not easy for any government,
labor union or company management to oppose. They all tend to agree with
the plan in general but not to compromise on details. However, with indices
developed, you will be able to discuss matters objectively, specifically and
constructively, based on the results derived from the indices.

In order to construct policies and programs adequate to implement WLB, it
is important to proceed with such construction based on “hypothesis and test.”
In this case, it is indispensable to accurately assess in what situation company’s
own WLB is as a result of introduction of the policies and programs, namely
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Figure 3. Framework of analysis by WLB indices
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“the actual status of WLB.”

It is “WLB-JUKU INDEX” that has been developed on the basis of such
concept as the indices that are used by companies to voluntarily assess the
current status of how WLB is promoted. The indices have been made under the
framework of Figure 3. The WLB indices are based on the company survey
and employee survey. An important point is that data is designed as matching
data. We have developed indices for approximately 200 items, and have
confirmed the effectiveness of the indices when conducting surveys on 9
voluntary companies and 2,871 employees of the companies.

The following is a summary concerning the effectiveness of the indices:

(i) Anewly developed “WLB index for implementing policies” and “personal
WLB index” can be used as indices that allow for assessing the process of
implementing WLB policies and programs.

(ii) The strength and weakness of companies can be assessed systematically
from the WLB point of view by using the “WLB index for policies,”
“WLB index for implementing policies” and “Personal WLB index” as
benchmark indices.

(iii) The developed indices covering the entire WLB implementation process
make it possible to analyze relationship among the development and
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application of policies and programs, the awareness of all employees on
such policies and programs, employee WLB improvement and its effect on
company performance, to assess the policies and programs from
viewpoints of employee WLB and company performance, and to identify
the direction for further improvement.

WLB is a very important theme to consider a desirable relationship between
a company and its employees as well as the method of managing human
resources in the future. | hope that the WLB-JUKU INDEX will be utilized by
many companies and contribute to the advancement of WLB.

V. Summary

This paper shows that family friendliness combined with equal opportunity
has resulted in good effects, including improvement in financial performance,
and that the relationship of the so-called “win-win” will probably be seen in
Japan as well.

In addition, various perception gaps have been found among companies
(persons responsible for human resources management), managers and staff
members. Such gaps are bigger than expected especially in terms of the
awareness of policies and programs, appraisal method and the ideas on
promotion associated with child care leave. This suggests that forcing
companies to introduce WLB policies and programs by law will not help to
solve the issues at all.

The companies of which survey data are used in this paper are considered
relatively ahead of average companies throughout Japan in respect of family
friendliness and WLB. Even in the former companies, there exist such big gaps.
It is, therefore, necessary to promote family friendliness and equal opportunity
based on the assumption that these gaps do exist.

What | have mentioned above is confirmed with matching data. | expect
that this kind of research and study will be conducted on a continuous basis in
the future.

These discovered facts will encourage people to review company theories
that are a base for discussion of various matters. The method of analyzing
behaviors taken by companies before and after legislation and the method of
comparing companies in respect of introduction of a specific program are
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based on the model in which relevant persons in the company act in
accordance with the instructions of their top management. These methods,
therefore, are the orthodox economic models that consider companies as a
“black box and were effective until certain years ago. Thereafter, “organizational
economics” and “the science of business management based on economics”
developed but probably not to the extent that these can theoretically explain
what has been discussed here. What seems important is not to criticize
company behaviors directly but to refine company theories from any various
fields, including social science, economics and business management.

Lastly, 1 would like to refer to the points for implementing and promoting
family friendliness. It is important to discuss the matter at workplaces, using
the “discussion bases” such as labor unions, labor-management meetings and
similar other meetings, not only to introduce the programs but also to let all
related people know and understand the matter. Specific discussion materials
(themes and points) are in such WLB indices as briefly introduced in Section
IV. First know where weak points are in a relevant workplace and let managers
and workers, who know the workplace very well, discuss and determine how
to overcome the weak points.

The above procedure has been daily put into practice in most companies in
Japan. Discussions are being held presently in these companies about how to
allocate or relocate human resources, materials and money on the basis of the
results of survey on market environment changes, aiming to provide customers
with planned products at planned costs.

This procedure is also applicable to the fields of “family friendliness” and
WLB. For example, if an employee wishes (or is supposed to wish) to take a
child care leave, what should be done is just to try to obtain agreement on the
method of reviewing job assignments and the salary and promotion of the taker.
If this was merely an unreturned company cost that results in no profits, only a
few people would be serious about discussing the matter. However, since the
“win-win” relationship, which leads to company profits, is made clear, the
effort will never be fruitless but will certainly result in company development.
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Appendix: Indices of Equal Opportunity and Family Friendliness in
JILPT Survey

++ Equal Opportunity Index
Attitude and policies
Four items for management policies announced by top management
concerning human resources management of regular employees
+ Ten items for efforts related to affirmative actions
Actual status
+ Ten items on employment of female regular employees
Regarding regular employees who have worked for the company for about
10 years, difference between male and female employees in the ratio of the
number of male/female employees who had to change their residence due
to a job transfer to the total number of the male/female regular employees.
Difference between male and female employees in the ratio of the number
of newly recruited male/female regular employees who work in their
companies until their early 30s to the total number of the newly recruited
male/female regular employees.
Female employees ratio: the number of female employees + total number
of male and female employees
Difference in average age between male and female employees
Difference in job tenure between male and female employees

+«¢+ Family Friendliness Indices
Efforts and policies
Five items for management policies announced by top management
concerning human resources management of regular employees
Programs to encourage male employees to take child care leave
Programs
+ Availability of child care leave programs, year of introduction of child care
leave programs and details of current child care leave programs
+ Twelve support programs (including practices) related to child birth and
child care
Actual status
Status of continuous service of female workers
+ Twelve support programs (including practices) related to child birth and
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child care (results of utilization of the programs during the past three years)

Note: The above indices are based on the scoring in which equal opportunity

and family friendliness are given 105 points (50 for efforts + 55 for
actual status) and 89 points (30 for efforts + 30 for programs + 29 for
actual status), respectively. The number of samples is 715.

Additionally, | have tried to make indices for the following items to which

replies decrease in number (the number of samples: 376). Shown below are
items with large samples:

Additional ltems

7
0.0

Equal Opportunity Index

Difference in initial annual average income between male and female
employees

Difference in annual average income at age 35 between male and female
employees

(The number of female assistant managers + the number of male assistant
managers)/(The number of female employees + the number of male
employees)

(The number of female managers + the number of male managers)/(The
number of female employees + the number of male employees)

(The number of female general managers + the number of male general
managers)/(The number of female employees + the number of male
employees)

Ratio of newly recruited female graduates to total of newly recruited
graduates

Ratio of female workers recruited in mid-career to total of workers
recruited in mid-career

Family Friendliness Index

+ The number of female employees who delivered a child during the past

three years

+ The number of female employees who took a child care leave during the

past three years + the number of female employees

+ The number of male employees who took a child care leave during the past
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three years + the number of male employees

References

Abe, Masahiro. 2005. Danjo no koyo kakusa to chingin kakusa [Parity of employment
and salary between men and women]. The Japanese Journal of Labour Studies 47,
no.5.

Abe, Masahiro and Masako Kurosawa. 2006. Ryoritsu shien to kigyo gyoseki [Work-life
balance support and company performance]. In Ryoritsu Shien to Kigyo Gyoseki ni
kansuru Kenkyukai Hokokusho [Report of workshop related to work-life balance
support and business performance], ed. Workshop Related to Work-Life Balance
Support and Business Performance. Issued by NLI Research Institute.

Mitani, Naoki. 1995. Josei koyo to danjo koyo kikai kintoho [Female employment and
the Equal Employment Opportunity Act]. In Nippon no koyo sisutemu to rodo shijo
[Employment system and labor market in Japan], ed. Takenori Inoki and Yoshio
Higuchi. Tokyo: Nihon Keizai Shimbun. Later compiled in Kigyonai chingin kozo
to rodo shijo [Internal wage structure and labor market], Naoki Mitani. Tokyo:
Keisoshobo.

Sato, Atsushi. 2007. Waku raifu baransu to rodo jikan no danryokuka [Flexibility of
work-life balance and working hours]. In 21 Seiki Seikatsu Bijon ni kansuru
Kenkyukai Hokokusho [Report of workshop related to 21st-century life vision],
edited and issued by Denki Soken.

Takeishi, Emiko. 2006. Kigyo kara mita ryoritsu shiensaku no igi [Significance of
work-life balance support programs from companies’ point of view]. The Japanese
Journal of Labour Studies 48, no.8.

. 2007. Waku raifu baransu shisaku to jugyoin no mochibeshon [Work-life
balance programs and employees motivation]. In 21 Seiki Seikatsu Bijon ni kansuru
Kenkyukai Hokokusho [Report of workshop related to 21st-century life vision],
edited and issued by Denki Soken.

Wakisaka, Akira. 2001a. Kintodo no henka [Change in Degree of Equal Opportunity].
In Josei no Shugyo Kodo ni kakawaru Chosa Kenkyukai Hokoku [Report of workshop
related to women’s working behavior], ed. Workshop Related to Women’s Working
Behavior. Issued by Japan Institute of Workers’ Evolution.

. 2001b. Shigoto to katei no kyoritsu shien seido no bunseki [Analysis of

work-life balance support programs]. In Koyo seisaku no keizai bunseki [Economic

analysis of employment policies], ed. Takenori Inoki and Fumio Otake. Tokyo:

University of Tokyo Press.




Implementation and Status of Work-Life Balance Viewed
from Matching Data

. 2001c. Fami fure seido no kibo, gyoshu, chiiki betsu bunseki oyobi henka
[Analysis and change of family friendly systems by scale, industry and region]. In
Josei no Shugyo Kodo ni kakawaru Chosa Kenkyukai Hokoku [Report of workshop
related to women’s working behavior], ed. Workshop Related to Women’s Working
Behavior. Issued by Japan Institute of Workers’ Evolution.

. 2005. Rodo kumiai no josei shisaku ni taisuru koka: Josei shisaku ni rodo
kumiai ha yuko ka [Effect of women’s programs of labor unions: Are labor unions
effective in women’s programs?]. Denki Soken Report, no. 310.

. 2006. Famiri furendori na kigyo shokuba toha: Kinto ya kigyo gyoseki tono
kankei [What is a family friendly company or workplace?: Relationship between
equal opportunity and company performance]. Kikan Kakei Keizai Kenkyu [Quarterly
household economy research], no. 71 (July):17-28.

. 2007a. Ikuji kyushoku, ikuji tanjikan kinmu to jinji koka [Child care leave,

child care short-time work and personnel appraisal]. In 21 Seiki Seikatsu Bijon ni
kansuru Kenkyukai Hokokusho [Report of workshop related to 21st-century life
vision], edited and issued by Denki Soken.

. 2007b. Kinto, famifure ga zaimu pafomansu, shokuba seisansei ni oyobosu

eikyo [Effect of equal opportunity and family friendliness on financial performance
and workplace productivity]. In Shigoto to Katei no Ryoritsu Shien ni kakawaru
Chosa [Survey on support for balancing work and family], Research & Data Series,
no.37, issued by The Japan Institute for Labour Policy and Training.

Wood, Stephen and Lilian M. De Menezes. 2007. Family-friendly, equal opportunity
and high-involvement management in Britain. In The Oxford handbook of human
resource management, ed. Peter Boxall, John Purell and Patrick Wright. Oxford;
New York: Oxford University Press.

Work-Life Balance Group, Gakushuin University Economic Research Institute, ed.
2007. Waku raifu baransu jitsugen ni mukete no shihyo no kaihatsu to katsuyo
hokoku [Report on development and use of indices for realizing work-life balance].

Workshop Related to Work-Life Balance Support and Business Performance, ed. 2006.
Ryoritsu Shien to Kigyo Gyoseki ni kansuru Kenkyukai Hokokusho [Report of
workshop related to work-life balance support and business performance]. Issued by
NLI Research Institute.




Work-Life Balance Strategies for Advanced Companies

Naoki Atsumi
Fujitsu Research Institute

l. Introduction

One of the major issues related to countermeasures for low fertility, is
reevaluating the way of working. However, the number of companies who are
actually promoting work-life balance by encouraging fathers to participate in
raising children or by cutting overtime is still rather small. The attitude that
supporting childrearing yields little return is still prevalent in the business world,
meaning that any ideas about changing the way people work have been put on
the back burner.

I conducted interviews at 300 companies in Japan and 70 western companies
who are known as supporting work-life balance. 1 also did a survey of 3,000
companies in Japan and 500 companies overseas. | identified the top 120
Japanese companies in terms of work-life balance, based on their financial
status and did an analysis of this.

In this paper | will point out some work-life balance strategies for
overcoming the problem of fewer children, based on research conducted both
in Japan and abroad. Firstly, 1 will comment on the current situation of
companies supporting work-life balance in Japan. Secondly, I will explain the
situation of work-life balance in companies overseas. Thirdly, | will mention
things we can learn about work-life balance in the workplace from small and
mid-sized companies.

I1. What We Can Learn from Companies Promoting Work-L ife Balance
in Japan

Although | have had more and more opportunities to give lectures about
work-life balance, I have noticed many people still do not realize that promoting
work-life balance can be good for business. Even in Japan, however, many
companies who have tackled this as part of their business strategies have found
that their businesses have grown. Top business managers are beginning to
realize that promoting work-life balance has good results. With this in mind, I
will comment on the current situation of companies supporting work-life
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balance in Japan by considering the following questions:

(i) What were the circumstances leading to the introduction of work-life
balance policies in Japanese companies?

(if) How can Japan’s work-life balance policies be classified?

(iii) What are the benefits of Japan’s work-life balance policies?

1. Circumstances Surrounding the Introduction of Work-Life Balance

Support in Japanese Companies

Various factors prompted Japanese companies to begin to address the issue
of work-life balance. Interestingly, a downturn in business was one such factor.
As businesses floundered under conventional means of personnel management,
they began to think of innovative ways to change their systems. One issue they
tackled was support for work-life balance. This met with great success,
improving business performance. Three such companies were Matsushita
Electric Industrial Corporation, Nichirei and Benesse. They experienced
extremely poor business results and were forced to completely reevaluate their
management policies. Inclusion of support for work-life balance and working
women in the important pillars of reform led to a dramatic improvement in
business results.

There are more cases of working mothers in managerial positions,
particularly in firms who trade with foreign companies or are foreign owned.
By industry, the companies in Japan who are most advanced in terms of
work-life balance are those in the electrical and automotive industries. One
explanation for this trend could be that top managers in these fields tend to
have a global outlook. Companies who deal in goods related to women and
children are more likely to promote work-life balance from a sense of CSR.
They also tend to consider the viewpoints of consumers and users when
developing products. Public utility companies such as gas, electric and
telephone tend to promote work-life balance because of their vested interest in
the public.

2. Growth of Business as a Result of Tackling Work-Life Balance
Companies who began to promote work-life balance in earnest in the 90s
saw a rise in sales of nearly 30% compared to other companies who saw a drop
of nearly 20% in sales. The same trend can be seen in current profits. Thus, it
can be said there is a correlation between the introduction of work-life balance
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policies and business results. However, there are two ways of thinking as to the
cause and effect of this relationship. Some say, “Business improved because
work-life balance support,” while others say, “Because business was good,
support was given for work-life balance.”

Most managers at ordinary companies tend to have the view that, “Because
business was good, support was given for work-life balance.” However,
interviews conducted by Fujitsu Research Institute (FRI) at companies
promoting work-life balance both in Japan and abroad revealed that managers
at these companies believe their growth in business was a direct result of
tackling work-life balance.

3. Three Steps in Tackling Work-Life Balance

According to a report published by the German government, the results of
a financial analysis of companies supporting work-life balance show that when
investment in work-life balance support is converted to interest, it has a high
annual return of 25%.

Within the past few years, research has been done in Japan, too, to find out
if support for work-life balance can be beneficial to business performance.
There are many who have concluded that there is no clear relationship between
the two. In meetings | have attended, some members say, “There are many
variables involved in the relationship between work-life balance and improved
business performance and even the results of research abroad have not shown a
correlation. It really can’t be said that if you give support to work-life balance,
business performance will improve. It can be said, however, that if support is
not given, it can hurt business performance.”

Some of the analyses of research, both in Japan and abroad, to draw a simple
correlation between support of work-life balance and improved business
performance have been rather crude. For example, a company who extended
child care leave to three years was recognized as a company supporting
work-life balance. However, how many employees take child care leave does
not relate to the company’s business performance.

I believe tackling work-life balance involves three steps (Figure 1). The
first step is including it in employee benefits. The second step is making it a
part of a company’s CSR. The third step is looking at it as a kind of business
strategy. Although step one may not contribute to an improvement in business
performance, as a company moves through steps two and three, its contribution
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Figure 1. Three steps of work-life balance support

Step 1: Step b
Employee Step 2: CSR Business strategy
benefits

will become evident.

4. Short-term Benefits of Work-Life Balance Support: Recruiting the Best
and the Brightest and Keeping Them

Interviews at 260 companies promoting work-life balance both in Japan
and abroad revealed that there is a three-part timeframe involved in tackling
work-life balance to improve business performance (Table 1). The first stage,
which lasts for two to three years, is the time of attracting and hiring the best
workers, fresh out of university. Lately, many company handbooks have been
published, including information about everything from companies’ child care
leave systems to the number of females in managerial positions. These books
are like bibles, not only to female students, but also to male students who are
looking for companies that are easy to work for. There is a tendency for young
people today to place a higher priority on how much free time they have after
work than on salary when looking for a job. The rather free atmosphere of
many companies who support work-life balance is attractive to young people
as employees at these companies tend to be appreciated as individuals, and
there are few with the old-fashioned attitude of “giving up everything for the
company.”

Keeping workers is also beneficial to companies. Since most people have
children in their late 20s or early 30s, it is a great loss to companies if these
workers quit after investing so much in their education and training. Some big
advantages of adopting work-life balance policies are that companies can hang
on to workers or even attract well-qualified workers from other companies.
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Table 1. Effect of work-life balance support on business performance

Three stages

1. Short-term effects (2-3 years) - Recruiting and keeping good workers
2. Mid-term effects (4-6 years) - Using CSR to boost image

- Quality of work improves as workers share
experiences of raising children.
a. Better time management
b. Increased loyalty to company
c. Assessment from viewpoint of consumer

3. Long-term effects (10 years) - Good opportunity to review systems and
structures when there are employee openings.

5. Medium-term Benefits of Work-Life Balance Support: Raising Corporate

Image and Quality of Employees

Over the mid-term (5-6 years), work-life balance support acts as a kind of
good publicity, drawing attention to a company’s fulfillment of CSR, raising
stock value and increasing consumer satisfaction. As employees share
experiences of raising children, the quality of their work improves. One worker
said, “One is always conscious of time when working while raising children. It
has made me manage my time much better.” Increased productivity is a big
merit.

Raising children can also improve one’s ability to multi-task and can even
improve risk management techniques. By this | mean that toddlers are often,
“disasters waiting to happen” and adults around them are always concerned
about what they will do next. This can be great training for avoiding risks and
is useful in business as well. Raising children serves as a kind of managerial
training, especially for women. A comment | often hear is, “Women do very
well from the time they enter the company until they become managers. After
becoming managers, however, they tend not to excel.” For example, some
women who were once admired for their ability to pay close attention to detail
become nit-pickers, causing those around them to stay out of their way. Since
children are by their very nature irrational, looking after them develops patience,
while love for the child makes one kinder and more tolerant of everyone. These
qualities can also be seen in men. | often hear the comment, “He’s really
changed since his child was born, in his attitude to work as well.”

Those working while raising children cannot help but be a burden to the
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company. When a worker receives special treatment or support, he or she will
probably feel a sense of obligation and may say, “I really appreciate this
support. When my children are bigger, 1’d like to be able to repay this debt.”
This is a way to build loyalty to the company and also to increase work
productivity.

Unfortunately, exactly the opposite is happening in the average company in
Japan. In other words, many businesses have a cool attitude to those who want
to work while raising children so employees lose their passion for work and
end up quitting. Others may stay on just for the sake of a job.

An important medium-term benefit of work-life balance support for
manufacturers is being able to reevaluate products from the eyes of the
consumer. Presently, it is said that women hold 80% of purchasing power for
services and products. Child care leave provides a great opportunity for workers
to reevaluate products. One manufacturer of kitchen and bathroom fixtures
invited those on child care leave to voluntarily write an assessment report. One
female employee wrote a report outlining ways to improve a company product.
Because of her suggestions, the newly improved product became a bestseller.
The company was so pleased, it made her one of the core members of its
product development team when she returned to work.

6. Long-term Benefits of Work-L ife Balance Support: Changing the Corporate

Culture, Reassessing the Organization and Structure of Operations

The biggest long-term benefit of work-life balance support is
transformation of the corporate culture through a complete review of the
organization and structure of operations. Implementation of work-life balance
support should not be seen as a hindrance, but should be seen as a chance for
businesses to reevaluate all areas of operation. The time of child care leave or
shorter working hours is not a period of unemployment. It is a time when
workers can calmly and objectively reassess their work. Allowing workers to
“think outside the box™ is a way for them to gain valuable knowledge, and the
corporate culture will be changed greatly as a result.

This does not mean we should only show appreciation for workers on child
care leave. The same care should be shown to new recruits, part-timers or
retirees who have been rehired. Rather than viewing these workers as back-ups
or subordinates, we should see them as multi-faceted human resources. By
drawing on the various attributes and knowledge of all employees, not only
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Figure 2. Improving business performance by reviewing systems
and structures

Business performance Work-life balance policies

improve improve

Review of systems and structures

those with children, the company will grow and thrive in a vibrant work
environment.

Reviewing the organization and structure of operations will help to improve
business performance (Figure 2). Work-life balance support is not the sole
responsibility of management but is something all members of a company
should think about. A well balanced work environment is a barometer to a
company’s efficiency.

FRI did a survey of 3,000 companies to find out to what extent review of
operations affected their work-life balance policies or whether there was a
correlation between companies who carried out assessment and those who did
not and their increase or decrease in sales (Table 2). Results of the survey
showed that when there is a review of overlapping of business within
departments and authority is delegated, the effectiveness of work-life balance

Table 2. Use of work-life balance policies and review of systems
and structures

The Improvement Top 10
Review of overlapping between departments
Review of power of management
Division of decision making
Dlegation of work
Review of work of management and ordinary employees
Integration of departments
Flat hierarchical structure
Intranet and IT systems
. Promotion of cost efficiency
10. Outsourcing of business
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policies increases. Companies who get rid of unnecessary operations and limit
the authority of management, improve their business performance. In other
words, if reviews are carried out across the board, work-life balance and
business performance improve, an example of the proverbial “killing two birds
with one stone”

Companies who still believe they cannot justify the cost of supporting
work-life balance should change their way of thinking. When the business
environment is tough is the time to implement work-life balance policies. As
the workforce decreases, how well a company can recruit and keep good
workers will be the key as to whether they will sink or float. Providing support
for raising children will be common sense from now on. A company’s business
performance will be directly affected by how quickly it realizes this.

I11. Things We Can Learn from Companies Abroad about Promoting
Work-Life Balance

1. British - American and Continental European Work-L ife Balance Styles

There are two major divisions in the way of tackling work-life balance.
One is the British-American style and the other is the Continental European
style. In the United States and Britain, the government does not play an active
role in work-life balance support. Instead, companies who realize the merit of
such policies actively promote them by establishing child care facilities, child
care leave systems and by giving financial aid.

In Continental Europe, the central and local governments are at the core of
implementing work-life balance support. The government is especially
responsible for development of the infrastructure for child care and nursing
care services. Companies introduce work-life balance programs in accordance
with the law and as a part of their CSR.

2. Japan Follows the British-American Style of Work-Life Balance Support

According to business owners and personnel managers interviewed by FRI,
the central and local governments in Japan are not particularly active in
promoting work-life balance so that the present situation resembles that of
Britain and the United States. There are three ways of thinking as to whether
the government or businesses should be responsible for tackling work-life
balance. The first is since the government cannot be counted on where this is
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concerned, individual companies should make their own policies. In other
words, companies supporting work-life balance who know the merits of such
policies, including attracting better workers, will continue to promote it even if
the government does not act.

The second way of thinking is that the government should take the lead in
establishing work-life balance policies. If not, there is a concern that only large
corporations will set up such programs. If companies are obligated by law,
under the leadership of the government to do so, it will be one way for work-life
balance to permeate society. The Ministry of Health, Labour and Welfare
strongly supports this view.

The third way of thinking is for businesses, the government and the
community to join hands in a cooperative effort to tackle work-life balance.
This is a departure from the idea that either businesses or the government
should be in charge, but emphasizes the role of the community. The Cabinet
Office and the Ministry of Economy, Trade and Industry support this view.

| believe that there are limits to having either businesses or the government
take the leading role in tackling work-life balance. From now on, businesses,
the government and communities should cooperate with the synergetic effect
of promoting a Continental European style of work-life balance support. At the
same time, we can learn from the British-American style, led by the private
sector with its system of public commendations.

As an example of the Continental-European style, | will describe some
things we can learn from companies in Sweden. As an example of the British-
American style, I will mention some things we can learn from British
companies.

3. Japan and Sweden at Opposite Ends of the Spectrum in Ease of

Raising Children

In 2003 and 2004, Sweden was number one in the “Mother Index Ranking”
of countries where it is easiest for mothers to raise children. This is a ranking
done by the NGO, “Save the Children” based on how countries score in terms
of benefits to mothers and children. In 2002, Japan ranked 25th among
developed countries, below Kazakhstan and South Korea, in the same ranking.

In another ranking done by the OECD, the “Index of Work-Life Balance,”
Japan placed second to the bottom, just above Greece. Greece, by the way, is
known as a country where many men spend months at sea while women are
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Figure 3. Work productivity levels of Japan and European countries
(1990-2002)

Source: OECD Council of Europe, Recent demographic developments in Europe 2003 (2004).

often in charge of the home and old-fashioned values are deeply instilled.

Sweden, which ranks higher than Japan in terms of how easy it is for
women to work, also has a high rate of work productivity (Figure 3). Many
people in Japan find it hard to believe that many European countries, including
Sweden, have a higher rate of productivity than Japan.

4. Companies Realize Work-Life Balance Is an Investment with High Returns

Why do Northern European countries have higher work productivity rates
than Japan? To find the answer to this question | went to Sweden and other
North European countries in 2004 and 2005 and interviewed workers at 20
companies. Before visiting Sweden | thought that because Sweden is known
for having good welfare benefits and high taxes, | hypothesized that individual
companies would not provide extra benefits for work-life balance. My guess
turned out to be completely wrong. In Sweden, workers receive 80% of their
salary from the government during parental leave. This is much higher than the
40% workers presently receive in Japan (from now on it may be raised to 50%)
(Figure 4). Results of a labor union survey show that 80% of workers in
Sweden are not satisfied with this amount and many large corporations are
increasing this amount. When asked why they are increasing benefits, a
company official said, “If good employees lose income during parental leave,
they may be tempted to go to another company. Increasing benefits is necessary
to prevent this from happening. It is also a way to attract better workers.”
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Figure 4. Income during parental/child care leave of employees in Japan
and Sweden

Income during parental/ Source of income
child care leave

Japan  40% (365 days) Labor and management split cost of
unemployment insurance (2% of wages,
out of this, 25% goes to child care

leave).
Sweden  80% (390 days), after that Business contributes to social security
approx. 180 Swedish kronor (2.2% of wages)
(2,700 yen)day
100 T -~ Lost_':' ------- .
80 - Income =™ income
supplemente
60 by company
Income 100%
40 80%
20 - 40%
Usual income Income during Income during
parental leave child care leave
Sweden Japan

Taking parental leave is par for the course in Sweden and all companies
have parental leave plans. Nearly 90% of women and 80% of men take parental
leave. By contrast, the number taking child care leave in Japan is low. Only
60% of companies in Japan have child care leave plans and 0.5% of male
employees take child care leave. The latest figures show that even this number
is dropping.

Even more surprising is how many workers in higher level positions in
Sweden take parental leave. Before | went to Sweden, although | knew the rate
of those taking parental leave was high, | assumed this meant that it was high
for civil servants, but that it was lower for those, particularly in management
positions, at private companies. | was wrong about this, too. There is no
difference between the public and private sector in the number of those taking
parental leave. Since parental leave systems were established 30 years ago,
workers who are now in management positions have benefited from these
plans, so the rate of those taking parental leave among both male and female
managers is higher than that of ordinary workers. Even though they take
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parental leave, they still advance in their careers. When asked to explain this
phenomenon company officials said, “Balancing work and family life raises
the quality of employees. They must be able to manage their time so that their
work productivity rises.” In a survey of Swedish employees, the number who
said their work productivity rose was four times higher than those who said it
had dropped.

Many business owners in Japan still believe child-raising support is costly,
and 70% of working women quit when they become pregnant or have children
because of lack of support. When Swedish company officials were asked if
they worried about the cost of supporting child-raising, they said, “It’s not
about the cost. It’s an investment with guaranteed high returns. If many
well-qualified women quit, isn’t the cost to the company even higher? Why
don’t clever Japanese business owners realize this?”

Belief that work-life balance support improves business performance is
shared by business owners in western companies. Whether the company is
well known internationally like Volvo or Eriksson, or a small or mid-sized
company with only a few employees, they are always thinking of ways to raise
productivity rates and get the most out of their employees. Since the 1990s,
average productivity growth rates in Northern European countries have been
much higher than Japan’s.

| believe Japan can learn many things from the various approaches Sweden
has taken, both in the public and private sector. In the following passages | will
carefully examine some of these ideas, based on the results of a survey taken at
500 Swedish companies and on the findings of interviews conducted at 50
British, American and French companies.

5. Little Loss of Promotion at Western Companies

There are three major losses to consider concerning child care leave. These
are: loss of income, loss of promotion, and loss of knowledge of business
operations. Since 40% of income is covered during child care leave in Japan,
there is a 60% income loss. As | said earlier, Sweden’s benefits are much more
generous. Next is the problem of loss of promotion upon returning to work
from child care leave. There are basically three types of assessment for
employees on child care leave. The first type is a “performance-based grading
system” based on seniority, where promotion and pay raises during child care
leave are delayed. The second type is “result-based.” Promotion and pay raises
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are delayed when there are no results, but it is possible to catch up. The third
type is “ability-based” and since it is unlikely that ability drops during child
care leave, promotion and pay raises are not delayed.

Most companies supporting work-life balance in Japan use the first two
types of assessment, “performance-based” and “result-based,” so promotion
and pay raises are delayed during child care leave.

The third loss, loss of knowledge of operations, happens because the work
situation at companies changes daily, leaving those on child care leave, “out of
the loop.”

Employees at Swedish companies do not suffer the same loss of promotion
as workers in Japan. Even if they do, they can catch up when they return to
work (Figure 5). Ten percent of Swedish companies even raise the grades of
employees on parental leave. For example, it is possible for an employee who
was given a “C” before parental leave to be given a “B” during leave. | found
this surprising. Company officials explained this by saying, “Child-raising

Figure 5. Little loss of promotion during parental leave
at Swedish companies

Question: How do you assess employees during parental leave?

[ Assessed the same as
other employees
B Assessed more positively

N" than other employees
77 1" No assessment

M Assessed negatively

0 20 40 60 80 100 (%)

Question: Is it possible to make a recovery with regard to promotion after
parental leave?

Agree strongly
B Agree

O No opinion

Disagree

B Disagree strongly

0 20 40 60 80 100 (%)
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shows a kind of social awareness and we give higher grades for this just as we
do for volunteer work. Employees become better workers by raising children
so they are given better grades.”

Swedish companies have very good communication with workers on
parental leave (Figure 6). Although Japanese companies tend to leave
employees who are on child care leave alone so they can devote themselves to
child-raising, this practice may, in fact, be detrimental to their needs.
Employees may feel isolated or anxious about returning to work if there is
absolutely no communication with the company. Having a system where
employees are kept informed about what is happening in the company may be
one way to limit the loss of knowledge of operations.

Flexibility of time and place of work is also important. According to the
survey, more than 50% of Swedish companies use computers and mobile
phones for employees to access company information or have flexible times
for meetings (Figure 7). Telework is what makes flexibility of time and place
of work possible. There is a correlation between countries using telework and
higher birthrates (Figure 8). Since Japan’s level of broadband technology is
equal to that of Northern European countries, flexibility of place and time of
work should be possible and may help lead to a recovery in the birthrate.

Figure 6. Communication between employer and coworkers is important
during parental leave

Question: Does your company have its own support systems for employees
with children? If so, what are they and how are they used?
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Figure 7. Importance of flexibility of place and time

Question: Does your company have its own support systems for employees
with children? If so, what are they and how are they used?
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Figure 8. Rate of use of telework and correlation to the fertility rates
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6. American Companies Tackle Work-L ife Balance as a Business Strategy

As | said earlier, American and British companies consider their employees’
home lives when thinking about the work environment. American companies
especially, seeing the merits of such efforts, including increased productivity,
have actively played a role in setting up onsite child care facilities, child care
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leave plans and various means of financial support. The recession of the 1980s
triggered this response. At that time, American companies hoping to win in the
fierce competition against other companies looked at ways to attract
well-qualified workers, regardless of race, sex or marital status. The better
qualified the employees were, the more they considered the importance of
work-life balance when looking for or changing jobs. As a result, companies
began to hammer out “family-friendly” policies to attract better workers.
Corporate downsizing in the 1990s undermined employees’ loyalty to the
company as they could no longer count on lifetime employment and instead
worried about whether or not they would be the next targets of restructuring.
Employees lost their motivation and productivity decreased, causing business
performance to drop. Cutting costs through downsizing was not as effective as
expected. American companies realized they needed to do something to
encourage the precious remaining employees and to increase productivity.
They changed their “family-friendly” policies which affected only those with
children, to “work-life balance” policies to meet the needs of all employees.

7. British Companies Compete in a Ranking in the Private Sector

In the fall of 2006, | went to England to visit 40 companies supporting
work-life balance and acquired some very useful information. As | said before,
in the British-American style of family policy, the government, as a rule, does
not intervene in peoples’ personal lives. However, companies in Britain
compete with each other in tackling work-life balance. Why is this? Two of the
driving forces behind this competition are rankings by the Sunday Times and
the Financial Times of the “100 Best Companies to Work for” and the “50 Best
Workplaces.” Although many countries have similar rankings, England’s is
different because it is not based entirely on information provided by companies,
but is based on a survey of employees whose anonymity is guaranteed. Since it
is a much more honest survey, it reflects the true situation and placing high in
this ranking has become a kind of status symbol. Companies who place high in
this ranking are flooded with job applications, and there are cases where
companies have saved several hundred thousand pounds in advertising by
being included in it. Every year, the competition gets stiffer as more and more
companies try to place, while companies who place high one year may not
make it in the following year.
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8. Reflecting the Voices of Employees Is Crucial

Although the Sunday Times and the Financial Times preside over the
ranking of British companies, the actual survey is carried out by independent
think tanks or NPOs. Companies who want to be considered, present essential
data, usually a few pages, along with the names and contact information of all
employees. The survey agency picks employees at random from the list and
sends them a survey. Their answers are compiled on the Web and go directly to
the survey agency. The presiding body sets up an assessment committee who
meets with company officials and personnel staff and asks them to do a
presentation about what they are doing to make their companies easy to work
for. This is followed by a question and answer session. In one assessment, 80%
of the grade was based on the answers given in the employees’ survey and
20% was based on the companies’ presentations. Because the survey is
extremely detailed, it is very costly. The Department of Trade and Industry
pays for part of the cost as do companies who want to be evaluated and the
presiding body pays the remainder. Every year, the publications containing the
rankings sell like hotcakes which no doubt covers the cost involved. | really
hope Japan will start this kind of system.

IV. Things We Can Learn from Small and Mid-size Companies

Is it really true that small and mid-size companies are behind the times in
their working conditions? It is often said that working conditions at small and
mid-sized companies make it difficult to work while raising children.

The Next Generation Act requires companies with over 300 employees to
make efforts to tackle work-life balance in their plans of action. However, this
law is not very effective for small and mid-size companies. It is true that small
and mid-size companies are not as advanced as large corporations as far as
having child care leave systems or systems to improve work-life balance.
However, it is premature to conclude that these companies are behind the times
in their working conditions. In some ways, work-life balance is made even
easier just because the companies are smaller.

FRI visited 50 small and mid-size companies in England and 100 companies
in Japan to study the various ways small and mid-size companies are tackling
work-life balance. We held interviews and did surveys, both of the companies
(2,500 samples) and of employees (4,500 samples). An analysis of the results




Japan Labor Review, vol.4, no.4, Autumn 2007

of the surveys showed that the commonly-held belief that small and mid-size
companies are lagging in terms of work-life balance is one-sided and
misconstrued.

1. Small and Mid-size Companies Suited for Work-Life Balance
The following features related to work-life balance stood out in the results

of the surveys:

(i) A large number of respondents said work-life balance was easier at
smaller companies.

(if) The number of female employees going back to work after giving birth
was high.

(iii) Serve as a place of reemployment for women who quit their jobs to raise
children.

(iv) Although they may not have work-life balance systems, as such, they do
have flexibility.

(v) Female employees of small and mid-size companies have more children.

The data regarding the number of children is interesting. Because women
at small and mid-size companies tend to be older than those at large corporations,
they tend to have more children. To get rid of the effect of age of employees, it
is useful to consider the total fertility rate, that is, how many children a woman
employed at a company from the age of 15 to 49 would give birth to. | was
able to calculate the total fertility rates at several companies and found that
these rates were much higher at small and mid-size companies than at large
corporations. There was also a tendency for total fertility rates to be remarkably
higher at small and mid-size companies supporting work-life balance. Actually,
there is no big difference in total fertility rates at large corporations supporting
work-life balance and ordinary large corporations. This is because many
employees at large corporations supporting work-life balance have one child,
but few have two or more children. At small and mid-size companies, however,
there were several with total fertility rates of 2.0.

2. Factors That Contribute to Making Work-Life Balance Easier at Small
and Mid-size Companies
The following five factors contribute to making work-life balance easier at
small and mid-size companies:
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(i) Assessment based on ability with little loss of promation
(if) Flattened corporate hierarchy

(iii) Proximity of workplace

(iv) Workplace atmosphere accommodating of children

(v) Diverse approaches to utilization of women

(i) Employees at small and mid-size companies are not as concerned about
loss of promotion when taking child care leave or working shorter hours. This
is because personnel managers at these companies assess employees by ability,
based on long-term personal relationships. Also, by nature, small and mid-size
companies have fewer job transfers so workers stay at the same job for a
longer period of time. The presence of co-workers who know the employee’s
ability is a big plus, especially when a worker returns to the job after child care
leave. Knowing workers’ abilities allows managers to assess them accurately
and helps to make work-life balance easier.

(ii) Large corporations tend to have a pyramid-style structure with
positions finely defined. Workers are promoted quickly so that a two- or
three-year absence from the job affects promotion. Most small and mid-size
companies’ structure is flat so that a short period of leave does not greatly
affect promotion.

(iii) Employees of small and mid-size companies have shorter commuting
time than those at large corporations.

(iv) Because the atmosphere at small and mid-size companies tends to be
family-friendly, workers feel more comfortable bringing their children to work.

(v) There are both traditionally male-dominated companies and companies
with mainly female workers. Smaller companies tend to have more diverse
approaches to the utilization of women than do large companies. The more
women employees, the more work-life balance is addressed.

3. Flexible Thinking at Small and Mid-size Companies

When one machine parts maker with 40 employees found out an employee
was planning to take child care leave, the whole company took a complete
inventory. The purpose was eliminating waste rather than replacing the employee.
As a result, the company was able to cut waste significantly, improving its
business performance.

When one top researcher at another company announced she was taking
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child care leave, it created a very difficult situation. However, she ranked tasks
in her work by level of difficulty, assigning the easier tasks to a temp worker
and training her co-workers to take over the more difficult tasks. When she
returned from child care leave, another worker continued to do her easier tasks
and she did the more difficult ones. This resulted in increased productivity of
the top researcher, as well as improving business performance as this way of
working spread to other areas in the company.

We can see from these two examples that work-life balance support does
not have to be detrimental or costly, but can be a chance for companies to
change for the better.

4. New Countermeasures for Low Fertility Modeled after Small and

Mid-size Companies

Until now, countermeasures for low fertility at large corporations have
centered on setting up child care leave systems. The Ministry of Health,
Labour and Welfare seems to believe that support for work-life balance can be
secured by promoting these systems and by having companies put their plans
of action on paper. However, work-life balance cannot be put into practice just
by submitting documents. Small and mid-size companies are more likely to
have innovative and dynamic approaches with more flexibility than “plans of
action.” Submitting documents is not the way to get a grasp on the situation.
We can learn a lot by visiting small and mid-size companies, talking to their
managers and feeling the atmosphere of the workplace.

With this in mind, | vigorously continued the interviews. | soon realized
the futility of pushing the large corporations’ style of countermeasures for low
fertility on small and mid-size companies. | have heard that the Ministry of
Health, Labour and Welfare is thinking of changing the criteria that companies
with over 300 employees submit plans of action for work-life balance support
to include companies with fewer employees. | have serious doubts about the
effectiveness of this. From now on, what we really need are new countermeasures
for low fertility modeled after small and mid-size companies (Figure 9). These
measures should include:

(i) Assessment based on ability

(if) Flattened corporate hierarchy

(iii) Close proximity of workplace

(iv) Workplace atmosphere accommodating children
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Figure 9. Relationship between size of company and ease
of work-life balance
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(v) Set number of women in management positions
(vi) Delegation of work and reexamination of cases of overlapping between
departments

If we look at large corporations as made up of different business parts, they
are not that different from small or mid-size companies in terms of numbers of
employees. It follows that large corporations can model their countermeasures
for low fertility after small and mid-size companies’ policies.

Large corporations should not force their branch offices to have the same
policies as the head office, but should delegate authority to branch managers so
that branches will compete in implementing work-life balance. New
countermeasures, on a smaller scale, should be sought from now on.

V. Conclusion

To reiterate a point made earlier, companies who have reviewed their
systems and structures have made progress in work-life balance, as well as
seen an improvement in business performance. This is because reassessment
has resulted in increased productivity of individual workers as well as increased
effectiveness of entire systems. That is to say, the essence of work-life balance
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is reassessing operational systems while motivating employees leading to
increases in productivity of both individuals and entire teams.




Analysis of Work-Child Care Balance of Male Workers
in Japan and Their Desires to Take Child Care Leave
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I. Introduction

1. Purpose of This Paper

In this paper, | will analyze the current status of programs for supporting
employees balance work and child care (work and child care balance support
programs) in workplaces, focusing mainly on the male employees who need to
care for their children, and based on this analysis, | will analyze the desires of
the male employees, who are in potential need to take child care leave (or are
assumed to have a child in the future), to take child care leave.

In Japan, there are almost no male child care leave takers and therefore it is
impossible to analyze the male child care leave takers. The purpose of this
paper is, instead, to explore the factors that encourage male employees to take
child care leave and to participate in child care utilizing the work and child
care balance support system.

2. Political Efforts by the Japanese Government and Current Status of
Child Care Leave Taken by Male Employees

In Japan, since the “Child Care Leave Act” was enforced in 1992, it became
possible for both male and female employees of all companies in Japan to take
leave for child care. Since then, the repeated revision of the law has resulted in
the current “Child Care and Family Care Leave Act, namely Act on the Welfare
of Workers Who Take Care of Children or Other Family Members Including
Child Care and Family Care Leave” improving work and child care balance
support programs. Behind this, there is the reduced birthrate that has become
serious since the 1990s, and the “Child Care and Family Care Leave Act” has
been positioned as a main countermeasure against this issue.?

One of the important issues in the “Plans to Support Children and Child

This paper is written on the basis of the revisions of and additions to Chapter 8 of
The Japan Institute for Labour Policy and Training (2006).

For the history of establishment of child care leave act and its development thereafter,
refer to Chapter 1 of The Japan Institute for Labour Policy and Training (2006).
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Care” announced by the Cabinet Office Council on Measures for Society with
Decreasing Birthrate (chaired by the Prime Minister) in 2004 is the suggestion
“2. Review of work and child care balance support programs and ways of
working.” It has raised specific items such as “(1) Promotion of more active
efforts in companies, etc.” *“(2) Promotion of efforts for child care leave system,”
“(3) Promotion of male participation in child care,” and “(4) Implementation
of the way of working in harmony with private life.” The implementation of
these items requires companies to introduce, refine and make all employees
aware of work-life balance support system, including a child care leave system,
more extensively (according to the meeting for social countermeasures to
falling birthrate, 2004: 6-9).

In the “Plus One Measures for Decreasing Birthrate” prepared by the
Ministry of Health, Labour and Welfare in 2002 and the above-mentioned
“Plans to Support Children and Child Care (2004)” prepared by the Cabinet
Office Council on Measures for Society with Decreasing Birthrate, the target
ratio of male child care leave takers was set as 10%, which attracted great
public attention.

Despite these government efforts, however, almost no child care leave has
actually been taken by male employees. For example, the ratios of male child
care leave takers in the fiscal year 2005 were 1.0% in the case of general male
workers of the national government (National Personnel Authority, Employees
Welfare Bureau, 2006) and 0.5% in the case of private companies (Ministry of
Health, Labour and Welfare, 2006). These ratios are very small and therefore it
is generally considered that the subjects of child care leave system are solely
female regular employees.®

Since it is not possible to take child care leave unless workers request, the
low ratio of male child care leave takers would be reasonable if male employees
did not wish to take child care leave. However, according to the monitoring
survey by NLI Research Institute, 35.8% of those male employees who are
over 20 years old and younger than 40 years old and have a wife and a child
younger than 6 years old, wish to take child care leave if they have another
child in the future. Moreover, the male employees who wish to take the child

% This paper does not deal with family care leave. As supplementary information, the

ratio of male family care leave takers is 0.02% in private companies (Ministry of
Health, Labour and Welfare, 2006).
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care leave during 8 weeks after child birth,* which they are allowed to take
regardless of whether there is a child care leave system or not, reach as high as
51.1% (NLI Research Institute 2003, 157-58).

Meanwhile, the ratios of male and female employees who know that male
employees are allowed to take child care leave during 8 weeks after child birth
are as low as 34.1% and 41.2%, respectively, which indicates that both male
and female employees do not know that they are allowed to take child care
leave during 8 weeks after child birth (NLI Basic Research Institute 2003, 158).

Based on these survey results, Sato and Takeishi (2004) raise the following
problems as the reasons why the ratio of male child care leave takers is low
despite the fact that the ratio of male employees who wish to take child care
leave is not so low: (1) Only a small number of male employees know that
child care leave system is applicable to them as well, (2) perception that child
care is a role of mother, (3) feeling of resistance in workplaces, (4) many male
employees are engaged in important jobs, (5) fear about its effect on promotion,
(6) the system does not allow male employees to divide child care leave or
income is not guaranteed during the leave. Sato and Takeishi (2004) point that
in order to encourage male employees to take child care leave, it is important
for companies to make it easier to take leave by increasing the acceptance of
and promoting male child care leave takers step by step.

In this paper, based on the above, | will study the reasons for the big gap
arising between the number of those who wish to take child care leave and the
actual ratio of male child care leave takers, first by analyzing the current status
of work and child care balance support system in workplaces and the desires of
the male employees, who are in potential need to take child care leave (or are
assumed to have a child in the future), to take child care leave, and I will
discuss the factors that encourage male employees to take child care leave and
to participate in child care utilizing the work and child care balance support
system.

* The child care leave during 8 weeks after a wife’s childbirth can be taken even in the

case that a labor agreement states male employees are not allowed to take child care
leave in the case that their wife is a full-time housewife. Therefore, male employees
are legally allowed to take child care leave during 8 weeks after their wife’s
childbirth regardless of availability of child care leave system.
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3. Data Used

The data used in this paper are from the “Survey on Work and Life”
conducted by The Japan Institute for Labour Policy and Training (JILPT), an
independent administrative agency, in June and July of 2005. This sample
survey was conducted by visiting each and every one of the 4,000 men and
women at age between 30 to 54 years old and conducted in two-stage stratified
random sampling method. The data collection ratio was 57.9%.

Chapter Il of this paper will cover male employees and the male employees
who have a wife and the youngest child of age between 0 and 12. In Chapters
Il and 1V, | will analyze the male employees who are “unmarried,” “married
with no child” or “married with the youngest child of age 0-12” and reply that
they “will have a child in the near future,” “will have a child sooner or later,”
or “do not know when,” considering these employees as those who are
potentially in need of taking child care leave (hereinafter referred to as the
“male employees in potential need”).

I1. Current Status of Work and Child Care Balance Support System
from the View of Male Employees

1. Availability of Work and Child Care Balance Support System

Figure 1 shows the results of checking whether there is any work and child
care balance support system,® which is stated in the Child Care and Family
Care Leave Act, in the companies of the male employees covered by the “Survey
on Work and Life.” Figure 1 also shows the results of the “Basic Survey on
Women’s Employment Management” conducted by the Ministry of Health,
Labour and Welfare in the fiscal year 2005 covering approximately 10,000

® In this paper, the “work and child care balance support system” refers to the child

care leave system (Articles 5 to 9), child nursing care leave (Articles 16-2 and 16-3),
system for limiting overtime work (Articles 17 and 18), system for limiting late-night
work (Articles19 and 20), and measures for reducing working hours (Articles 23 and
24) in the Child Care and Family Care leave Act.

As measures for reduction in working hours, business owners are obligated to make
efforts to apply to the employees who have a child younger than 3 years old, one of the
following measures: “short-time work system,” “flex time system,” “adjustment of
work start-time and finish-time,” “no overwork,” and “establishment and operation
of child care centers or provision of similar facility,” and to apply the above measures
for reduction in working hours to the employees who have to take care of their child
of age from 3 up to the school age.
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Figure 1. Availability of work and child care balance support system
(multiple replies) %
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private companies with 5 regular employees or more.

According to the “Survey on Work and Life,” companies having “child
care leave system” have a share of approximately 40%, the highest percentage,
and companies having other type of systems or facilities have a share of less
than 10%. As each employee is asked in this survey whether his company has
such a system or not, some male employees of the companies may have replied
that “there is no such system” or they “do not know.” The total of the male
employees who reply that “there is no such system” and those who reply that
they “do not know” exceeds 45%, a very high percentage. This is considered
as the results of the fact that the male employees are not fully aware of the
availability of a work and child care balance support system.

According to the “Basic Survey on Women’s Employment Management,”
the companies which reply that “child care leave system is available” have a
share of approximately 60%, the highest percentage, followed by approximately
30% of those who reply that “a system for child nursing care is available,” and
those who reply that “a short-time work system is available.” Those who reply
other systems are available account for less than 30%. Thus, the current status
in Japan is still far from the situation where any employees, including male
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employees, can participate in child care utilizing a work and child care balance
support system.

It is not possible to simply compare the results of the “Survey on Work and
Life,” which was done on individuals, and the results of the “Basic Survey on
Women’s Employment Management,” which was done on companies. If we
compare the results of both surveys for reference, however, the ratios of the male
employees who reply in the “Survey on Work and Life” that there are a “child
care leave system,” “short-time work system,” “system for child nursing care
leave,” “system for adjustment of working start-time and finish-time,” and
“system for exemption of overwork and holiday work™ are lower than the
ratios of the companies that reply in the “Basic Survey on Women’s
Employment Management” that “there is such a system.” This indicates that
the male employees are not fully aware of the work and child care balance
support system so that they may think that the system is only applicable to
female employees and that they have nothing to do with the system.

According to the above results, it can be said that the work and child care
balance support system has not yet been refined to the extent that any employees
(including male employees) are able to participate in child care utilizing such a
system and that male employees themselves have not yet adopted the notion of
utilizing the system to participate in child care.

2. The Ratio of Those Who Took Child Care Leave When Their Youngest

Child Was Born and Reasons for Not Taking the Leave

Next, in the male employees who have the youngest child of age 0-12
covered by the “Survey on Work and Life,” a question is asked whether they
took child care leave when their youngest child was born (refer to the figure
shown above the dotted line in Figure 2). Of the male workers who were
employees at the time of pregnancy, only four persons, or only approximately
1%, took child care leave.

When a question is asked to the male employees who did not take child
care leave on why they did not (refer to the section below the dotted line in
Figure 2), approximately 30% of them reply that they “did not need to take the
leave,” or that “there was no child care leave system in their workplaces.” In
addition, some of the male employees reply that they “did not know that there
was a child care leave system,” “the child care leave system was not applicable
to them,” or “there was a child care leave system but whether it was applicable
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Figure 2. Male employees who took child care leave for their youngest child
and reasons for not taking the leave (multiple replies) %

0.0 20.0 40.0 60.0 80.0

Male child care leave takers (employees at pregnancy)

There was no child care leave system in the workplace. 30.6
I did not know that there was a child care leave system.
It was not easy to use the child care leave system.

| thought that taking the leave would cause colleagues inconvenience.

| thought that taking the leave would adversely affect my promotion.
Male employees
who did not take
the leave and
reasons for not
taking the leave
(n=307)

I was afraid | would not be able to adapt to work after return from the leave.
| though it difficult to get my boss's understanding.

I did not want to have my salary reduced.

| did not need to take the leave.

Others

30.9

No reply

Not applicable

| did not know if | was applicable.

Married male employees who have the youngest child of age 0-12
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to them or not was unclear.” It is considered that these male employees were
not at all involved in the decision to whether to take a child care leave or not
and that it never occurred to them to take the leave.

Although such reasons as “I thought that taking child care leave would
cause my colleagues inconvenience,” “I thought it difficult to have my boss’s
understanding,” and “I did not want to have my salary reduced by taking the
leave” are generally raised as the factors that prevent male employees from
taking child care leave, these factors were actually not much mentioned by the
respondents as reasons for their not taking child care leave, even though the
survey allowed for multiple replies. In this respect, the results suggest that
their awareness of the child care leave has not yet reached such a level.
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Figure 3. Adjustment of work and leave taken for child care (regardless
of the availability of child care leave system)

%
0.0 10.0 20.0 30.0 40.0 50.0

Male employees who had some work adjusted 3.7

Male employees who took child nursing care leave

Married male employees who have the youngest child of age 0-12
(Employees both at present and at pregnancy n=353)

3. Adjustment of Assignment and Leave Taken Because of Child Care

Subsequently, in the male employee who have the youngest child of age
0-12 and are employees both at the time of pregnancy and at the present time,
a question is asked on whether they had their assignment adjusted before their
youngest child entered an elementary school because of child care and
regardless of the availability of child care balance support system (Figure 3).
As a result, approximately only 4% of them reply that they had their work
adjusted.® In Japan, an extremely small number of male employees try to have
their work adjusted in order to participate in child care.

When a question is asked to them on whether they took leave for nursing
care when their youngest child was sick (Figure 3), 37.1% of them reply that
they did so, showing that many male employees had such experience in
comparison with the situations in former questions.

Thus, in Japan, only a small number of male employees are involved in
child care by taking child care leave, utilizing a work and child care balance
support system, or having their work adjusted regardless of whether or not
such a system is available, and some of them merely take leave only when
their children are sick. This represents the current status of work-child care
balance of Japanese male employees.

®  Specifically, “no overwork,” “reduced regular working hours,” “no holiday work,”

“adjustment of working start-time and finish-time,” “flex time,” “stay-home work,”
“changes in work,” etc.
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I11. Analysis of Desires of Male Employees in Potential Need to Take
Child Care Leave

In the preceding chapter, it is found that only a small number of male
employees try to participate in or participate in child care by taking child care
leave or utilizing other types of work and child care balance support system. Is
this because they do not wish to do so or because they do not have such a
desire?

In this chapter, 1 will analyze the male employees who are “unmarried,”
“married with no child” or “married with the youngest child of age 0-12” and
who reply that they “will have a child in the near future,” “will have a child
sooner or later,” or “do not know when,” considering them as “male employees
in potential need” to take child care leave. This is because it is considered
difficult for the male employees, who reply that they “will not have a child,” to
accurately answer the question of whether they wish to take child care leave.

As for the male employees who wish to take child care leave, the number
of those who “wish to take it” and those who “wish to take it if possible” are
tallied up together as those who “wish to take it (total),” while the number of
those who “do not wish much to take it” and those who “do not wish to take it”
are tallied up together as those who “do not wish to take it (total).”

As indicted in Table 1, the ratios of male employees in potential need who
wish to take child care leave (n=293) are 34.1% for “wish to take it (total),”
41.0% for “do not know,” and 22.5% for “do not wish to take it (total).” When
we compare the ratios of the male employees who wish to take child care leave
to the total male employees (n=845), the ratios of the male employees in
potential need who “wish to take it (total),” “do not wish to take it (total)” and
“do not know” are a slightly larger, smaller and almost the same at 40%,
respectively. Below, | will discuss what types of male employees in potential
need wish much to take child care leave.

When we compare the ratios of each status of family of male employees in
potential need in the lower part of Table 1, the ratios of those who “wish to
take it (total)” are 35.5% and 40.9% in the cases of those who are “unmarried”
and “married with no child,” respectively; in other words, the ratios of those
who expect to have a firstborn child are high. Furthermore, the ratio is 25.0%,
the lowest, in the case of those who have “the youngest child of age 0-3” and
are applicable to take child care leave, whereas the ratio is again as high as
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Table 1. Those who wish to take child care leave (%0)

Wish Fo Do not Do not wi_sh
take it know to take it  No answer
(total) (total)
Total male employees (845) 27.7 40.8 285 3.0
Male employees in potential need (293) 34.1 41.0 225 24
Unmarried (141) 355 426 19.1 2.8
Married with no child (44) 409 31.8 27.3 =
Youngest child of age 0-3 (72) 25.0 444 27.8 2.8
Youngest child of age 4-12 (36) 389 389 19.4 2.8

38.9% in the case of those who have “the youngest child of age 4-12.” As a
result, the ratio of male employees who wish to use a child care leave system
proved to be the lowest among the male employees with the “youngest child of
age 0-3,” who normally are expected to have the strongest need to take child
care leave.

1. Working Hours

According to studies on the participation of male employees in household
work and child care, the long working hours of male employees is considered a
factor that prevents them from participating in child care. To put it simply, the
male employees who commit themselves to work longer are expected to wish
to take child care leave less strongly. On the contrary, the male workers who
commit themselves to work for shorter time are expected to wish to take child
care leave more strongly.

According to analysis by weekly working hours (Table 2), the ratios of the
male employees who “wish to take it (total)” are 26.1%, 39.4% and 37.9% in
the cases of “less than 45 hours,” “45-54 hours” and “55 hours or more,”
respectively, which, contrary to expectation, indicates that the male employees
whose weekly working hours are longer tend to wish to take child care leave
more strongly. The ratio of the male employees who reply that they “do not
know” is 46.7%, the highest, in the case of “less than 45 hours.” This is
probably because the male employees whose working hour is shorter are able
to more often participate in child care without taking child care leave.
Therefore, the ratio of the reply “do not know” and not that of “do not wish to
take it” becomes higher.

Meanwhile, the male employees who work long hours are in a position to be
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Table 2. Male employees in potential need, working hour factor and
those who wish to take child care leave (%)

Wish '.co Do not Do not wilsh
take it know to take it  No answer
(total) (total)
Weekly working hours
Less than 45 hours (92) 26.1 46.7 27.2 -
45-54 hours (127) 39.4 39.4 19.7 1.6
55 hours or more (66) 37.9 348 242 3.0
Frequency of work at 06—10 pm
Often (147) 415 38.8 18.4 1.4
Seldom (90) 30.0 433 25.6 1.1
Never (51) 235 45.1 294 2.0
Frequency of work on Saturdays
Often (122) 41.0 36.9 221 -
Seldom (135) 31.9 43.7 215 3.0
Never (32) 21.9 50.0 28.1 -

unable to participate in child care even when they want to. This may be the
reason why they reply that they wish to take child care leave.

Regarding night work from 6-10 p.m. (Table 2), the male employees who
often have to work from 6-10 p.m. tend to wish to take child care leave. Also,
the male employees who often have to work on Saturdays (Table 2) tend to
wish to take child care leave strongly. These indicate that as in the case of long
working hours, male employees are in a position to be unable to participate in
child care even when they want to and presumably, this is why those
employees reply that they wish to take child care leave.

2. Factors Related to Workplace Situation

The present situation where the ratio of male employees who take child
care leave is extremely low is said to be related to the workplace environment
that does not allow them to take child care leave when they want to. | will
discuss this matter in relation to factors related to the workplace, such as the
size of business, availability of a work and child care balance support system,
and concerns about child care leave.

Regarding the size of business, in large companies, where, relatively
speaking, a work and child care balance support system including child care
leave system is considered to have been made available, a greater percentage
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Table 3. Male employees in potential need, workplace factor
and those who wish to take child care leave (%6)

Wish to Do not Do not wish
take it know to take it  No answer
(total) (total)
Size of business
Less than 30 employees (68) 39.7 426 17.6 -
30-299 employees (107) 32.7 40.2 243 2.8
300 employees or more and 325 410 239 26

governmental organizations (117)

Availability of child care leave system or other work—child care balance support systems

Both available (48) 25.0 47.9 27.1 -
Child care leave system is available

but no other (60) 383 300 300 17
No child care leave system but the _
other is available. (14) %00 214 286

Neither system is available. (61) 443 32.8 23.0 -
Do not know (102) 294 52.9 15.7 20

of male employees are expected to wish to take child care leave in view that
their wish to take child care leave is likely to be met.’

According to the analysis by business size (Table 3), the ratios of “wish to
take it (total)” are 39.7% for “less than 30 employees,” 32.7% for “30-299
employees,” and 32.5% for “300 employees or more and governmental
organizations,” which shows that the ratio of male employees who wish to take
child care leave is, unexpectedly, a little higher in the companies with “less
than 30 employees.”

Regarding the availability of child care leave system and other balance
support systems in the present workplaces, the ratios of male employees who
wish to take child care leave are expected to be higher in the workplaces where
there is child care leave system or other balance support systems, in view of
the acceptability of their wish.

According to the analysis by the availability of child care leave system and
other balance support systems (Table 3), the ratio of “wish to take it (total)” is
25.0%, the lowest in the workplaces where “both systems are available,” and

" According to the results of the Basic Survey on Women’s Employment Management

(Ministry of Health, Labour and Welfare, 2006), larger companies tend more
actively to make child care system and other work and child care balance support
systems available.
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50.0%, the highest in the workplaces where “no child care leave system is
available but the other system is available.” “Child care leave system is
available but no other” is 38.3%, while “neither system is available” is 44.3%,
showing that the ratios in these cases are higher than in the case of “both
systems are available.” However, only 14 persons replied that “child care leave
system is available but no other,” and therefore whether this percentage
represents a general trend or not is uncertain.

The interpretation of these results of the analysis is not easy, but | consider
that in the workplaces where “both systems are available,” an increased
number of male employees reply that they “do not know” instead of “wish to
take it (total),” because the workplace environment allows them to participate
in child care using other support systems than child care leave system and
without taking child care leave. (In the case that “both systems are available,”
“do not know” has a share of 47.9%.) In other words, it is considered that this
indicates that they possibly select the realistic means instead of taking child
care leave.

Meanwhile, regarding “child care leave system is available but no other
system,” the male employees who wish to take child care leave are considered
to wish more strongly to participate in child care because the other support
systems are not available. Regarding “child care leave system is not available
but the other system is available” and “neither system is available,” the ratio of
those who wish to use the child care leave system is considered to become
higher, representing their demand for their companies to introduce a child care
leave system.

Next, with respect to concerns related to taking child care leave, four
questions are asked regarding “causing colleagues inconvenience,” “affecting
promotion and salary raise,” “fears about being unable to adapt to work after
returning to workplace,” and “difficult to get boss’s understanding.” It is
expected that the ratio of those who wish to take child care leave is low in the
workplaces where there are such concerns and that the ratio is high in the
workplaces where there are no such concerns.

When the number of those wishing to take child care leave are added up in
relation to the four concerns mentioned below (Figure 4), the ratios of those
who wish to take it are almost the same, showing that these concerns have no
significant effect on the ratios. However, the ratio of “wish to take it” among
those who think they apply as those having a concern for “affecting promotion
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Table 4. Ratios of those who wish to take child care leave classified
by (main) perceptions of gender-role division (%0)

Wish to D " Do not wish
take it k(;:o to take it  No answer
(total) W (total)
Men for work and women for
housekeeping (117) 299 39.3 29.1 17
Men for work and women for work—child 450 250 300 B
care balance (20)
Both men and women for work—child 423 308 23.1 38
care balance (52)
Men for work—child care balance and 500 333 141 56
women for housekeeping (18)
Others (86) 29.1 54.7 14.0 2.3

3. (Main) Perceptions of Gender-role Division

According to the analysis by (main) perception of gender-role division
(Table 4),2 the ratio of “wish to take it (total)” is 29.9%, the lowest in the case
of “men for work and women for housekeeping,” which is a traditional
perception, and 50.0%, the highest in the case of “men for work-child care
balance and women for housekeeping.” The ratios for “men for work and
women for work-child care balance” and “both men and women for work-child
care balance” are 45.0% and 42.3%, respectively. Since there are only a few
samples of “men for work and women for work-child care balance” and “men
for work-child care balance and women for housekeeping,” whether the results
represent a general trend or not is unclear, but it can be said that the ratio of
“wish to take it (total)” tends to be high in the case where it is considered that
work-child care balance is desirable for either man or woman, or both. This is
probably because the high ratio of male employees who wish to use the child
care leave system is the result of their intention to reduce the burdens of either
man or woman, or both.

8 The perceptions of gender-role division have been created on the basis of the replies

made by male employees to the question, “Which lifestyle do you think is desirable
for men and women?”
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IV. Factors Determining the Wish to Take Child Care Leave among
Male Employees in Potential Need

Based on the analysis by the above cross tabulation, 1 will conduct logistic
regression analysis with “wish” or “not wish” to take child care leave and “do
not know,” and analyze the factors that prompt male employees in potential
need to wish to take child care leave. Explained variables used in this analysis
are 0 for “do not wish to take it (total)” and “do not know” and 1 for “wish to
take it (total).” Explanatory variables are selected on the basis of the results of
cross tabulation (Table 5).

The results of the analysis show that “whether to have a child or not” in the
future,® “status of family,” the frequency of “work from 6-10 p.m.,”
“availability of child care leave system and work and child care balance
support system,” and “perceptions of gender-role division” have statistically
significant effect.

The odds ratio (Exp(B)) of male employees who wish to use the child care
leave system is higher in the case of those who reply that they “will have a
child (total)” than in the case of those who reply that they “do not know” to the
question “whether to have a child in the future.” When those who have “the
youngest child of age 0-3 in the “status of family,” regarding whom the desire
to use the child care leave system was the smallest in the cross tabulation, are
used as the reference, the ratio is higher in the cases of *“unmarried” and
“married with the youngest child of age 4-12” than in the case of “the youngest
child of age 0-3.”

Regarding variables related to working hours, only the frequency of work
from 6-10 p.m. proved to be statistically significant. With “never” as the
reference, the ratio of male employees who wish to take child care leave
system and reply “often” is higher than that of those who reply “never.”

With respect to the availability of “child care leave system and work and
child care balance support system,” when “both systems are available” is used
as the reference, the ratio of male employees who wish to take child care leave
system and reply “child care leave system is available but no other system” is
higher than that of those who reply “both systems are available” and also, the

® The reply “I don’t think so” to whether to have a child in the future is not included

in the male employees in potential need and are excluded from this analysis.
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Figure 4. Male employees in potential need classified by concerns
about taking child care leave into those who wish to take
child care leave

%

@ Causing colleagues inconvenience

hink so. (216) RN 7237

~ J

I don't think so. (35) 371 40.0 722.97)
I don't know. (32) 938 7
6.3

@ Affecting promotion and salary raise
I think so. (127)
| don't think so. (112)

| don't know. (43)

@ Fears about being unable to adapt to work after return to workplace

| think so. (142)
| don't think so. (102)

| don't know. (38)

@ Difficult to get boss's understanding
1 think so. (151)

| don't think so. (90)

| don't know. (41)

49
M Wish to take it (total) Do notknow [CINo answer Do not wish to take it (total)

and salary raise” is a little higher.” Most of those who reply that they *“do not
know” to each question also reply that they “do not know” if they wish to take
child care leave.

At the present time, it is considered that failure to encourage male
employees to take child care leave is attributable more to the factors not related
to concerns about taking the leave in the workplaces.
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Table 5. Logistic regression analysis regarding male employees in
potential need who wish to take child care leave

Explained variables _ Male employees who wish to take child care leave

(Do not wish to take it (total)/do not know =0,
Wish to take it (total) =1)

Effect Exp (B)

Explanatory variables Effect B (Odds ratio)
W Dummy for whether | will have a child
(do not know=0, I think so (total)=1) 0.983 ** 2.673
W Status of family (reference: the youngest child of age 0-3)
Unmarried 0.926 * 2524
Married with no child 0.617 1.853
Married with the youngest child of age 4-12 1472 * 4.359
W Working hours (reference: less than 45hrs.)
45-54 hours 0.482 1619
55 hours or more 0.361 1.435
W Work from 6-10 pm (reference: never)
Often work 1151 * 3.161
Seldom 0414 1514
W Work on Saturdays (reference: never)
Often work 0.198 1.219
Seldom 0.028 1.028
W Business size (reference: 300 employees or more and governmental organizations)
Less than 30 employees 0.505 1.656
30-299 employees -0.007 0.993
W Child care leave system and work and child care balance support system (reference: both systems available)
Child care leave system available but no other system 1071 * 2918
No child care leave system but the other is available. 1645 * 5.181
Neither system is available 1.003 2.726
| do not know 0.460 1.583
W Concerns about taking child care leave (Higher points given to more concerns)
Causing colleagues inconvenience 0.241 1272
Affecting promotion and salary raise 0.182 1.200
Fears about being unable to adapt to work after return to workplaces -0.146 0.864
Difficult to get boss's understanding -0.090 0.914
"W Gender-role division (reference: “men for work and women for housekeeping”)
Men for work and women for work-child care balance 0.492 1.636
Both men and women for work-child care balance 0919 * 2507
Men for work-child care balance and women for housekeeping 1338 * 3812
Others 0517 1.677
Constant -5.074 ***
Number (273)
Cox & Snell R2 0.171
Nagelkerke R 2 0.234
-2 log likelihood 305.3
Chi-squared 51.2
Degree of freedom 24
Significance probability P.<.0010

(*P<05 *P.<0l **P.<001)
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ratio of male employees who wish to take child care leave system and who
reply “child care leave system is not available but other system is available” is
much higher than that of those who reply “both systems are available.”

As for “perceptions of gender-role division,” when those who reply “men
for work and women for housekeeping” are used as the reference, the ratio of
male employees who wish to take child care leave and reply “both men and
women for work-child care balance” or “men for work-child care balance and
women for housekeeping” is higher than that of those who reply “men for
work and women for housekeeping.”

V. Summary

In this paper, | have first analyzed the current status of the work and child
care balance support system in workplaces covering the male employees who
have a child that needs care as well as the factors that prompt male employees
in potential need to wish to take child care leave.

1. Current Status of the Work and Child Care Balance Support System

It can be said that the introduction of a work and child care balance support
system in workplaces has not reached a satisfactory level and that such a system
is not fully known or understood by male employees. Only an extremely small
number of male employees take child care leave. It is also confirmed that it is
very rare for male employees to take child care leave or to participate in child
care by having their work adjusted to some extent.

In the background, there is such a perception that “child care is the role of
a woman (mother),” as pointed out by Sato and Takeishi (2004). According to
various public opinion researches, 50% of young male are against the perception
of gender-role division'® and such perception is becoming weaker.

However, if there are no male models that successfully participate in child
care by taking child care leave, utilizing a work and child care balance support
system, or having their work adjusted, few male employees will take such an

10 According to the “public opinion survey on gender-equal society (November 2004)”
by the Cabinet Office, the ratios of the men who are against the perception of
“husband should work outside the home and wife should keep home” are higher than
that of the men who are in favor of the perception in the cases of those who are
20-29 years old (49.7% against) and 30-39 years old (51.8% against).
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action even through they wish to do so.

In the meantime, approximately 40% of male employees took leave to
provide nursing care for their child when he/she was sick, indicating that male
employees are also in need of such nursing care leave. It is important for
companies to meet such a need through a work and child care balance support
system. This is because taking nursing care leave will possibly lead them to
participate more in child care by utilizing child care leave system and other
systems.

2. Wish to Take Child Care Leave

Approximately 30% of male employees wish to take child care leave.
Especially, more than one-third of the male employees who are “unmarried” or
“married with no child” and probably will have a child in the future, wish to
take child care leave. However, the fact is that only less than 1% of those male
employees actually took child care leave, showing that there is a big gap
between the reality and their desire. The results of the analysis reveal that the
male employees who wish to have a child, those who are unmarried and those
who have the youngest child of age 4-12 have a tendency to wish to take child
care leave.

Also, the results reveal that the male employees who often work from 6-10
p.m. and those who work for the workplaces where there is a “child care leave
system but no other work and child care balance support system” or “no child
care leave system but other work and child care balance support systems,” tend
to wish to take child care leave.

Regarding the perceptions of gender-role division, the male employees
who have such a perception as “both men and women for work-child care
balance” or “men for work-child care balance and women for housekeeping,”
tend to wish to use the child care leave system.

These results of the analysis suggest that male employees are in a position
to be unable to participate in child care even when they want to, because of
long working hours or an unsatisfactory system of supporting for work-child
care balance. Therefore, it is considered that their wish to be involved in child
care by having their work adjusted is reflected on their wish to take child care
leave. Their wish to take child care leave remained unchanged regardless of
whether there was lack of understanding in their workplaces or any concern
about their salary, which shows that men simply want to be involved in child
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care. In this situation, it is an unattainable objective or significantly unrealistic
for male employees to take child care leave under their current systems.

Meanwhile, it can be understood that their wish to take child care leave
represents their hope not for the current child care leave system but for a more
flexible child care leave system or other work and child care balance support
systems that allow them to be involved in child care even in such a bleak
situation. If they seek to balance work and child care so as to realize “both men
and women for work-child care balance” and “men for work-child care balance
and women for housekeeping,” it will be difficult for them to do so without
such a flexible child care leave system or other work and child care balance
support systems. For those male employees who seek to balance work and
child care, it is necessary to review the current child care leave system and
other work and child care balance support systems by introducing more flexible
institutional designs and making them more user-friendly systems that are
respondent to their desires.
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Support of Work-Family Balance and Women’s Careers
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I. Introduction

In Japan, various policies have been implemented since the 1990s in support
of a work-family balance. These policies were triggered by societal concerns
regarding the declining birthrate. Notably, various requirements were posed
upon corporations including the mandatory introduction of a child care leave
system. However, while society needs family friendly policies, corporations
have little necessity to modify their employment management system to resolve
the dwindling birthrate. One might also argue their need to commit to
work-family support policies regardless of the birthrate.

Corporations implement policies beyond their legal obligation when it is
meaningful for them to do so. Potential direct advantages for corporations
include a secure and stable workforce and a strong morale and commitment
from their employees. On the other hand, how do work-family support policies
affect workers?

This paper first reviews legislative policies in support of a work-family
balance and subsequently clarifies their status of enforcement by corporations,
concluding with a discussion of the relationship between work-family support
policies and women’s careers. Do more women remain working in companies
with family-friendly policies and does that contribute to the improvement of
women’s employment? Particularly, since post 1990s’ work-family measures
focused on balancing work and child rearing, and also since pregnancy and
child care are major grounds for women’s career break, this paper analyzes the
status of such policies and changes in women’s careers by focusing primarily
on support for a balance of work and child care.

I1. Development of Work-Family Support Policies in Japan

1. Changes in Policies
(1) As a Policy for Supporting Women’s Continuous Careers

In Japan, the gender gap has been demonstrated in various situations in the
workplace, as indicated by field of employment, promotion, and wage level.
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The main reason for this is the difference in the average years of employment
between men and women. In the system followed by many Japanese
corporations, a vital role is played by the number of years one is employed
with a company. Therefore, the shorter period of employment for women was a
major drawback to their career development. Women tend to work fewer years
than men due to more substantial family obligations such as bearing and
raising children. This attitude of gender role is particularly strong in Japan as
compared to other industrialized nations.

Therefore, work-family support policies were defined as “the wheels of a
vehicle” with equal employment measures to resolve the gender gap in the
workplace. Legal stipulation on child care leave was included in the Working
Women Welfare Law enforced in 1972, and similar regulations followed with
the Equal Employment Opportunity Act in 1986. These acts state that
employers must endeavor to provide child care arrangements for their female
employees including child care leave when necessary. Since the objective was
women’s continued employment, female workers were regarded as the target
of the child care leave system.

Some private corporations introduced a child care leave system before the
enforcement of the Act on Child Care Leave in 1992. Nippon Telegraph and
Telephone Public Corporation was the first private company to introduce a
child care leave system in the 1960s, which subsequently led to its introduction
in other companies, mainly large-scale corporations. Around the time the Equal
Employment Opportunity Act took effect, more corporations were voluntarily
introducing the system as part of efforts to develop an environment that would
facilitate the retention of female workers and capitalize on their abilities.

(2) As a Policy of Work-Family Balance for Both Males and Females

The declining birthrate in Japan boosted the promotion of work-family
support policies. In 1989, the total fertility rate indicated 1.57, falling below
the lowest figure recorded in 1966 (1.58). It was dubbed the “1.57 shock,” and
Japanese society has been facing a declining birthrate ever since. Various
measures were proposed to resolve the decline, amongst which the work-family
support policy was considered a vital pillar. The idea behind this is, if we do
not support women to balance work, child-bearing and rearing with an
assumption that they will continue to work, then they would ultimately be forced
to choose between work and family, and the birthrate would continue to decline.
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In 1992, amid heightened concerns vis-a-vis the rapidly declining birthrate,
the Act on Child Care Leave took effect for both male and female workers.
This act not only supports continuous work for women, but also applies to men
as a work-family balance support system for any workers with family
obligations. Both male and female workers received the right to apply for child
care leave. Also, employers were required to provide flexible work style such
as shorter working hours for employees with child care obligations.

Subsequent improvements were made to the system from 1995 on, including
a provision for income security during child care leave. Also, in answer to the
nursing dilemma of an aging society, a family care leave system became
compulsory and a revised act was enforced in 1999 entitled the Act on the
Welfare of Workers Who Take Care of Children or Other Family Members
Including Child Care and Family Care Leave. After the first “Angel Plan” was
established in 1994, community-based local child care services improved in
pursuit of superior policies for a work-family balance.

(3) Enforcement of the Act on Measures to Support the Development of

the Next Generation

Furthermore, in a separate framework from the Act on the Welfare of
Workers Who Take Care of Children or Other Family Members Including Child
Care and Family Care Leave, the Act on Measures to Support the Development
of the Next Generation was enforced in April 2005. This act stipulates that
corporations with 301 or more employees are obligated to develop action plans
to support the development of the next generation in their companies, and
corporations with 300 or less employees are asked to endeavor to develop such
plans. This act includes government accreditation of companies achieving certain
results via adherence to the action plans. To receive such accreditation, at least
one male employee must take child care leave, and 70% or more women with
children must take child care leave during the planning period of the employees’
action plan. In this way, a corporation’s voluntary commitment is encouraged
via a government accreditation system.

2. Implementation Status of Work-Family Support Policies and Their Effect
Let us look at the current status of work-family support policies in
corporations.
Currently, 61.6% of companies (hereafter defined as those with five or
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more employees) have implemented a child care leave system, and 55.6% have
family care leave system. This indicates the presence of many companies in
non-compliance with legalized regulations. The ratio of companies introducing
measures such as shorter working hours remains at 41.6%, 70% or more of
which limit the age of applicable children to those under three years of age.
Exploitation of such a system is thus extremely limited for those with children
of three years and older.

In a traditional Japanese employment system, the basic household model
depicts a working husband and stay-at-home wife who is unemployed and
cares for the children. This image remains strong throughout Japanese society,
and very few women continue working after childbirth despite an
improvement in work-family support policies.

As a result of the First Longitudinal Survey of Babies in the 21st Century
conducted by the Ministry of Health, Labour and Welfare in 2001, 73.5% of
women who gave birth to their first child were working one year prior to the
birth, 67.4% of whom ceased working sometime thereafter. After six months
following the birth, the ratio of working mothers including those self-employed
was 24.6%, only 17.8% of whom were working full-time (excluding part-time).
According to the Labour Force Survey conducted by the Statistics Bureau of
the Ministry of Internal Affairs and Communications, of those women whose
youngest child is three years old or younger, only roughly 30% of them are
employed, thus indicating that the remaining 70% of them are not. Among
these women, however, the percentage of those with a desire to work is fairly
significant. This is particularly true among those whose youngest child is still
quite young.

Figure 1 shows the employment status of women before and after the birth
of their children. The ratio of those using the child care leave system has
increased, but still remains at a low 10%. The data may appear to suggest that
women who once continued working without taking child care leave are now
able to continue working by taking advantage of the system, but in reality,
since the number of women unemployed prior to becoming pregnant has
decreased, the tendency to quit working at the time of pregnancy has actually
increased.® Abe (2005b) pointed out that women who utilize the child care

1 Abe (2005a) created pseudo-panel data by using the Employment Status Survey by
the Statistics Bureau of the Ministry of Internal Affairs and Communications. As a
result, he warned that marriage, giving birth and raising children have a strong effect
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Figure 1. The employment status of women before and after childbirth
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(years married)

O Continued to work (using child care leave)

B Continued to work (not using child care leave)
Quit at the time of the child's birth

B Unemployed prior to pregnancy

0O Other/unknown

Source: White Paper on the National Lifestyle Fiscal Year 2005 by the Cabinet Office
(created based on the Japanese National Fertility Survey by the National Institute
of Population and Social Security Research [2002]).

Notes: 1 The target of the survey was 4,647 wives out of first-time married couples who
had been married five years or more and had their first child within the first five
years of marriage.

2 Employment status of the wives before and after the birth of their first child by
years married.
Employment status of women before and after childbirth is designated as
follows:

Continued to work (using child care leave): worked before becoming
pregnant with the first child—used child care leave—worked when the child
reached one year of age

Continued to work (not using child care leave): worked before becoming
pregnant with the first child—did not use child care leave—worked when the
child reached one year of age

Quit at the time of child’s birth: worked before becoming pregnant with the
first child—did not work when the child reached one year of age

Unemployed prior to pregnancy: did not work prior to becoming pregnant
with the first child—did not work when the child reached one year of age

on employment behaviors among younger generation women, particularly college
graduates, and could potentially result in a declining marriage and birthrate.
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leave system are unevenly distributed; they have high academic backgrounds
and high wages. A similar situation was reported by the OECD (2001). It is,
therefore, difficult to claim that family-friendly policies such as the child care
leave system contribute extensively to the improvement of women’s
employment. The effect of work-family support policies on a woman’s choice
to continue working during child-bearing and rearing remains, for all intents
and purposes, vastly limited.

I11. Analysis of the Effect of Work-Family Support Policies on Women’s
Career

1. Work-Family Support Policies and Women’s Careers

How do work-family support policies affect a woman’s career? British and
American studies have suggested that family friendly policies have promoted
the stability and retention of employees.?

Higuchi (1994), Morita and Kaneko (1998), Shigeno and Okusa (1998),
and Higuchi and Abe (1999) have concluded that companies with child care
leave systems have a higher retention rate of female employees. Yamaguchi
(2005) acknowledged that the child care leave system greatly contributes to
maintaining the birthrate among married working women, and the improvement
of such a system could be very effective in resolving the declining birthrate.
For those women aspiring to work after having children, whether or not a good
work-family policy is in place is a vital criterion when selecting an employer.

On the other hand, since the child care leave system is primarily used by
women, it has been indicated that women’s employment costs could increase,
which would result in a negative effect on the hiring of female employees.
Wakisaka (2001) suggested that in companies with less than 30 employees, a
child care leave system could limit the hiring of women. According to the
Ministry of Economy, Trade and Industry (2005), the higher the company’s
percentage of workers utilizing child care leave, the lower their ratio of female
employment and hiring as well as their ratio of female managers. This indicates
that the utilization of child care leave and the employment of female workers
raising children are potential burdens on corporations. On the other hand, a
workplace with a high ratio of child care leave users also enjoys extended

2 Refer to Takeishi (2006b) for various international references.
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continuous employment of female workers.

Implementing work-family support policies contributes to the retention of
female employees and is thus expected to resolve the gender gap in terms of
years of continuous employment. On the other hand, work-family support
policies oblige corporations to bear the cost of raising the employees’ children.
Thus, since the majority of workers currently using the system are female,
there is a discrepancy in employment costs for male and female employees,
thereby possibly creating a gender gap.

2. Framework for Analysis and Data Used for Analysis

Based on the current status as described above and on existing studies, the
effects of introducing and implementing work-family support policies on
women’s careers will be examined through analysis of data from different
corporations. Specifically, this analysis examines the relationships between the
introduction/operation of work-family support policies and the employment
and retention of female workers.?

First, let us clarify the definition of work-family support policies in order
to establish a framework for analysis. The work-family support policies
analyzed in this paper are defined as measures to support the balance of work
and child care (partially including care for the elderly/sick). As far as these
policies are concerned, previous studies have stated that in addition to the
system’s introduction, it is imperative that employees understand the system
and recognize that it can be utilized (Staines and Galinsky 1992; Eaton 2003).
Therefore, this study uses indicators to illustrate not only the system’s
introduction, but also the development of a corporate environment to encourage
its utilization.*

There is another vital factor for measuring the effectiveness of work-family
support policies. Currently, family-friendly policies are strongly related to
capitalizing on woman’s abilities, such as retention in the workplace.
Implementing only work-family support policies and disregarding equal
employment measures hinders the opportunity to utilize woman’s abilities, and

This paper includes only a summary of the results. Refer to the detailed results by
Takeishi (2006a).

Actual usage can be used in lieu of environmental development; however, since the
survey data does not include figures indicating actual usage, the status of
environmental development is used to develop indicators.
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Table 1. Distribution of introduction of work-family support policies

Number of companies Ratio (%)

Work-family support policies L (No) 272 59.8
Work-family support policies H (Yes) 183 40.2
Total 455 100.0

could result in a highly restricted career development path, such as a “mommy
track (limited career course for mothers).” Thus, it is important to include not
only work-family support policies, but also measures promoting a woman’s
abilities, in other words promoting equal employment policies.®

Data used in this study was analyzed results of the Survey on the
Relationship between a Corporations’ Employment of Women and Business
Achievements® by the Japan Institute of Workers’ Evolution.” The survey was
conducted in January and February 2003 and included 3347 listed or OTC
corporations. From among these corporations, 455 valid responses were
received (valid response rate: 13.6%).

The following three indicators were created to facilitate analysis based on
the above framework: 1) introduction of work-family support policies, 2)
development of a corporate environment using work-family support policies,
and 3) implementation status of equal opportunity policies.

(1) “Introduction of Work-Family Support Policies” Indicator
As for the introduction of work-family support policies, if a company offers

either a child care/family care leave system above and beyond the act, or runs
an in-house child care facility in lieu of the former, then it is categorized as
“work-family support policies (yes)” (Table 1).

Offering a child care/family care leave system that goes above and

beyond the act (companies introduced: 39.3%)

Offering an in-house child care facility (companies introduced: 2.9%)

Refer to Wakisaka (2001) for a study analyzing the relationship between equal
employment and family-friendly policies.

This analysis uses the results of survey analyses conducted at the Study Group of
Work-Life Balance and Corporate Performance by the author with the NLI Research
Institute. Refer to the NLI Research Institute (2005) for details.

" Takeishi (2006b) addresses the same issue as indicated in this paper using different
data, and achieves results similar to those found in the analysis of this study.
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Table 2. Distribution of development of the corporate environment
for the utilization of work-family support policies

Number of companies Ratio (%)

Development of the corporate environment

L (Low) 240 53.5
Development of the corporate environment

H (High) 209 46.5

Total 449 100.0

(2) “Development of a Corporate Environment for the Utilization of
Work-Family Support Policies” Indicator
The status of environmental development for the utilization of work-family
support policies was evaluated on four levels using the five items shown below
(total 20 points). Setting the average (12.17) as a standard, 12 points or less is
defined as “development of the corporate environment low” and 13 or more is
defined as “development of the corporate environment high” (Table 2).
Providing information for a smooth return to work after child care/family
care leave
Training for a smooth return to work after child care/family care leave
Creating an ambience in which employees feel comfortable taking child
care/family care leave
Consulting for life plan for long-term employment
Raising awareness among employees to generate a feeling of
customariness regarding a female employee continuing to work after
having children

(3) “Implementation Status of Equal Opportunity Policies” Indicator

The following eight items were used to assess the status of implementing
equal opportunity policies and were evaluated on four different levels (total 32
points). The average (19.34) was set as the standard, and those who scored 19
or less were defined as “equal opportunity policies low,” and those who scored
20 or more were defined as “equal opportunity policies high” (Table 3) .

Training management and interviewers in equal hiring practices

Creating manuals describing fair selection of men and women

Planning for workers to take on the challenges of new jobs

Securing educational/training opportunities for new job responsibilities
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Table 3. Distribution of the implementation status of equal opportunity policies

Number of companies Ratio (%)

Equal opportunity policies L (Low) 225 49.7
Equal opportunity policies H (High) 228 50.3
Total 453 100.0

Table 4. Distribution of eight patterns combining the three fields

Work-family Equal o Number of .

;‘éﬂg?er; of envircF))nment Opé);ﬁl;:;ty Combination companies Ratio (%)

H H H-H-H 74 16.5

! L H-H-L 25 56

. H H-L-H 28 6.2

L H-L-L 56 125

y H L-H-H 68 151

) L L-H-L 42 9.4

L H L-L-H 58 12.9

L L-L-L 98 21.8

Total 449 100.0

Encouraging female employees to participate in educational opportunities
such as various training courses

Encouraging female employees to take exams for promotions

Training management and employees to eliminate the idea of a division of
role between men and women

Guiding management to eliminate gender discrimination when assigning
work to men and women

(4) Combination of Three Indicators

The following eight patterns were established as shown in Table 4 by
combining two levels of high and low for each of the three fields: 1) work-family
support policies, 2) development of the corporate environment, and 3) equal
opportunity policies.

3. Influence on Women’s Employment

How does the development of work-family and equal employment policies
effect women’s employment? Figure 2 shows the average “ratio of women
among regular employees” and “ratio of women among new graduates hired in
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Figure 2. Comparison chart: Average ratios of women among regular
employees and new graduates
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the past three years” classified by the above types of corporations.

First, the “ratio of women among regular employees” is related to
“work-family support policies” and “development of the corporate environment”
indicators (significant at the 10% level), but not significantly related to the
“equal opportunity policies” indicator. Analysis of the eight patterns showed a
high “ratio of women among regular employees” in H-H-H and H-H-L groups,
indicating that the connection to work-family support policies is higher than to
equal opportunity policies. In the H-L-L group, the ratio of women is not high,
demonstrating that not only the introduction of a system, but also improving
the corporate environment to facilitate the use thereof strengthens the relationship
between work-family support policies and the ratio of women.

The reason for a high ratio of women is: first, the ratio of hired women is
high, and second, the retention of female workers is high despite a ratio of
hired females similar to that of other companies.

When we look at the “ratio of women among new graduates hired in the
past three years,” in groups with high indicators in “development of the corporate
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environment” (significant at the 5% level) and “equal opportunity policies”
(significant at the 1% level), the ratio is high, but the opposite is true of the
“work-family support policies” indicator. Of the eight patterns, L-H-H has the
highest ratio, with H-H-H and H-H-L being high as well. H-L-L indicates the
lowest ratio. Companies implementing a combination of “development of the
corporate environment” and “equal opportunity policies” indicators are active
in hiring new female graduates, but those promoting only work-family support
policies and ignoring the corporate environment or implementing equal
opportunity policies are not actively hiring women. Companies that introduce
work-family support policies, as described later, have a good retention rate of
female workers. Therefore, even though the ratio of new graduates hired is low,
the good retention rate results in a high ratio of females. At the same time,
work-family support policies have an effect on the cost of employing women.
Therefore, companies doing little above and beyond their commitment may be
limiting their hiring of women.

In order to quantitatively analyze work-family support policies, development
of the corporate environment and the status of female employment, a
multi-regression analysis was conducted with the “ratio of women among
regular employees (%)” and the “ratio of women among new graduates hired
in the past three years (%)” as objective variables. The results were comparable
to the above analysis (Results of the analysis are abbreviated).

4. Influence on the Retention of Female Workers

Needless to say, work-family support policies are measures to support
women to continue working during child bearing and child care period. The
significance of such policies as a retention measure is high for corporations in
need of raising their retention rate. A number of studies have suggested that
work-family support policies have a positive effect on employee retention
(Gray 2002; Batt and Valcour 2003). If employers improve work-family
support policies, women aspiring to have long-term careers may start applying
for them. Meanwhile, implementing work-family support policies elicits a
higher commitment from current employees, thereby increasing the retention
ratio (Scandula and Lankau 1997; Eaton 2003).

In this section, the retention ratio of female workers is analyzed using the
“average employment period for women.” The results are indicated in Figure 3.
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Figure 3. Comparison chart: Average employment period for women
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The average employment period for women is longer in corporations with
higher “work-family support policies” (significant at the 10% level),
“development of the corporate environment,” and “equal opportunity policies”
indicators than those with lower figures. Among the eight patterns, H-H-H has
the longest employment period, followed by H-H-L. In general, there is a
strong link to introducing work-family support policies. Results of the
quantitative analysis show a significant positive coefficient (at the 10% level)
in the H-H-L pattern, indicating that improving work-family support policies
has an effect on retention (Results of the analysis are abbreviated).

5. Influence on the Promotion of Women

If the retention rate for women in companies rises, one can expect to see an
increase in the number of women promoted to management position. Analysis
of the promotion of female workers by ratio of those in management positions
demonstrates that the rate of promotion to section chief/assistant manager,
manager, and director respectively is high in companies with high indicators in
work-family support policies, development of the corporate environment and
equal opportunity policies. Among the eight patterns, the H-H-H group has a
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Figure 4. Comparison chart: Average ratio of women in management positions
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remarkably high ratio of women in management positions, particularly for the
position of director (Figure 4). On the other hand, the L-L-L group has high
ratio of companies with no females in management positions (63.3%). This
indicates that work-family support policies promote a higher retention rate for
female workers, while improving equal opportunity policies encourages the

promotion of female workers to management positions.

According to results of a multiple regression analysis using the ratio of
women in a section chief/assistant manager position (%) as the objective variable,
the H-H-H group showed a significantly positive coefficient. Since there are
many companies with no female managers or directors, logit analysis was
conducted by setting the presence of female managers or directors as an objective
variable. As a result, the H-H-H group showed a significant coefficient at the
5% level (Results of the analysis are abbreviated).

6. Summary of Data Analysis
The aforementioned results of the data analysis indicate that a corporation’s
implementation of work-family support policies contributes to a longer
employment period for female workers, and when implemented alongside with
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equal opportunity policies, it encourages promotions for women. As for a
work-family balance, for women to continue working it is imperative that in
addition to introducing a system, an environment to facilitate its ease of use is
also developed. By implementing these measures, the retention rate for women
rises, improving the ratio of women in the workforce and thereby promoting
women’s employment.

The data also calls attention to an effect on the hiring of women. The
“work-family support policies” indicator and the ratio of women among new
hired graduates may be inversely related. Previous studies indicated that the
implementation of work-family support policies adversely affects women’s
employment, since use of the system is unevenly distributed; women tend to
utilize it more. This study shows that corporations only introducing of
work-family support policies may limit their hiring of women. On the other
hand, corporations carrying out measures to promote utilization of the system
and those working to capitalize on women’s abilities rather than implementing
work-family support policies as a formality, show no negative effect on the
hiring of women. With work-family support policies having a positive effect
on female employees, such as improving the retention rate and securing human
resources, women’s abilities will be further capitalized upon and more women
will be promoted to management positions.

IV. Challenges of Work-Family Support Policies

Since the 1990s, despite the development of intensive policies supporting a
work-family balance, women’s careers have yet to undergo major change. The
dwindling birthrate is another trend yet to see any change.

However, by introducing work-family support policies, promoting their use,
and implementing equal employment for men and women, the retention rate
for women and their promotion to management positions will improve. If more
companies implement these measures comprehensively, the potential for women
to capitalize on their abilities would rise. The problem is that, currently, so few
companies do so.

The challenge of implementing work-family support policies is their
misconception as “measures for women” or “measures for women with small
children.” Below are some issues that may stem from such a narrow
interpretation of work-family support.
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First, companies not seeking to capitalize on the abilities of female
employees consider work-family support policies meaningless. In a workplace
with few female employees with small children and many women who quit for
child bearing and child care purposes, work-family support policies may be
perceived as unimportant. This is one of the reasons for the major gap among
companies in their commitment to supporting a work-family balance.

Second, since the majority of workers taking advantage of the measures are
women, it is perceived that employment costs for female workers are significantly
higher than for their male counterpart, a factor also substantiated by the data
analysis. If only women are utilizing the child care leave and shorter work
hour systems, then their cost as a workforce surpasses that of men. Therefore,
improving work-family support policies may lead to a decrease in demand for
women in the workforce. Also, taking into consideration a woman’s child care
responsibilities and exempting them from overwork and transfer, their
promotions and raises are often limited. If a “mommy track” or separate career
path for working mothers develops, it will not meet workers’ needs even if a
balance between work and child care becomes attainable.

Also, since work-family support policies were initially established for
those employees trying to balance work and raise small children, utilization of
the system is currently very limited. Therefore, those who take advantage of it
do so with a sense of discomfort, and creating a work-family balance is not
recognized as a common issue among employees in the workplace.

Policies for balancing work and child care should not be limited to working
mothers, and should apply to a wider audience. The concept that men have
little need for a work-family balance and the philosophy that stay-at-home
mothers should have the sole responsibility of raising their children were both
assumptions held at the introduction and implementation of the system. This is,
in all likelihood, the major reason why the anticipated effect of work-family
support policies was not achieved. Furthermore, child rearing is not limited to
small children, but a long-term process. This “long-term” point of view will
become vital to achieving support for a work-family balance.
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Effects of Work-Life Balance Programs on Female
Employment
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I. Introduction

Presently in Japan, efforts are being made to introduce “the work-life balance
programs,” notably provision of child care leave and family care leave and
reduction of long-time work, which aim to balance work and private life and to
help workers make their jobs and domestic roles such as parenting compatible.
Nevertheless, not much progress has been observed and the effects of these
programs are widely questioned. In this paper, | would like to analyze how
child care leave, which is one of the work-life balance programs, affects the
employment and recruitment of female workers. The results of my analysis
imply that companies consider it a cost for their female employees to take
child care leave.

In Japan, labor demand decreased more radically than ever before due to a
long-term economic recession from the latter half of the 1990s through early
2000s. In 2002, the unemployment rate in Japan reached 5.4%, a record high in
the past 30 years, whereas the ratio of effective labor demand to effective labor
supply fell to as low as 0.51 fold, worst in the last three decades. Employment
requirement diffusion index (D.l.) also indicated an extremely strong feeling of
labor surplus, suggesting that restrictions presented in the labor demand side
mostly determined the balance between labor demand and supply during the
period from the latter half of the 1990s to early 2000s.

Around the same time, in the decade from 1994 to 2004, the female worker
employment rate (the ratio of female employees to all employees excluding
directors) in Japan increased by 3.0% from 39.7% to 42.7%, while the ratio of
female regular employees (to the total number of regular employees) dropped by
0.6% from 30.7% to 30.1%, again during the above-mentioned period.

For the last ten years, companies have strived to reduce the number of
regular employees by replacing them with temporary workers in the aim of
cutting fixed costs. Consequently, the few remaining regular employees have
been asked for even better performance and further commitment than ever. In
pursuit of such higher performance and commitment, companies tried to employ
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Figure 1. The ratios of female employees to all employees
and to regular employees
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Source: Management and Coordination Agency (Ministry of Public Management, Home
Affairs, Posts and Telecommunications from 2001), Statistics Bureau, Report on the
Special Survey of the Labour Force Survey (from 1996 to 2001, all in February) and
Ministry of Public Management, Home Affairs, Posts and Telecommunications
(Ministry of Internal Affairs and Communications since 2004), Statistics Bureau,
Annual Report on the Labour Force Survey (Detailed Tabulation) (from 2002 to 2006,
annual average).

male workers who, on average, have longer years of service, lower turnover
ratio, and more accumulated human capital. This is considered to be a reason
for the decrease in the number of female regular employees.

There is also a possibility that implementation of “support programs for
balancing work and family” and “programs for equal opportunity for both
sexes” in the last two decades might have been affecting the employment of
female workers. In 1986, “the Equal Employment Opportunity Law” was
enforced, followed by “the Child Care Leave Law” enacted in 1992 and “the
Child Care and Family Care Leave Law” established in 1995 (the section
relevant to the family care leave came into effect in 1999). At the same time,
policies were administered in the direction toward equal treatment of male and
female employees with regard to recruitment, placement, promotion, etc., as
well as toward elimination of job title classifications such as Sogoshoku
(career-track employees) and Ippanshoku (rank-and-file employees).

Looking at the correlation between the use of child care leave and
employment of female workers from the viewpoint of enterprises, an advantage
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is that entitling female employees to take child care leave facilitates female
human resource development as it extends the length of their service, while
there are also disadvantages of expanded uncertainty over their service length
and increased costs associated with employment of temporary workers to
substitute the absentees.! Even now when the provision of child care leave is
obligated by law, the actual status of taking child care leave largely varies from
one company to another depending on its operation and human resources
management. This study examines the cross-sectional and time-series
relationship between the ratio of child care leave takers and the ratio of female
employment. The effect of wage disparity within enterprises on this relationship
is also examined.

Section Il reviews existing studies concerning the child care leave and
employment of female workers. Explanations follow as to my analysis
framework and data, in Section Il and 1V respectively. Section V exhibits the
results of the analysis, and then policy implications will be discussed in
Section VI.

Il. Preceding Studies on the Child Care Leave and Employment of
Female Workers

Studies in respect of relation between the child care leave and employment
of female workers conducted in Japan include: Kawaguchi (2002), Abe and
Ouchi (1998), Wakisaka (1999, 2001), Ohtake (1999), Morita (2005) and
Tomita (2002).2

In reference to a questionnaire survey conducted in 2000 on the member
companies of Osaka Chamber of Commerce and Industry and Kansai Economic

! According to Wakisaka (2002), only 20.7% of listed companies consider the child care
(family care) leave system “not problematic at all.” The biggest problems they find
include: “difficulty in obtaining replacement personnel (50.6%),” and “treatment of
replacement personnel after leave-takers’ return to workplace (41.0%).”

2 Based on the data obtained in The Survey on Work Perception of Female Employees
and Their Working Behaviors conducted by the Japan Institute of Labour in 1996, Morita
and Kaneko (1998), one of the analyses that employ worker-oriented data, proved that
the child care leave system does extend the service length of female employees. Sigeno
and Okusa (1998) also showed that the child care leave system is effective in promoting
extension of service length, using the individual data available from The Japanese
Panel Survey of Consumers conducted by the Institute for Research on Household
Economics.



Japan Labor Review, vol.4, no.4, Autumn 2007

Federation, Kawaguchi (2002) stated that no substantial results were gained to
verify that family-friendly measures or programs for equal opportunity for
both sexes had actually hampered employment of female workers.

Using the data collected via a survey performed in 1992 and 1995 by a job
information magazine targeted at university students, Abe and Ouchi (1998)
performed a regression analysis in respect of the proportion of recruitment of
new female graduates and that of recruitment of female career-track employees,
on the basis of presence/absence of a child care leave program. While the
availability of child care leave programs had no significant effect on the ratio
of recruitment of new female graduates, it did adversely affect the proportion
of recruitment of female career-track employees.

Based on the results of an analysis incorporating annual activity reports of
the health insurance associations, Wakisaka (1999) revealed that the higher the
ratio of female employees, the lower the ratio of those who take child care
leave. Furthermore, with reference to the Basic Survey on Women’s
Employment Management in 1995, 1996, and 1997, Wakisaka (2001)
conducted a regression analysis of the ratios of female employees with the
least-square method using the number of employees, availability of child care
leave programs, presence/absence of labor union, and industry dummies. The
results showed that the child care leave system served as a significantly negative
coefficient, which seems to indicate that the system itself hinders recruitment
of female workers. When applying this regression analysis by business scale,
however, although the coefficient of child care leave system was once again
significantly negative among both small-sized enterprises with five to 29
employees and companies with 30 employees or more; when it comes to large
enterprises with 500 employees or more, the coefficient turned out to be positive
if not to a significant degree. Wakisaka interpreted this finding to mean that “in
small-sized enterprises, providing a child care leave system imposes a cost
burden (or at least their top management are made to believe so), resulting in
hesitation to hire women in relative terms.”

Ohtake (1999) pointed out that even though the Child Care Leave Law
functioned as a beneficial system for presently employed workers, it might
reduce the employment opportunities for those who were not hired yet.

Utilizing the Employment Trend Survey, Morita (2005) took note of the
time difference in legislation of the child care leave system between for small-
and medium-sized enterprises and for large-scale companies, to verify whether
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or not the child care leave system had adversely affected labor demand for
female workers by altering the perception of companies on costs that female
workers could incur. The results of her analysis did not necessarily indicate
that the enforcement of the Child Care Leave Law in 1992 had any impact on
new employment of female workers, yet they at least revealed that the 1995
revision of the Law discouraged new employment of female workers in small
companies which came under the scope of the Law since the revision, and that
it might have had a negative influence on employment of female applicants
who wished for career change, especially those aged between 35 and 44.

Equally sampling companies both with and without female directors or
managers, Tomita (2002) analyzed the effects of the ratio of child care leave
takers on the ratio of female worker recruitment. As a result, it was learned that,
among companies having no female directors or manager, the higher the ratio
of child care leave takers was, the lower the proportion of female employees
became, although it was not statistically significant. On the other hand, among
companies having female directors or managers, the coefficient reflecting the
ratio of child care leave takers had a positive effect on the proportion of female
worker recruitment. It is true that the child care leave could be a cost for
companies on a short-term basis, but investment in cultivation of female
employees should increase the return in the long run as female employees who
were on child care leave come back to work after delivery of their baby. Thus,
Tomita concluded that companies with female directors or managers tended to
recruit more female workers, in response to an increase in the number of female
employees who took child care leave.

Among the above-presented existing studies, Kawaguchi (2002) and Abe
and Ouchi (1998) analyzed the relation between the child care leave system
and employment of female workers, whereas Wakisaka (1999, 2001) and
Tomita (2002) analyzed the correlation between the ratio of child care leave
takers and employment of female workers. In Japan, an increasing number of
companies have adopted the child care leave system since the enforcement of
the Child Care Leave Law in 1992. At present, the proportion of companies
that employ the system has reached up to 99.9% in 2005.> Having this in mind,
I will perform an analysis in this paper on the basis, not of the child care leave

% Large enterprises with 500 employees or more (The Basic Survey or Women’s
Employment Management).
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system itself, but of its operational performance, namely the ratio of child care
leave takers.

I11. Framework of the Analysis

The impacts that the use of child care leave and other human resources
management measures have on the employment of female workers at the level
of individual enterprises are understood in this paper as follows.

First, under the assumption of the simplest labor market, wages of male
and female workers determined in this assumed labor market reflect the
productivity of each male/female worker, in other words, difference in their
individual human capital. From the company’s point of view, if the ratio of
female employees taking child care leave rises, the productivity of female
employees will decline by the ratio of female employees taking child care leave
multiplied by lost productivity due to the use of child care leave.* The lost
productivity here refers to the costs incurred on a company by its employees’ use
of child care leave, due to, for example, obsolescence of employee human
capital because of discontinuation of career development, inactivity of internal
and external human networks, as well as losses in terms of manpower
management resulted from inability for the company to work out a personnel
management plan in advance as it is impossible to pencil in the exact delivery
dates beforehand. Facing such circumstances, the company ends up with
making a choice of either: a) cutting down the salary of female employees, and
b) reducing the number of female workers.”> Although the provision of child
care leave is now a legal obligation, the Equal Employment Opportunity Law
at the same time makes it difficult for companies to set different amounts of

The Child Care Leave Law stipulates that when any worker irrespective of sex applies
for the use of child care leave, his/her employer is obliged to allow him/her to take such
leave, which means that those eligible to take child care leave are not necessarily limited
to females. In fact, however, female workers made up 98.1% and 98.0% of the total
number of workers who took child care leave in 2002 and 2005, respectively (The
Basic Survey on Women’s Employment Management).

Ruhm (1998) analyzed how changes in child care leave programs in nine European
countries from 1969 to 1993 affected employment and wages of female workers, using
the method of difference-in-difference-in-difference (DDD). The results revealed that
child care leave contributes to boost the employment of female workers (i.e. the number
of employed female workers compared to the national population), but that it lowers the
wages paid for female workers.
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salary for male and female employees who have the same attributions. As a
result, companies rather naturally choose either to reduce the number of female
workers or to recruit only such females who are more capable than average
male counterparts and deserve an extra expense imposed by their use of child
care leave.

In addition, under the situation that the high ratio of child care leave takers
results in restriction on the employment of female workers, | will discuss
whether or not a certain way of employment management, which accommodates
employee-specific customization so that the company can work out rewards
according to each worker’s productivity by widening internal wage disparity,
could ease the restrictive effect on female worker employment caused by the
use of child care leave. If such customized management brings about more
positive effects in enterprises with high ratio of child care leave takers rather
than in those where child care leave is less often taken, it could be considered
that a conscientious employment management personalized for individual
employees would prevent the ratio of female worker employment from
deteriorating. Conversely, if the customized management has smaller effects in
companies that have high ratio of child care leave takers than in those with low
ratio of child care leave takers, the employee-specific customized management
would be regarded as providing little positive impact in the former enterprises.

Here, this paper examines the relation between the ratio of child care leave
takers and utilization of female personnel, focusing on differences in the ratio
of child care leave takers according to each company.

IV. Data

In this paper, the Basic Survey on Wage Structure conducted in 1993, 1996,
and 2001, the Establishment and Enterprise Census of Japan in 1996 and 2001,
and the Basic Survey on Women’s Employment Management in 2003° are
referred in order to investigate the correlation between the ratio of child care
leave takers and those of female worker employment and female worker

® The 2003 ratio of child care leave takers is used here due to data limitation. It means
that my argument is based on an assumption that there will not be any temporal change
in the relative level of the ratio of child care leave takers in each enterprise in
comparison with the total average, even though the standard of the ratio has been
enhanced as a whole.
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recruitment.

“The ratio of child care leave takers” used in this analysis is the value
calculated by dividing the number of females that take child care leave with
the total number of female employees. Although this ratio can also be defined
by dividing the number of female child care leave takers with that of employees
who actually gave birth to a baby, this calculation naturally excludes from the
denominator female employees who quit the company after delivery. Therefore
the total number of female employees is intentionally used here instead.’

Here, the sample enterprises are devided into two groups depending on if
the ratio of child care leave takers is either higher or lower than the total
average, and then examine differences in the ratios of employment and
recruitment of female workers among the respective groups. The reason for
mainly taking into account the results obtained by incorporating the simple
average out of all industries irrespective of enterprise size is to simultaneously
observe, for instance, differences in the ratios of female employees and those
of female worker recruitment between industry types with longer average
service length and higher ratio of child care leave takers and those with shorter
average service length and lower ratio of child care leave takers.

Note that the term “ratio of female worker employment” used in this section
refers to that of female regular employees to the total number of regular
employees. “The ratio of female worker recruitment,” on the other hand, is that
of recruited new female graduates to the total number of recruited new
graduates found in the Basic Survey on Wage Structure.

The term “wage disparity within enterprises” used in this analysis indicates
the variance (standard deviation of error term) in salary among employees who
belong to a same company sharing the same gender, years of experience,
educational background, residing region, and service length (Refer to the
Appendix).

The total number of the sample enterprises is 5,723, and the industry

" The ratio of child care leave takers adopted in this analysis can be calculated as follows:
(the number of female child care leave takers/the number of employees who delivered a

baby) X (the number of employees who delivered a baby/the number of female general
workers). This leaves one problem unsolved, that is, it is impossible to tell either of the
following two possibilities is actually responsible for the fact that the relevant ratio is
low: 1) it is difficult to take child care leave, and 2) within the age structure of target
employees, those in childbearing age are simply limited in number.
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breakdown is as follows: wholesale, retail, and restaurant industry = 33%,
manufacturing industry = 19%, finance and insurance industry = 18%, and
service industry = 14%. The average scale of the enterprises is 96 persons, and
that of the corporations is 3,473 persons; most of these corporations are
large-sized. Among the sample enterprises, the average ratio of female regular
employees is 25%, that of female worker recruitment is 41%, and that of child
care leave takers is 2.1%. These numbers are descriptive statistics of the 2001
research, yet the range of industry types and enterprise sizes in both 1993 and
1996 studies are also very similar.

V. Analysis Results

1. Impacts That the Ratio of Child Care Leave Takers Have on Employment
of Female Workers

First, let me consider what kind of impacts the costs that companies bear in
relation to the increase of child care leave takers have on employment of
female workers.?

In 1993, immediately after the introduction of the child care leave system,
both enterprises with a high ratio of child care leave takers and those with a
low ratio showed practically no difference in the ratio of female worker
recruitment (the ratio of female worker recruitment among enterprises that had
a higher than average proportion of child care leave takers was 46.0%, while
that among enterprises with a lower than average proportion of child care leave
takers was 45.3%). As years passed by, however, the difference became
unignorable. In 2001, the ratio of female worker recruitment in enterprises
where the ratio of child care leave takers was lower than average was 46.9%,
whereas that in companies where the ratio of child care leave takers was higher
than average turned out to be as low as 28.3%, presenting a remarkably

8 The analysis below is based on the assumption that companies reasonably determine
the ratio of female worker employment and that of female worker recruitment. This
assumption is fairly well supported, as in a hearing survey that | conducted targeted at
enterprises, many of the subject companies exposed to international and domestic
competition responded that, upon recruitment, they did not discriminate job applicants
on a basis of gender or nationality, as long as they were considered to have potential to
contribute to the company. Kodama, Odaki and Takahashi (2005) also verified that the
ratio of female worker employment had neither positive nor negative effect on the
profit rate.
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Figure 2. The ratios of female worker recruitment
by ratio of child care leave takers
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substantial gap of 18.6% (Figure 2).

Table 1 shows the ratios of female worker recruitment by industry as well
as by the ratio of child care leave takers in 2001. In the wholesale, retail, and
restaurant industry, the ratio of female worker recruitment among enterprises
with a high ratio of child care leave takers was 28.8%, while that among
companies with a low ratio of child care leave takers was 47.8%. In the
manufacturing industry, the ratio of female worker recruitment among
enterprises with a high ratio of child care leave takers was 26.1%, while that
among companies with a low ratio of child care leave takers was 35.3%. In the
finance and insurance industry, the ratio of female worker recruitment among
enterprises with a high ratio of child care leave takers was 43.3%, while that
among companies with a low ratio of child care leave takers was 71.0%. In the
service industry, the ratio of female worker recruitment among enterprises with
a high ratio of child care leave takers was 31.6%, while that among companies
with a low ratio of child care leave takers was 42.1%. Looking at the figures
by industry, the ratio of female worker recruitment among enterprises with a
high ratio of child care leave takers is lower than that among enterprises with a
low ratio of child care leave takers in almost all industries. In the industries
such as “finance and insurance,” “real estate,” “electricity, gas, heat supply,
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Table 1. The ratios of female worker recruitment by industry
and by the ratio of child care leave takers

(%)

Ratio of child care leave takers

Low High Total

Mining 30.0% 66.7% 43.8%
Construction 25.6% 15.1% 21.7%
Manufacturing 35.3% 26.1% 31.7%
Electricity, gas, heat supply & water supply 40.8% 17.0% 20.9%
Transportation & telecommunication 42.9% 27.8% 35.0%
Wholesale, retail & restaurant 47.8% 28.8% 41.8%
Finance & insurance 71.0% 43.3% 64.9%
Real estate 48.4% 12.0% 46.5%
Service 42.1% 31.6% 38.9%
Total 46.9% 28.3% 40.5%

and water supply,” and “wholesale, retail, and restaurant” where the ratio of
female worker recruitment is high, the gap in the ratio of female worker
recruitment between enterprises with a high ratio of child care leave takers and
those with a low ratio is large. Meanwhile, in the industries such as
“construction,” “manufacturing,” and “service” where the ratio of female
worker recruitment is low, the gap is small in the ratios of female worker
recruitment between enterprises with a high ratio of child care leave takers and
those with a low ratio is small.

The ratios of female worker employment were also high in enterprises with
a low ratio of child care leave takers in both 1996 and 2001. In 1996, the ratio
of female worker employment among enterprises where the ratio of child care
leave takers was higher than average was 19.4%, while that among enterprises
where the ratio of child care leave takers was lower than average was 31.4%,
leaving a difference of 12.0%. In 2001, the ratio of female worker employment
among enterprises where the ratio of child care leave takers was higher than
average was 17.8%, and that among enterprises where the ratio of child care
leave takers was lower than average was 28.8%, again presenting a difference
of 11.0% (Figure 3).

Table 2 shows the ratios of female worker employment by industry as well
as by the ratio of child care leave takers in 2001. In the wholesale, retail, and
restaurant industry, the ratio of female regular employees among enterprises
with a high ratio of child care leave takers was 16.2%, while that among
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Figure 3. The ratios of female worker employment
by the ratio of child care leave takers
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companies with a low ratio of child care leave takers was 20.6%. In the
manufacturing industry, the ratio of female regular employees among enterprises
with a high ratio of child care leave takers was 19.1%, while that among
companies with a low ratio of child care leave takers was 23.9%. In the finance
and insurance industry, the ratio of female regular employees among enterprises
with a high ratio of child care leave takers was 36.6%, while that among
companies with a low ratio of child care leave takers was 54.2%. In the service
industry, the ratio of female regular employees among enterprises with a high
ratio of child care leave takers was 22.6%, while that among companies with a
low ratio of child care leave takers was 26.5%. Looking at the figures by
industry, the ratio of female worker employment among enterprises with a high
ratio of child care leave takers is lower than that among enterprises with a low
ratio of child care leave takers in almost all industries, and the difference is the
biggest in the finance and insurance industry.

As observed above, immediately after the introduction of child care leave
system when the average ratio of child care leave takers was low, the ratio of
child care leave takers had no impact on the recruitment of female workers.
However, it was confirmed that as the average ratio of child care leave takers
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Table 2. The ratios of female worker employment by industry
and by the ratio of child care leave takers

(%)

Ratio of child care leave takers

Low High Total
Mining 12.6% 12.2% 12.6%
Construction 10.0% 8.9% 9.6%
Manufacturing 23.9% 19.1% 22.0%
Electricity, gas, heat supply & water supply 12.1% 8.6% 9.3%
Transportation & telecommunication 13.7% 10.9% 12.3%
Wholesale, retail & restaurant 20.6% 16.2% 18.7%
Finance & insurance 54.2% 36.6% 50.9%
Real estate 22.4% 24.8% 22.8%
Service 26.5% 22.6% 25.6%
Total 28.8% 17.8% 24.8%

rose, the ratio of child care leave takers started to impose a negative effect on
the ratio of female worker recruitment and that the ratio of female worker
employment was low in enterprises with a high ratio of child care leave takers.
It is possible to infer that the ratio of female worker recruitment has decreased
in enterprises with a high ratio of child care leave takers because the use of
child care leave helped female employees extend their service length,
temporarily eliminating the necessity of recruiting additional female workers.
Nevertheless, also taking it into consideration that the ratio of female regular
employees was low in enterprises with a high ratio of child care leave takers, it
is rather ascribed to the result that companies perceive the use of child care
leave by female employees as a cost for them.

2. Impacts That the Ratio of Child Care Leave Takers and Wage Disparity

within Enterprises Have on Employment of Female Workers

The next issue to examine is, assuming that the ratios of child care leave
takers are the same, how the employment of female workers is affected if wage
disparity is significant within an enterprise, which means, supposedly, the
enterprise implements customized management or has diversified career paths.

Figure 4 shows the ratio of female worker recruitment compared with the
ratio of child care leave takers and wage disparity within enterprises. Comparing
the cases where the ratio of child care leave takers is higher than average,
when the wage disparity within enterprises is smaller than average, the ratio of
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Figure 4. The ratio of female worker recruitment compared with the ratio
of child care leave takers and wage disparity within enterprises
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female worker recruitment is 26.7%; on the other hand, when the wage
disparity within enterprises is larger than average, the ratio of female worker
recruitment is 31.0%. Meanwhile, comparing the cases where the ratio of child
care leave takers is lower than average, when the wage disparity within
enterprises is smaller than average, the ratio of female worker recruitment is
43.9%; on the other hand, when the wage disparity within enterprises is larger
than average, the ratio of female worker recruitment is 50.9%. No matter how
high or low the ratio of child care leave takers is, the ratio of female worker
recruitment is high in the enterprises where wage disparity is significant.
However, looking at the degree of wage disparities found within enterprises, it
becomes greater when the ratio of child care leave takers is lower.

Figure 5 shows the ratio of female worker employment compared with the
ratio of child care leave takers and wage disparity within enterprises.
Comparing the cases where the ratio of child care leave takers is higher than
average, when the wage disparity within the enterprises is smaller than average,
the ratio of female worker employment is 16.9%; on the other hand, when the
wage disparity within the enterprises is larger than average, the ratio of female
worker recruitment is 19.9%. Meanwhile, comparing the cases where the ratio
of child care leave takers is lower than average, when the wage disparity
within the enterprises is smaller than average, the ratio of female worker
employment is 22.7%; on the other hand, when the wage disparity within the
enterprises is larger than average, the ratio of female worker employment is
37.1%. In each case, the ratio of female worker employment is high when the
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Figure 5. The ratio of female worker employment compared with the ratio
of child care leave takers and wage disparity within enterprises
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wage disparity within enterprises is large. However, looking at the degree of
wage disparities found within enterprises, it becomes greater when the ratio of
child care leave takers is lower.

The results of this analysis revealed that, when the ratio of child care leave
takers is high, the employment of female workers is restrained, and that in
workplaces where the ratio of child care leave takers is high, even if the wage
disparity within the enterprise is large, it does not have so much effect to
promote employment of female employees.

VI. Policy Implication

Just after the child care leave system was introduced in 1993, there was no
clear difference in the ratio of female worker recruitment resulting from the
difference in the ratio of child care leave takers. Thereafter, although in
workplaces where the ratio of child care leave takers was low, the ratio of
female worker recruitment hardly changed, the same ratio declined in
workplaces where the ratio of child care leave takers was high. With respect to
the ratio of female worker employment, it tended to be low in enterprises
where the ratio of child care leave takers was high. This suggests that the use
of child care leave is felt to be a big burden on companies.

Thus, it should be carefully noted that, when companies are encouraged to
provide equal opportunities irrespective of gender without paying attention to
the difference in productivity, the disparity between male and female employees
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who are already hired by a same company becomes small, but there is a risk
that female employment opportunities themselves might be eliminated.

In the workplaces where the ratio of child care leave takers is high yet
there is a system that enables to reflect the lost productivity due to the use of
child care leave in salaries, for instance those with large wage disparity, the
decrease in female worker employment was smaller than in those that do not
have a similar policy. Nevertheless, even if such salary management is
implemented, the ratio of female worker recruitment in the workplaces with
the high ratio of child care leave takers is lower than that in the workplaces
with the low ratio of child care leave takers. To put it differently, even a
framework that enables to reflect in salaries the lost productivity due to the use
of child care leave cannot completely eliminate all the burdens that arise from
the use of child care leave. It was learned that, on the contrary, in the workplaces
where the ratio of child care leave takers is high, the effects that large wage
disparity within enterprises has in promoting female worker employment is
diminished to a great degree.

As found above, it is inferable that the use of child care leave has been
such a burden on companies that they cannot overcome it by simply elaborating
on their human resources management. In order to encourage the use of child
care leave, it can be considered that companies should not be the only party to
bear the burden imposed by their employees’ child-rearing efforts; the
government and society also need to support it to a substantial extent.

Regarding the relationship between work-life balance programs and
company performance, many of the existing studies conducted in the U.S. have
demonstrated that the two are positively correlated®, whereas those carried out
in Japan have given no clear answer. The results of preceding studies
performed in Japan in respect of the effects of work-life balance programs (or
family-friendly programs) on company performance contradict with each other,
providing all the possible outcomes of “no effect,” “positive effect” and

® Using the company data available from the U.S. Fortune 500, Clifton (2004) revealed
that work-family support programs improve productivity. Arthur (2003) and Arthur and
Cook (2004) utilized the event study method to verify how stock prices were affected
by family-friendly measures featured in the Wall Street Journal. Consequently, they
found that the family-friendly measures and stock prices positively correlated with each
other. Roehling, Roehling and Moen (2001) also stated that, based on a set of data
extracted from U.S. workers, there was a positive correlation among the flex time policy,
informal support from bosses and colleagues, and workers’ loyalty.
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“negative effect” (Sakazume 2002'°; Kawaguchi and Nagae 2005™; Wakisaka
2006"%; and Kodama, Odaki and Takahashi 2005%). Some studies concluded
that work-life balance programs could be effective when combined with equal
employment opportunity measures or vocational ability development programs
(Perry-Smith and Blum 2000**; Konrad and Mangel 2000™°; Abe and

10 Based on the data gathered by a company survey conducted by Japan Productivity Center
for Socio-Economic Development in 2001 and those concerning employees who
belong to the subject companies, Sakazume (2002) revealed that although diversified
family-friendly measures had a positive effect on company performance (changes in
ordinary income) but that conventional family-friendly measures and active promotion
of such programs had no effect on company performance.
Kawaguchi and Nagae (2005) incorporated the event study method to verify the effects
of awards given to companies promoting equal employment opportunity and
implementing family-friendly measures on their stock prices. The results demonstrated
that the awards given to companies administering family-friendly measures boosted
their stock prices on a short-term basis, though it brought about a negative effect on the
companies who were losing profits, and that the awards given to companies promoting
equal employment opportunity triggered a short-term drop in their stock prices.
Wakisaka (2006) developed an index that reflects how family-friendly a company is,
by taking into account, for example, overall status of work continuation/termination by
female regular employees, availability of child care leave system, and presence/absence
of a short-time work system. It was revealed that the companies whose index turned out
to be high experienced a negative impact on their sales increase, and at the same time a
positive effect on their subjective assessment regarding productivity and performance
improvement in comparison with those observed five years before.
Kodama, Odaki and Takahashi (2005) found that the ratio of female employees and
that of profits were both high in enterprises where the following three elements were
realized: “disparity in service length between male and female employees is small,”
“there is a reemployment system,” and “the ratio of female managers is high,” and that
the ratio of profits was not high but that of female employees was high in enterprises
where the following five elements were realized: “the ratio of female career-track
employees is high,” “assigned overtime is short,” “there is a child care leave system
that provides the legally-designated number of holidays or more,” “there is a flex-time
system,” and “there is no transfer for female employees.” In other words, the ratio of
female employees and company performance were both high in companies who had
“equal employment opportunity programs” to encourage equal treatment for male and
female employees according to their capabilities and achievements, plus “work-life
balance programs” to establish an environment where female employees can continue
working for a long period of time by balancing their work and life at the same time,
whereas the ratio of female employees was high but company performance was not in
companies that only adopted “work-life balance programs.”

4 Perry-Smith and Blum (2000) who used the data available in the U.S. revealed that the
companies adopting various work-family policies as a bundle tended to have a sharp
surge in sales.

15 Based on the data collected from a questionnaire survey conducted in 1990 in the U.S.,
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Kurosawa 2006°). These facts can be interpreted as that work-life balance
programs produce a positive effect on business performance only in companies
where employees are equally treated irrespective of gender in accordance with
their productivity.

Up until now in Japan, companies have promoted to implement programs
that aim to equalize male and female workers and to reduce gaps in treatment
for employees irrespective of their career paths or job titles, and have applied
work-life balance programs to all employees. As a result, positions where
women can be entitled to as regular employees have been lost. If companies
were, in the future, compelled to achieve equilibrium between part-timers and
regular employees or to introduce part-timer-specific measures that are similar
to current work-life balance programs designed for regular workers, the form
of “employment” could shift into “outsourcing” or “independent contractors,”
that is, the work form of “out of employment.”

One of the methods to further disseminate work-balance programs is to
promote them as welfare policies. In such a case, since implementation of
work-life balance programs brings about no advantage or even results in
disadvantages for the part of enterprises, it would be required to create a
certain framework in which the government or entire society bears the burden
so that individual companies do not have to be responsible for it. More
specifically, what are possible for this purpose include: to facilitate the use of
day nurseries and babysitters, to encourage all employees including males to
take child care leave and family care leave and to reduce overtime, and to help
companies find substitute personnel for those on child care leave or family
care leave. As mentioned earlier, when promoting work-life balance programs
as one type of welfare policy, it should be carefully noted that there is a risk to
widen the disparity between regular employees who can enjoy the benefit and
part-timers or outsourced contractors who cannot.

Another alternative is to establish a positive cycle with which companies

Konrad and Mangel (2000) indicated that the cross item of the ratio of specialist
employees, that of female employees, and WLI (composite Work-Life Index) had a
positive effect on company performance (i.e. sales per head).

16 Abe and Kurosawa (2006) pointed out that short-time work systems had a negative
effect on sales, that child care leave systems allowing more holidays than legal obligation
had a positive effect on ordinary income, and that work-family balance systems had a
significant impact on business performance in companies that put an importance on
investment in vocational ability development for their employees.
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can enhance their business performance; namely, a system in which enterprises
can provide benefits for whomever they would like to do so as part of fringe
benefits or employment management tools, or a strategy to recruit better
personnel. To be more concrete, possible examples are to authorize companies
to internally differentiate wages and treatments for their employees depending
on job titles or individual vocational abilities under the single limitation of
minimum standards designated by law, and to organize a system where
companies that carry out work-life balance programs can be publicized and
awarded. Although this may widen gaps in wage and treatment among regular
employees within a same company, it could be considered desirable for the
society as a whole, in a sense that it also takes into account differences between
regular employment and irregular employment or out-of-employment contract.

This analysis is based on the data gathered during the period when Japan
suffered a long-term economic recession and there was a very strong feeling of
employment surplus among the public. Since 2002, the unemployment rate has
declined, the job opening ratio has risen, and the employment requirement
diffusion index has also been improving. For the last couple of years, the
economic recovery and retirement of baby boomers expected to start in 2007
have intensified a sense of insufficiency in manpower; hence companies are
now more vigorously engaged in programs to help their employees balance
work and child care in the aim of securing human resources. According to
Nihon Keizai Shimbun (2007), the number of companies who “believe that
support programs for balancing work and child care would enhance employee
motivation and lead to improved productivity” has sharply risen from 8.4% to
47.2% in comparison with two years before, while those who “do not necessarily
believe so” have drastically decreased from 42.3% to 9.4%." If a similar
analysis to mine is performed using a set of data collected in 2002 and onwards,
there will be a high possibility that it produces different results. It is indispensable
to have a viewpoint to observe economic trend and labor supply and demand in
connection with companies’ human resources management programs.

If an increasing number of enterprises consider that support programs for
balancing work and child care will result in productivity improvement, adoption

7 The Work-Life Balance Survey was conducted by Nihon Keizai Shimbun in April 2007
covering 2,242 major companies both listed and unlisted in the first section of the
Tokyo Stock Exchange, out of which 392 companies responded (according to an article
published on Nihon Keizai Shimbun, dated May 20, 2007).
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and dissemination of such programs in companies that aim to grow profits will
be naturally promoted, and the utilization of female personnel will also be
further enhanced. From a policy-making standpoint, it will be desired to
continue to have a system that publicizes and awards enterprises who are
devoted to implementing support programs for balancing work and child care,
such as certification of “child care supporting companies” based on “the Act
for Measures to Support the Development of the Next Generation” or
commendation to family-friendly companies, as well as to draw up new
policies without being fettered by a provincial viewpoint of “internal
equilibrium and equality.”

This paper was composed by adding extra remarks to and modifying the
analysis performed for the survey report regarding gender equality compiled
by the Ministry of Economy, Trade and Industry. | would like to express my
gratitude to Professor Yasunobu Tomita of Doshisha University who led the
survey for providing me with valuable advice. The views expressed herein are
those of the author and not necessarily those of the Ministry of Economy,
Trade and Industry.

Appendix

The index of “wage disparity within enterprises (wage variance)” used in
the analysis for this paper was worked out as follows, after controlling, at the
level of each enterprise, the variables of gender, number of years passed after
graduation from university, educational background, and residing region, for
approximately 50,000 enterprises:

First, the wage function was estimated using the data available in “the
Basic Survey on Wage Structure” without differentiating by industry or by
scale. The wage equation is the standard semi-logarithmic form.

In w = By +p; Dfem
+B, ex +Bg ex? +p, Dfem*ex +psDfem*ex?
+B5 SCH +B;RGN
+Dpl; * (yoi +ysiten +yz;Dfem +yzDfem™ten) +u;

Note that Dfem indicates female dummy (reference group: male), ex is the
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number of years passed after graduation from university (current age — age at
graduation), ex? is the square of the number of years passed after graduation
from university, Dfem*ex is female dummy x the number of years passed after
graduation from university, Dfem*ex® is female dummy x the square of the
number of years passed after graduation from university, SCH is education
background dummy (junior high school graduates, junior college/vocational
school graduates, or university graduates; reference group: high school
graduates), RGN is residing region dummy (Tokyo, Kanagawa, Osaka; reference
group: others), Dpl; is enterprise dummy where 1 is used for the number i
enterprise and O for other enterprises, ten is the number of service years,
Dfem*ten is female dummy X the number of service years, and u is error term.

w indicates wage, more precisely hourly pay rate obtained by dividing
salary including bonus by actual working hours, calculated as follows: (fixed
cash salary + bonus and end-term special allowance paid in the previous year/
12)/(actual working hours within predetermined duration + actual working
hours in excess of predetermined duration).

The wage disparity within enterprises used in this analysis can be calculated
as below.

Wage disparity within an enterprise = S.D.(u;)
= standard deviation of error term
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Outlook on the Retirement Process of Dankai No Sedai,
or the Japanese Baby-boom Generation

Yutaka Asao
The Japan Institute for Labour Policy and Training

1. Preliminary Knowledge: What Is Dankai No Sedai?

In Japan, a large nodule of population born immediately after the Second
World War, or the Japanese baby-boom generation is called the Dankai No
Sedai (hereafter called the “JBB generation”). Generally speaking, this term
applies to those born between 1947 and 1949. The celebrated economic
commentator and author Taichi Sakaiya, who also served as Director-General
of the Economic Planning Agency from July 1998 to December 2000, first
coined the term more than 30 years ago in a novel of the same title written
about the economy and society. In the form of a novel, Sakaiya predicted that a
population group that is larger than the population groups born before and after
it would have varying impact on education, economy and society then and in
the future as well. The book created a stir, firmly establishing the term Dankai
No Sedai since then.

Based on the latest Population Census (2005), the population of the JBB
generation and the population born immediately before and after the JBB
generation, by age, are as shown in Figure 1. If we look at those who correspond
to the JBB generation, the population of men and women who were 58 years
old at the time of the survey, who roughly correspond to those born in 1947,
was 2.18 million, of those who were 57 was 2.29 million, and those who were
56 was 2.31 million. Each age group had a population of above 2 million. On
the other hand, if we look at the population of the generation born before the
JBB generation, the population of those who were 59 was 1.37 million, those
who were 60 was 1.47 million, and those who were 61 was 1.8 million. If we
examine the population of the generation born after the JBB generation, the
population of those who were 55 was 2.1 million, those who were 54 was 1.95
million, and those who were 53 was 1.84 million, with the population decreasing
each year. This shows that the JBB generation makes up a significantly larger
population group compared with the generations born before and after it.*

1 On the reasons for the increase in the number of births during this period, it has been
pointed out that the return of Japanese from Japan’s former territories overseas and of
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Figure 1. Population of the JBB generation and generations before
and after the JBB generation by age

52 years old
(born 1953)
53 years old
(born 1952)
54 years old
(born 1951)
55 years old
(born 1950)
56 years old
(born 1949)
57 years old
(born 1948)
58 years old
(born 1947)
59 years old
(born 1946)
60 years old
(born 1945)
61 years old
(born 1944)

Source: Ministry of Internal Affairs and Communications, Statistics Bureau, Population Census
(2005).

Note: The results were obtained by adding up the number of people in each age group. The year in
brackets is roughly the year of birth corresponding to each age group and is shown for reference
purpose. The survey, however, was taken as of October 1, and the age of an individual and the
year of birth do not necessarily correspond with each other.

While the JBB generation normally refers to the cohort born during a
three-year period from 1947 through 1949, it is not infrequently that the cohort
born during a five-year period from 1947 through 1951 is made the subject of
analysis as the JBB generation in the broad sense. In this paper too, the subject
of analysis is the JBB generation in the broad sense.

Japanese soldiers from former battlefields was a factor. It is, however, natural to think
that the advent of peace was the determinate factor. With the end of oppressive social
conditions and promulgation of the new constitution in November 1946, people could
anticipate a free and brighter future, even though living was not easy. It can be said
that the hope that newborn children would be able to have a better life than their
parents resulted in a substantial increase in the number of births. One suggestive
finding is that while the number of births remained at low levels even though there
were calls for “procreation” during the war, the number of births began to rise with
the advent of peace. In other words, this may provide us with a clue as to how we
could deal with the issue of the declining birthrate today.
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2. Survey on the JBB Generation and Its Objectives

Of the JBB generation, in other words the large cohort born between 1947
and 1951 for the purpose of this paper, the oldest group of people born in 1947
will be turning 60 in 2007. We are now entering an age where the JBB generation
will be reaching their 60s. Meanwhile, it is generally the case in Japan for firms
and particularly large firms to set the mandatory retirement age at 60. As a
result, there is a rising interest in the outlook on employment of the JBB
generation in 2007 and beyond.

Therefore, the Japan Institute for Labour Policy and Training (JILPT)
conducted a survey on the JBB generation about their outlook on future
employment and life. Through this survey, which was conducted just before
2007 in October 2006, we collected basic data related to the JBB generation’s
outlook on future employment and life. The outline of the survey is as follows:
Subject

(1) Employed men and women of the JBB generation: 3,000 people

(effective response from 2,722 people, or 90.7%)
(2) Women whose husbands are of the JBB generation and employed:
2,000 people (effective response from 1,782 people, or 89.1%)
The subjects of (2) are not the wives of men of (1). The subjects of (1)
and (2) are of different households.
The subjects include employees as well as those who are
self-employed.
Survey method
A mail survey was conducted using two types of survey sheets, one for
the “JBB survey” on the subjects of (1) above and the other for the

“wives’ survey” on the subjects of (2).

Both surveys asked questions on the basic attributes of the subjects. In
addition, the “JBB survey” inquired about history of employment, prospects of
continued employment at the subjects’ current firms (asked only to employees),
and their outlook on employment and life in old age. The “wives’ survey”
asked questions about the husbands’ employment, the wives’ history of
employment, their assessment of married life with their husbands, their
outlook on the husbands’ and wives’ employment and life in old age. We
collected basic data through the surveys.

Through these surveys, we were able to generally grasp the vision held by
the JBB generation as to their future employment and life at a time when they
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are just about to reach their 60s. Shown below are important findings obtained
from the analysis of the data.?

3. Prospects (Wishes) Regarding Employment of Male Employees of

the JBB Generation

From the results of the survey, we would like to show what kind of a vision
the people in the JBB generation have about their future employment. Here we
examine the cases of currently employed male employees, most of whom are
expected to be affected by the mandatory retirement age of 60 in their firms.
The related data can be summarized as in Figure 2. First, the subjects can be
categorized broadly into three groups in accordance with their relation with the
firms that currently employ them at a time when they will soon reach the age
of 60. These groups are: (A) those to whom the mandatory retirement age is
applicable but who wish to continue working at their current firms even after
60 (44.9%); (B) those to whom the mandatory retirement age is applicable and
who do not wish to continue working at their current firms after the mandatory
retirement age (33.5%); and (C) those to whom the mandatory retirement age
is not applicable (21.6%). If we look at the wishes of those in group A regarding
employment after 60, the largest number of people, at 62.7%, chose 65 as the
age until which they hope to continue working for their current firms, followed
by 14.5% who chose the age of 63. With regard to the final retirement age of
these people in group A, the largest number of people, at 54.9% chose 65,
followed by those who said 70, at 25.3%. Among those in group B, while the
majority of people, at 91.5%, would retire from their current companies by the
application of the mandatory retirement age of 60, only 24.9% expected their
final retirement age to be 60, and 43.8% and 13.7% said they hoped their final
retirement age would be 65 and 70, respectively. As regards people of group C
to whom the mandatory retirement age is not applicable, 42.5% and 18.6%
wish to continue working at the current workplace until 65 and 70, respectively,

2 The Japan Institute for Labour policy and Training published the data of the results of
the surveys in Results of the Survey on the Japanese Baby-Boom Generation’s Vision
of Employment and Life (JILPT Survey Series, no.30 [2007]), and the data on the
analysis of the results in Report of the Survey and Research on the Japanese Baby-Boom
Generation’s Vision of Employment and Life (JILPT Research Report, no.85 [2007]).
These are both written in Japanese. The main parts of this present paper summarize
Chapter 7 of the latter report.
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Figure 2. Wishes and prospects regarding employment after around 60
(percentages calculated by excluding subjects who gave no
response) —Male employees—

Hope to continue to be employed at the
—>] current workplace
(57.3%)  <44.9%>
Age until which one hopes to continue
working at the current workplace ~ ————gp Age at which one hopes to finally retire
Total 100.0 <44.9> Total 100.0 <44.9>
60 0.4 <0.2> 60 0.6 <0.3>
61 04 <0.2> 61 02 <0.1>
62 6.2 <2.8> 62 2.3 <10>
Mandatory retirement 63 145 <6.5> 63 56 <25>
— ageisapplicable |— 64 6.4 <2.9> 64 4.4 <2.0>
(78.4%) 65 62.7 <28.2> 65 54.9 <24.7>
67 0.2 <0.1> 67 0.6 <0.3>
68 04 <0.2> 68 2.3 <10>
69 02 <0.1> 69 02 <01>
70 8.1 <3.6> 70 253 <11.4>
75 and over 0.6 <0.3> 75 and over 3.5]<1.6>
Do not hope to continue to be employed
—>] at the current workplace

(42.7%)  <33.5%>

|—> Mandatory retirement age —— Age at which one hopes to finally retire

Total 100.0 <33.5> Total 100.0 <33.5>
59 or under 16 <05> 59 or under 1.8 <0.6>
60 915 <30.7> 60 249 <83>
61 03 <0.1> 61 1.0 <0.3>
62 16 <05> 62 2.6 <0.9>
63 13 <04> 63 41 <14>
65 3.6 <1.2> 64 34 <11>
70 03 <01> 65 438 <14.7>
66 0.3 <0.1>
67 05 <0.2>
68 05 <0.2>
69 0.3 <0.1>
70 137 <4.6>
Mandatory retirement 75 and over 3.1 <1.0>
—— age is not applicable
(21.6%) Age until which one hopes to continue working at
_|_; the current workplace —» Age at which one hopes to finally retire
Total 100.0 <21.6> Total 100.0 <21.6>
Term of employment 60 12 <0.3> 60 85 <1.8>
is set 62 20 <04> 62 2.0 <04>
(12.9%) <4.2%>] |Hopeto 63 36 <0.8> 63 49 <11>
continue to 64 2.8 <0.6> 64 45 <1.0>
be employed|65 425 <9.2> 65 36.8 <7.9>
at the 66 04 <01> 67 16 <0.3>
current 67 2.0 <04> 68 12 <03>
workplace |68 0.4 <0.1> 70 328 <7.1>
70 186 <4.0> 75 and over 77 <17>
75 and over 3.2 <0.7>
Do not hope to continue to
be employed at the current 231 <5.0>
workplace

Note: The figures show the percentage distribution of answers to the survey questions when
subjects who gave no response are excluded.
The figures in angle brackets (< >) are percentages of the whole obtained by multiplying the
percentage distribution.
“Age at which one hopes to finally retire” is the age until which one hopes to be employed
in work from which one can derive income, in other words, the age at which one hopes to
retire from work.
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and 36.8% and 32.8% hope that their final retirement age would be 65 and 70,
respectively.

From the above data, it can be said that a high percentage of people set a
high final retirement age among those working for companies that do not have
a mandatory retirement age. This is followed by a relatively high percentage of
people setting a high final retirement age among those to whom the mandatory
retirement age is applicable but who hope (or can hope) to continue working at
their current companies. The percentage is lowest among those to whom the
mandatory retirement age is applicable and who do not hope (or cannot hope)
to continue working for their current companies. The data also show that many
people expect to retire at a higher age than the age until which they would
continue working for their current companies and that they would seek to find
the second and third workplaces (employment opportunities) in the future.

The figures in angle brackets (< >) are figures as percentage of all male
employees of the JBB generation. They show that the patterns of visions of
employment most frequently seen are in the following order:

(1) After continuing to work for the current company after the mandatory
retirement age, retire working at age 65 at the same time as retiring
from that company or retire working at age 65 after working for a year
or two at another company (24.7%);

(2) Retire from the current company at the mandatory retirement age, then
work at another workplace for several years until retiring from work at
age 65 (14.7%);

(3) Continue working for the current company after the mandatory
retirement age as in (1) above and work several years at second and
third workplaces until retiring from work at 70 or stay working for the
same company until 70 (11.4%);

(4) Retire from work at the mandatory retirement age of 60 (8.3%);

(5) Continue working after 60 at a company that does not have a
mandatory retirement age and retire from work at the age of 65 or 70
at the same time as retiring from that company or retire from work at
the age of 65 or 70 after working several years at second and third
workplaces (7.9% retiring at 65 and 7.1% retiring at 70).
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4. Factors That Have an Effect on the Desired Final Retirement Age of
the JBB Generation

As described above, many employees of the JBB generation consider that

their final retirement age will be between 65 and around 70—a trend that is
generally observed among older people and not just the JBB generation.
Therefore, by statistically analyzing the data obtained through these surveys,
we tried to identify factors that had an effect on the desired final retirement age.
The method we used was a simple regression analysis with the explained
variable being the age until which one hoped to continue working (i.e. the
desired final retirement age) and the explanatory variables being data related to
factors that were considered to have relevance to the desired final retirement
age. Table 1 shows the descriptive statistics (average and standard error) of
each variable and the calculation results of the regression analysis. Variables
(factors) with statistically significant effect include gender, presence of spouse,
household income, household savings, health conditions, type of work employed
in, age of the mandatory retirement age, etc. of the company currently working
for, specialty developed through one’s career, one’s outlook on work
(self-realization or means of earning livelihood), sense of work being “tough,”
motivation for working in old age, wish for working in fields different from
before, achievement of goals related to securing savings for old age, and
expectation on working shorter hours in old age. Some interesting findings
related to these factors are illustrated below.

(1) When the mandatory retirement age, etc. is higher, it has an effect to
raise the expected retirement age. Measures for raising the mandatory
retirement age and for continued employment at the company
employees are currently working for are effective in raising people’s
final retirement age.

(2) Those who have developed a particular “specialty” in their careers has
an expected retirement age that is about 0.8 years higher than that of
those who have not. Those who were able to develop a specialty in
their careers will retire later in life.

(3) Those who say “income” is a motivation for working in old age have
an expected retirement age that is 1.5 years higher than those who do
not. Those who say “putting their abilities to good use” have an
expected retirement age that is 1.0 year higher than those who do not,
and those who say “their sense of duty to work” have an expected
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the desired retirement age (employees)

(OLS results)
Unstanf?ardized
Coefficient :
B Standard t Sig.
error
(Constant) 60.2461 1.8166 33.164  0.000
Male dummy 15886 0.2710 5.863 0.000 ***
With spouse dummy -1.1211 03528 -3.177 0.002 ***
With child dummy 0.0974 0.3534 0.276  0.783
Living with parents dummy -0.1940 0.2156 -0.900  0.368
The subject’s annual income 0.0001 0.0004 0.356 0.722
Annual household income -0.0003 0.0001 -2.356  0.019 **
Household savings -0.0001 0.0001 -2.621 0.009 ***
Percentage of securities-related savings -0.0380 0.0403 -0.943  0.346
Health conditions 0.2257 0.1057 2136  0.033 **
Technical work dummy -1.5476 0.3253 -4.758 0.000 ***
Management work dummy -1.6419 0.3533 -4.648 0.000 ***
Clerical work dummy -1.8403 0.3673 -5.010 0.000 ***
Sales work dummy -1.3238 04203 -3.149 0.002 ***
Service work dummy -1.1794 0.4092 -2.882 0.004 ***
Transportation & telecommunications work dummy -1.6421 0.6471 -2538 0.011 **
Skilled engineer & production process work dummy -1.8059 04765 -3.790 0.000 ***
Mandatory retirement age, etc. 0.0790 0.0216 3.652 0.000 ***
With a system for continued employment 0.1465 0.2836 0517  0.605
Born into family engaged in agriculture, forestry or fisheries 0.1941 0.2647 0.733  0.463
Born into family engaged in self-employed work -0.2708 0.2396 -1.130  0.259
No experience of job change -0.3365 0.2216 -1.519 0.129
Have a specialty dummy 0.8006 0.2356 3.398  0.001 ***
I cannot say for sure if | have a specialty dummy 0.4454 0.2621 1.700 0.089 *
Work is for self-realization 0.2184 0.1088 2.007 0.045 **
Work is for earning one’s livelihood -0.1833 0.0998 -1.836  0.066 *
Sense of work being “tough” -0.4538 0.1619 -2.803 0.005 ***
Income is a motivation 15213 0.2664 5711  0.000 ***
Putting one’s abilities to good use is a motivation 1.0113 0.2307 4383 0.000 ***
Maintaining one’s heatlh and stamina is a motivation 0.0619 0.2045 0.303 0.762
My sense of duty to work is a motivation 12946 0.2366 5472 0.000 ***
Hope to be employed in similar work as before 0.3990 0.2435 1.639 0.101
Hope to be employed.m work where | can utilize my 00790 02357 -0335 0737
knowledge and experience
Hope to be employed in a field different from before 1.1054 0.3362 3.288 0.001 ***
I am not particular about the kind of work | am employed in -0.1940 0.2556 -0.759  0.448
Achievement of goals regarding savings for old age -0.2499 0.0544 -4593 0.000 ***
Expect to work shorter hours at 65 15826 0.2489  6.359  0.000 ***
Adjusted R? 0.245
16.397
Sig. 0.000
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retirement age that is 1.3 years higher than those who do not.

(4) Those who wish to work in “a field different from before” in their old
age have an expected retirement age that is 1.1 years higher than those
who do not.

(5) Those who expect to work shorter hours when they are 65 have an
expected retirement age that is 1.6 years higher than those who do not.
Preparing diverse working styles for those in old age is effective in
raising the retirement age.

To encourage people in old age to participate in work as much as possible
and to raise as much as possible the expected retirement age of people who are
just about to reach 60, it is important to guide them by policy means along the
lines of their voluntary awareness formation mechanism, by promptly raising
the mandatory retirement age and promoting continued employment, letting
people realize that they have an option of choosing work without being too
concerned about the field of work they were in before, and further promoting
shorter working hours for workers in old age.

5. Outlook on the Changes in Employment Patters of the JBB

Generation in Old Age

In the survey, we asked people of the JBB generation in which employment
patterns they expected or hoped to be employed in or not be employed in in
each year after turning 60. From these data, we obtained the percentage
changes in each employment pattern in each year, and by multiplying the
number of people obtained from macro statistics by these percentages, we
estimated the number of people who would experience changes in their

% In relation to this, the information about the pensionable age of public pension is given
below. As regards the public pension scheme for employees (i.e. the employee
pension insurance), the pensionable age was originally set at 60. However, the
pensionable age is in the process of being raised in stages beginning with those born
on April 2, 1941 (i.e. the people turning 60 in fiscal year 2001). Ultimately, the
pensionable age will be raised to 65 (to be completed in fiscal year 2025). As regards
pension benefits (a fixed sum + sum proportionate to remuneration) of the JBB
generation, they will be eligible, at 60, to receive benefits for the part of the pension
that is paid roughly in proportion to the amount of remuneration they received as
employees. On the other hand, for the part of the benefits paid as a fixed sum, their
pensionable age will differ in the range of 63 to 65 depending on their date of birth.
Incidentally, the pensionable age was used as an explanatory variable for the
regression analysis of the body text, but we could not obtain any significant results.
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Figure 3. Changes in employment patterns of the JBB generation
in old age (converted into macro data)
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employment patterns (including change from employed to unemployed) in
each year in the next 10 years. Since the base data reflect people’s hopes and
expectations, it is difficult to think that the changes will occur exactly as the
people hope and expect. The results, however, show how the situation would
develop if the changes were to occur exactly as the people hope and expect,
and in making the first step in forecasting the future, the results are considered
to have value.

The results are shown on Figure 3. The number of those who expect changes
in their employment patterns is estimated at 860,000 in 2007-2008. It rises
substantially after that, reaching 1,400,000 people in 2010-2011. It remains
virtually level in 2011-2012 and then rises again until peaking at 1,610,000 in
2012-2013. It declines slightly in 2013-2014 and significantly in 2014-2015 to
1,260,000. Subsequently, it is expected to show a moderate increase through
2016-2017. The breakdown of the changes in employment patterns show that




Japan Labor Review, vol.4, no.4, Autumn 2007

the number of changes from “regular employee to contract worker” is
relatively large until 2011-2012, but the number of changes from “contract
worker to worker with shorter working hours” is expected to become relatively
large from 2013-2014 onwards. The number of changes from *“regular
employee to worker with shorter working hours” comes close to 200,000 by
2012-2013, but gradually declines after that. As for changes from “employed
to unemployed (retired),” it increases gradually until 2011-2012 and then
reaches 700,000 in 2012-2013, 450,000 people more than in the previous year.
It remains virtually level after that until it increases slightly in 2016-2017 to
800,000.

If we summarize the policy implications from the above results, they are as

follows:

(1) Itis important to prepare systems that will allow workers to continue
to be employed by their current firms while realizing changes in
employment patterns within those firms and appropriately administer
such systems in the next five years, in other words, until around 2011.

(2) If matters were to continue along the current assumptions, it is highly
likely that there will be a big wave around 2012. The changes in
employment patterns will reach the peak, and those retiring from
professional life may number around 700,000 in this year from the
JBB generation alone. To moderate these drastic short-term changes, it
is important to promote more gradual retirement.

(3) With regard to the retirement process of employees (regular
employees), it is less often that regular employees go directly into
retirement and more often that they retire after going through a period
of working as a contract worker or working shorter working hours.
Therefore, to promote more gradual retirement, it is important to
secure employment opportunities particularly for workers to work
shorter working hours. In doing so, we will also need to consider that
changes in employment patterns will eventually be centered not on
changes within a company but on the outside labor market, and an
important challenge will be to prepare the outside labor market
functions that will allow workers to work in diverse ways.
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Table 1. Results of regression analysis on

Descriptive statistics (number of cases: 1,709)

<Explained variable > Average  Standard error
Age until which one hopes to continue working (desired retirement age) 66.152 4.557

<Explanatory variables > Average  Standard error
Male dummy (correspond = 1) 0.695 0.461
With spouse dummy (correspond = 1) 0.903 0.295
With child dummy (correspond = 1) 0.910 0.286
Living with parents dummy (correspond = 1) 0.288 0.453
The subject’s annual income (¥10,000) 576.975 380.763
Annual household income (¥10,000) 935.632 913.176
Household savings (¥10,000) 1217.999 1940.014
Percentage of securities-related savings (%) 1.451 2.519
Health conditions (scale of one to five) 3.419 0.946
Technical work dummy (correspond = 1) 0.195 0.397
Management work dummy (correspond = 1) 0.166 0.372
Clerical work dummy (correspond = 1) 0.123 0.329
Sales work dummy (correspond = 1) 0.077 0.266
Service work dummy (correspond = 1) 0.081 0.273
Transportation & telecommunications work dummy (correspond = 1) 0.026 0.158
Skilled engineer & production process work dummy (correspond = 1) 0.054 0.227
Mandatory retirement age, etc. (age) 66.603 7.116
With a system for continued employment (correspond = 1) 0.407 0.491
Born into family engaged in agriculture, forestry or fisheries (correspond = 1) 0.183 0.387
Born into family engaged in self-employed work (correspond = 1) 0.232 0.422
No experience of job change (correspond = 1) 0.336 0.473
Have a specialty dummy (correspond = 1) 0.370 0.483
| cannot say for sure if | have a specialty dummy (correspond = 1) 0.207 0.405
Work is for self-realization (scale of one to five) 3.287 0.941
Work is for earning one’s livelihood (scale of one to five) 3.541 1.014
Sense of work being “tough” (scale of one to four) 1.832 0.620
Income is a motivation (correspond = 1) 0.805 0.397
Putting one’s abilities to good use is a motivation (correspond = 1) 0.326 0.469
Maintaining one’s heatlh and stamina is a motivation (correspond = 1) 0.556 0.497
My sense of duty to work is a motivation (correspond = 1) 0.238 0.426
Hope to be employed in similar work as before (correspond = 1) 0.557 0.497
Hope_to be employed in _Work where | can utilize my knowledge and 0343 0475
experience (correspond = 1)
Hope to be employed in a field different from before (correspond = 1) 0.104 0.305
1 am not particular about the kind of work | am employed in (correspond = 1) 0.225 0.418
Achievement of goals regarding savings for old age (scale of one to seven) 2.922 1.942
Expect to work shorter hours at 65 (correspond = 1) 0.209 0.407
Notes: 1 As for the occupational dummies, “security, labor, and other types of occupations” is the

reference.

2 For “Mandatory retirement age, etc.,” the mandatory retirement age was used when
mandatory retirement age was applicable; when not applicable, the age 65 was used
when there was a “term of employment” and 75 for all others.

3 For “Sense of work being ‘tough,”” the codes given are as follows: the work is
generally tough (4); the work is sometimes tough such as when | am overloaded or when
some trouble occurs (3); | cannot say whether work is tough or not (2); and work is
hardly ever tough (1).

4 For “Achievement of goals regarding savings for old age,” the codes given are as

follows: | have already achieved the goals (7); | am set to achieve them (6); | will just
barely achieve them (5); | cannot say whether | will achieve them or not (4): very
difficult to achieve them (3); I don’t think | can achieve them (2); | have not set any
goals or thought about them (1).
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Figure 4. Outlook of changes in the rates of participation
in volunteer activities
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Note: The figures for “Employed” and “Unemployed” are the employed and unemployed persons
participating in volunteer activities as percentage of all employed and unemployed persons.
(They indicate the degree of contribution made to the volunteer participation rate.)

6. Participation in Volunteer Activities Considered Together with

Occupation

In addition to work that one derives income from, we can also consider
volunteer activities as a form of activities in one’s old age. In the survey, we
investigated the subjects’ willingness to participate in volunteer activities by
asking a question on whether they would “participate in volunteer activities” in
parallel with questions about their expectations (or hopes) on their employment
patterns in their 60s that were described above. The results were similarly
converted into yearly changes, and we estimated the expectations on
participation in volunteer activities during a period of about the next 10 years.
The results are shown on Figure 4 as changes in the rates of participation in
volunteer activities.

Starting at 8.6% in 2007 (today), the percentage of male participating in
volunteer activities remains virtually unchanged at a level slightly over 9%
through 2010 and then begins to rise from 2011. After showing a year-on-year
increase of more than 1 percentage point in both 2011 and 2012, it rises by
slightly less than 3% each year from 2013. On the other hand, while women’s
participation rate generally shows a similar trend, it begins to make a gradual
rise from as early as 2009, then rises quite steeply from 2011 to 2014, and then
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returns to a gradual rise after that.

These changes in the rates of participation in volunteer activities are almost
in parallel with the participation rates of unemployed people, and it can
basically be said that many people are thinking about starting volunteer
activities when they retire from their professional lives. Even so, if we look at
employed people’s participation in volunteer activities as percentage of the
whole, their participation rate is nearly level but slightly on the increase until
2014 for men and 2012 for women. In other words, even though their number
is not large, there are those people during this period who are thinking about
starting volunteer activities while working.

From the above analysis and estimation, we can summarize the policy
implications for the immediate future as follows:

(1) Many people are thinking about starting volunteer activities when they
retire from work. While it is natural for them to think this way, a more
gradual “shift” to volunteer activities, if it is possible, is considered to
have more than a few advantages. Since there are more than a small
number of people who have such expectations (or hopes) for a gradual
shift, an effort could be encouraged to help people balance work and
volunteer activities.

(2) As for volunteer activities, the participation rate of men is relatively
lower than that of women. An exception is activities related to NPOs,
in which case the participation rates are almost the same between men
and women. Compared with other activities, NPOs offer the chance to
use one’s knowledge and skills one acquired in corporate society for
foundation and management of a corporate person. Therefore,
measures for further expanding NPO activities for older people to
participate in, including “establishment” of new NPOs, should be
considered.

7. Return from Work to Family Life

As Japanese male employees (the salaryman) of the JBB generation and
subsequent generations have sometimes been referred to as “workaholics” and
“company man,” not a small number of Japanese male employees have dedicated
themselves totally to work while relegating family life to secondary importance.
Even so, such men are now reaching old age and are now at a juncture when
they will lessen the importance of professional life and increase that of family
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life, in other words, to rebuild their family life, so to speak. While it is possible
to discuss this issue from many different angles, we conducted the “wives’
survey” on women whose husbands belong to the JBB generation and are
employed, and we investigated on the outlook on life of these wives, who had
supported the family life, and their level of satisfaction. Using this survey, we
made some analysis on the points that need to be considered to smoothen the
“return” of men from work to family life.

We conducted a regression analysis with the explained variable being the
data on the wives’ level of satisfaction with their current life in general assessed
on the scale of one to five and the explanatory variables being matters that had
relevance to their satisfaction level—particularly those matters that were
related to their relation with their husbands. We estimated how much effect
each explanatory variable had on the level of satisfaction. Here we show the
results of the estimates. Detailed results of the estimation are omitted because
of the limitation of space. A summary of the results shows the following
relation:

(1) There is a strong relation between how much of their expectations
about married life that was envisaged at the time of marriage was
actually realized in their married life and the general level of
satisfaction.

(2) There is also a strong relation between the frequency of conversation
between husband and wife about their life and the satisfaction level.
The frequency of conversation about the husband’s workplace,
however, had hardly any effect on the wife’s satisfaction level.

(3) There is a clear relation between how wives regard their conjugal
relations and their satisfaction level (“cannot specifically define the
conjugal relations” as reference). With wives who see their conjugal
relations as corresponding to a “couple of lovebirds” who are always
together in whatever they do, a “chummy couple” who share common
hobbies, etc., or a “comrade-in-arms couple” who believe they went
through hardships together, there is a clear relation of such perception
raising their satisfaction level. On the other hand, with wives who see
their conjugal relations as corresponding to a “pretended couple”
whose relations have gone totally cold, there is a clear and very strong
relation of such perception raising the level of dissatisfaction.

(4) There is a clear relation between higher annual income earned by
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husbands and wives’ satisfaction level. The effect, however, is not so
significant.

The implications that can be gained from the above results as men of the
JBB generation turn their attention again on their wives, whom they have more
often than not neglected in the past, and make a “return” to family life in their
retirement process in old age while taking into consideration their wives’
assessment of married life can be summarized as follows:

(1) Considering that there is a strong relation between wives’ satisfaction
level and conjugal conversation, husbands can pay more attention to
having conversation with their wives on familiar topics. In doing so, it
is apparently important to actually have conversation as well as to
create an atmosphere where there is unspoken agreement of views.

(2) Husbands can think about establishing favorable relations with their
wives so that they can become a “couple of lovebirds,” a “chummy
couple,” etc.

(3) It was shown that the degree to which wives’ expectations about
married life that was envisaged at the time of marriage was actually
realized in their married life had a significant effect on their
satisfaction level. Instead of thinking that it is now too late to fix what
is now things of the past, husbands can reexamine what those
expectations were at the time of marriage and consider if any of those
expectations can be actualized in the present circumstances.

8. Summary

In educational psychology, young people in their mid- to late-teens are
sometimes described as living the “years of Sturm und Drang (Storm and
Stress).” The term is probably used to describe a period of dramatic changes,
which also include transition of leaving one’s family that one grew up in and
taking up an occupation to live as a member of society. Although obviously of
different nature, one’s old age can also be described as a period of equally
dramatic changes. For example, these changes include changes in one’s
workplace and employment patterns, participation in communal activities, and
changes in one’s residence and one’s involvement in family life.

Change is necessary, but too rapid a change is anticipated to have various
unfavorable effects on society and economy. For the JBB generation, in
particular, which is a significantly large quantitative nodule of population, the
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systems need to be prepared and managed so that the changes become gradual
as much as possible.

With respect to employment, their retirement process needs to be gradual,
where they will first go through phases of making a transition from being a
regular employee to a contract worker and then from a contract worker to a
worker with shorter working hours. The people of the JBB generation hope
and expect to go through such a process. There is also a need to create a
framework in which they can, during the retirement process, participate in
appropriate communal and volunteer activities and deepen their degree of
participation in phases.

Based on the current forecast envisioned by the JBB generation of their
retirement process, it is highly likely that a significant change would be brought
about around 2012. It is estimated that about 700,000 people of the JBB
generation alone would make the transition from being employed to retirement
in a single year. Such a substantial decrease in the labor supply is bound to
have a major impact on the economy and society. Through the development of
employment patterns suited to older people, such as shorter working hours,
shorter workweek, etc., there is a need to make the JBB generation’s retirement
process even more gradual than they currently envision.

The return from one’s professional life to family life is the major issue in
one’s old age and retirement process. The rebuilding of conjugal relations will
probably be the first challenge. Generally speaking, the assessment of married
life and satisfaction level of women who have husbands of the JBB generation
is slightly above “average,” more or less in the zones of satisfaction. Therefore,
the majority of couples have the conditions required for the rebuilding of
conjugal relations. In the future, efforts will be made for this rebuilding through
conjugal conversation and other means which each couple deems appropriate
based on their views. The government can consider ways to help in such an
effort, such as by providing consultative services when couples find that they
require some help.
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l. Introduction

It is a well known fact that the Japanese have long working hours throughout
what we consider developed countries. Moreover, the already long working
hours have further increased in recent years. This trend is more visible
particularly among male workers between their late 20s and early 40s, the most
productive years. The ratio of individuals working 60 hours or more a week in
1994 was 17%-19%, yet by 2004 it had jumped to 20%-24%. Incidentally, the
working hours in this survey based on the Labor Force Survey (Ministry of
Health, Labour and Welfare 2004, 2005) include unpaid overtime, since
individual workers comprised the respondent base for the survey questionnaires.

This paper introduces Japanese employment practices in relation to the
various aspects of working hours.

Il. Unpaid Overtime

Government statistics do not reveal the status of unpaid overtime. Therefore,
the Japan Institute for Labour Policy and Training conducted a survey on this
issue in 2005 under the author’s guidance. Predominantly, this paper will
introduce the analysis and results of this survey (hereafter referred to as the
“JILPT Survey”), which focuses on fulltime regular employees employed in
business and other firms (The Japan Institute for Labour Policy and Training
2006, Ogura and Fujimoto 2006).

1. Main Features

Table 1 shows the average length of unpaid overtime classified by gender,
age group, job type and title. The average unpaid overtime for the 1,004
respondents was 13.5 hours, although this also includes individuals who never
work unpaid overtime. Of the 1,004 respondents, 53% worked “0 hours” of
unpaid overtime. Excluding such data, the average unpaid overtime for
individuals who had worked at least one hour of unpaid overtime was 28.6
hours. The fact that those working unpaid overtime account for 47% of total
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Table 1. One-month (June 2005) unpaid overtime and ratios (%)

classified by attributions (No. 1)

1-39  40-79 80 hours Average - Average
N Ohour hours  hours  or more Total ('gcr:gﬂlrr;g (eg%lct)lg:;g
Total 1004 530 333 99 39 1000 135 28.6

Gender

Male 662 524 322 104 50 1000 152 31.9

Female 342 541 354 88 18 1000  10.2 22.2
Age

20s 139 568 288 101 43 1000 132 30.5

30s 417 513 341 101 46 1000 146 30.0

40s 328 518 332 113 37 1000 135 28.1

50s 120 575 358 50 1.7 1000 9.7 22.8
Job type

General affairs, human 94 543 340 106 11 1000 104 228

resources, accounting, etc.

gggg{f‘;ﬁf{fgrg‘g[gl work 125 616 352 24 08 1000 6.9 17.9

Business and sales 149 309 383 195 11.4 100.0 28.2 40.7

Customer service 49 694 245 4.1 2.0 100.0 6.9 225

Busin(i_ss_pro_fessionals

specializing In surve

aﬁalysis, pgtemsy |eg§| affais, 15 467 400 133 00 1000 135 25.4

etc.

Technical professionals

specializing in R&D, design, 127 59.1 323 55 3.1 100.0 10.6 26.0

SE, etc.

g"rg‘f’égg'oig‘l’:duca“o”a' 151 344 417 172 66 1000 203 30.9

l’gg;';\ﬁ';}gima”agemem or 52 538 346 96 19 1000 136 20.4

Manufacturing, production or

construction industry 130 80.0 16.9 15 15 100.0 3.9 195

operatlons

I;’r‘jggrfa“o” or vehicle 45 511 333 133 22 1000 143 203

Security or sanitation 10 50.0 400 0.0 100 100.0 11.3 22.6
Title

General staff 683 562 318 86 34 1000 119 27.3

Sub-division manager or 321 461 364 125 50 1000 167 31.0

supervisor

Note: Based on a JILPT Survey. Excluding non-respondents and others.

respondents is a significant problem.

This suggests that for those working at least one hour of unpaid overtime,
approximately 29 hours of overtime allowances go unpaid each month.
Multiplying this monthly unpaid overtime by 12 months amounts to 348 hours
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a year. Take, for example, an overtime allowance of 2,000 yen an hour. That
would amount to approximately 700,000 yen of unpaid overtime allowances
each year.

What types of workers tend to work unpaid overtime? According to the
average unpaid overtime worked by individuals who have put in at least one
hour of unpaid overtime, as indicated in Table 1, the average unpaid overtime
for male and female workers is 31.9 and 22.2 hours respectively. This indicates
that male workers accumulate longer hours of unpaid overtime than their female
counterparts. The distribution by age group shows the unpaid overtime for
those in their 20s, 30s, 40s and 50s to be 30.5, 30.0, 28.1, and 22.8 hours
respectively, indicating that younger workers accumulate the most unpaid
overtime. Job types with longer unpaid overtime include business and sales,
whose workers have the longest unpaid overtime by far at 40.7 hours. This is
approximately 10 hours longer than the second highest unpaid overtime of
medical and educational professionals (30.9 hours). In the case of business and
sales workers, a fixed overtime allowance may affect the above figure.

According to analysis by industry as shown in Table 2, industries with long
hours of unpaid overtime include the construction industry (34.8 hours),
wholesale and retail industries (34.1 hours), finance, insurance and real estate
industries (32.8 hours) and the service industry (36.0 hours). In the construction
industry, construction work not advancing as scheduled due to unexpected
weather changes or the like may cause daily working hours to turn into unpaid
overtime. In the wholesale and retail industries as well as the service industry,
working days or hours are likely to be fixed according to customer convenience,
which also may result in lengthy unpaid overtime.

According to analysis of the working hour system, the average unpaid
overtime for discretionary work is 38.4 hours, approximately 8 hours longer
than the 30.2 hours averaged in the general working hour system. As defined in
the Labor Standards Act, with discretionary work, hours are set at 8 or less per
day and customary work exclusive of late-night shifts, is unpaid. Many
professionals as well as business and sales workers are employed under this
system, which instead of requiring long working hours, demands great outcomes.
Essentially, these individuals are forced to work longer hours in order to
achieve the expected outcome.
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Table 2. One-month (June 2005) unpaid overtime and ratios (%)

classified by attributions (No.2)

It_heasr? It‘he;rf h%)?j? S Average Average
N 0 hour Total = (including (excluding
80 100 or 0 hour) 0 hour)
hours  hours  more
Total 1,004 53.0 333 9.9 39 100.0 135 28.6
Industry
Construction 70 529 314 8.6 7.1 100.0 16.4 34.8
Manufacturing 217 705 20.7 6.0 2.8 100.0 8.7 29.7
Eé‘;?srf;gygas water and 21 571 333 95 00 1000 7.4 172
Information communications 53 64.2 302 5.7 0.0 100.0 7.2 20.2
Transportation 43 558 349 7.0 2.3 100.0 10.6 23.9
Wholesale and retail 99 394 374 172 6.1 100.0 20.7 34.1
Finance, insurance and real 61 475 311 148 66 1000  17.2 328
Medicine and social welfare 109 46.8 46.8 6.4 0.0 100.0 8.3 15.6
Services 191 445 340 147 6.8 100.0 20.0 36.0
Government 110 46.4 4138 9.1 2.7 100.0 12.6 234
Working hour system
General working hour system 713 513 33.0 116 41 100.0 14.7 30.2
Flex time 96 69.8 229 5.2 2.1 100.0 8.2 27.2
Irregular working hour system 45 422 444 8.9 4.4  100.0 15.0 25.9
Time shift system 112 60.7 3438 2.7 1.8 100.0 6.0 15.4
Reduced working hours for
child care, etc. 9 9 333 556 111 0.0 100.0 13.0 19.5
Discretionary work 29 310 448 103 138 100.0 26.5 38.4
Annual income
1 to less than 3 million yen 212 613 274 8.0 3.3 100.0 10.9 28.1
3 to less than 5 million yen 374 545 329 9.4 3.2 100.0 124 27.2
5 to less than 7 million yen 262 489 36.3 103 46  100.0 144 28.2
7 to less than 10 million yen 130 40.0 400 138 6.2 100.0 19.8 33.0
10 to less than 20 million yen 5 80.0 200 0.0 0.0 100.0 5.4 27.0

Note: Based on a JILPT Survey. Excluding non-respondents and others.

2. Quantitative Analysis

The results of a quantitative analysis of factors affecting unpaid overtime
are introduced below (Figure 1). The basis for this form of analysis is the fact
that examining the issue of unpaid overtime from a single angle would preclude
consideration of additional behind the scenes attributes. Suppose, for instance,
that the amount of unpaid overtime for business and sales workers is longer
than for general clerical workers. In this case, the nature of the work can be
considered a significant factor affecting the phenomenon. The “nature of the
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Figure 1. Factors affecting unpaid overtime (N=771)

Individuals who
never work
unpaid overtime

{

Individuals who
work at least some
unpaid overtime

[
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to leave early since many of —>
their colleagues work
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Factors affecting the
length of unpaid overtime

for those working at least
- Male

some unpaid overtime
+ Young workers

workers
- Business and sales workers
+ Medical or educational professionals
+ Workers with increased working hours
+ Workers who find more motivation in
their work than in leisure time

Note: Based on a JILPT Survey.

work” for business and sales often implies a working hour system that is
designed to accommodate customer convenience, often compelling individuals
to work nights and holidays, or one with previously fixed allowances for
overtime work. However, in order to definitively confirm whether or not the
nature of the work affects unpaid overtime, we must first rule out the influence
of a range of factors. If we were to examine the issue of unpaid overtime
without removing any gender-related influences, especially in the case of
business and sales where the majority of workers are male, and with general
clerical work were the majority of workers are female, we would be unable to
pinpoint accurate differences between the two job types. Therefore, in the
quantitative analysis, we treat gender as the explanatory variable, rule out any
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effects of gender disparity, and finally verify whether or not there is any
difference between business and sales work and general clerical work. If we
conclude that the unpaid overtime of business and sales workers is longer than
that of general clerical workers, after having considered the nature of the work
and barring the effects of not only gender differences but also various
additional factors, then we can deal fairly accurately with the nature of
business and sales work in the analysis.

This paper reveals the analysis results of the JILPT Survey regarding the
influence of explanatory variables (factors) such as gender, age, annual income,
job type, industry, working hour system, the trend of rising working hours,
work or free-time orientation and reasons for working overtime on the presence
or absence of unpaid overtime as well as on the length thereof.

In terms of unpaid overtime, as mentioned above there are different types
of workers: individuals who never work unpaid overtime, those who work at
least some unpaid overtime, and those who have accumulated a great deal of
unpaid overtime. Therefore, the Heckman selection model, which is suitable
for analyzing this type of data, was utilized. The model first divides workers
into two groups: those who never work unpaid overtime (group 0) and those
who work at least some unpaid overtime (group 1). The factors affecting their
unpaid overtime were then investigated (first phase), followed by the factors
affecting the length of unpaid overtime accrued by those working at least some
unpaid overtime (second phase). Sophisticated research papers would naturally
describe meticulous parameters and standard errors; however, this paper will
not describe statistical analyses in detail, but show the author’s analysis results
through imagery to impact a greater audience (Incidentally, this paper will only
examine results that are statistically significant at or above the 5% level).

First, let us take a look at the results of the first phase estimates located in
the upper quadrant of Figure 1, indicating “those who work at least some unpaid
overtime” and “those who never work unpaid overtime.”

These results represent the actual status of many workplaces in Japan.
Higher income earners tend to put in longer hours of unpaid overtime. Since
they work unpaid overtime, their overtime pay is forfeited regardless of how
many hours are worked. There is arguably a psychological factor for such
actions among high income earners, namely the enterprising spirit they have
regarding their work. In this respect, the analysis results presented here are
consistent with those obtained by Takahashi (2005).
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Unpaid overtime seems likely to exist in business and sales, the medical
and educational professions, as well as in the construction, wholesale/retail and
service industries. In some business firms, overtime pay is prescribed as a
“fixed amount” and any overtime exceeding the fixed amount of hours is
forfeit (this may be illegal). Also, in some cases, it appears to be difficult to
apply for overtime pay. Furthermore, with the effect of a performance-based
appraisal system, the tendency is for working hours to rise without compensation.
The fact that workers with “high work volumes” work unpaid overtime is likely
due to the effects of this performance-based appraisal system. Interestingly,
those who find it difficult to leave their workplace early since many of their
colleagues work overtime have a tendency to work unpaid overtime. This is
otherwise known as “tsukiai overtime” (a Japanese word meaning to keep pace
with other colleagues in order to maintain good relationships). One may infer
that these individuals find it difficult to apply for overtime pay since their
overtime is associated with tsukiai.

Three factors were detected among “those who never work unpaid overtime.”
Individuals who replied that their work volume fluctuates radically were most
likely to have the full amount of their overtime pay rewarded when they
worked long hours of overtime during their company’s busy seasons. Although
some companies may be unable to provide overtime pay if they are busy
year-round, most companies pay the full amount of overtime pay for the
overtime hours worked during the busy seasons. Those wishing to increase
their overtime pay never work unpaid overtime. To an extent, this is only
natural. For these individuals, working unpaid overtime is nonsense. More
interestingly, many of those who work under a flex-time system also never
work unpaid overtime. This can almost certainly be attributed to the fact that
these workers accurately manage their working hours. As you may know,
under a flex-time system workers are given the flexibility to select their daily
start and finish times for work, excluding a certain core time. Their selected
times, however, must undergo final adjustments, including ensuring a 40-hour
work week. This system cannot be put into practice unless companies are able
to keep track of such times objectively and accurately using time cards or 1D
cards. That is why flex-time workers do not work for unpaid overtime unlike
other workers. This is an important key to eliminating unpaid overtime.

As readers of this paper, you may be aware of the problematic implications
of looking solely at the results of “whether to work at least some unpaid
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overtime or none at all.” While there appears to be an aspect of “self-motivation”
involved, with high income earners working more unpaid overtime, the opposite
is also true for workers forced to work unpaid overtime due to extended overtime
hours attributable to a high work volume. One may argue that business and
sales workers are also forced to work unpaid overtime due to “large work
volume,” and sometimes “volunteer” to put in unpaid overtime. To avoid
misunderstanding, the author wishes to add that he does not maintain a positive
opinion of unpaid overtime. However, at first glance, it appears that a percentage
of unpaid overtime is done voluntarily. Needless to say, a performance-based
appraisal system plays an undeniable role, encouraging workers to voluntarily
work unpaid overtime. Sill, another reason may be the renowned industrious
nature of Japanese workers. Despite this nature, however, any work ethic
injurious to a worker’s health or private life warrants modification.

Next, let us take a look at those “factors affecting the length of unpaid
overtime accrued by individuals working at least some unpaid overtime,” as
indicated in the lower quadrant of Figure 1. Several factors were discovered
including male workers, young workers, business and sales workers, medical
and educational professionals, workers whose hours have increased over the
previous year, and workers who find more motivation in their work than in
their leisure time. Among those who work at least some unpaid overtime, male
workers in their 20s and 30s work more unpaid overtime than their female
counterparts and more than any other age group. This group is followed by
business and sales workers and medical and educational professionals,
indicating that among the various job types, the aforementioned workers can
safely be labeled as the typical individual working unpaid overtime. In
addition, in cases where working hours increased over the previous year, the
increase most likely developed into unpaid overtime.

The analysis results further reveal that workers who find more motivation
in their work than in their leisure time tend to work longer hours of unpaid
overtime. As introduced above, this also indicates that there are some regular
fulltime employees in Japan who voluntarily work unpaid overtime. However,
there seems to be a difference of interpretation regarding the comparison
between those who work at least some unpaid overtime and those who never
work unpaid overtime.

This is because high income has an effect on “those who work at least
some unpaid overtime” but no effect on “the length of unpaid overtime accrued
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by individuals working at least some unpaid overtime.” The former case was
explained above as the enterprising spirit of Japanese workers. In this respect,
the same interpretation is applicable to workers who find greater motivation in
their work. Unfortunately, however, income has no effect on the length of
unpaid overtime. Namely, higher income earners do not always put in more
hours of unpaid overtime. For those who find motivation in their work, this
motivation is partly directed toward working unpaid overtime. However, it
cannot be said that income is associated with the length of unpaid overtime.
What might you, the reader, make of such results?

Forgive the rendering of such a complicated account, but these results on
unpaid overtime in particular are quite the reality. One should not go so far as
to say that all Japanese workers dislike unpaid overtime, but on the same token
it is highly unlikely that all of them voluntarily work unpaid overtime. The
survey results support this hypothesis. Needless to say, it would nonsense to
hold either a “0 or 1” discussion on such a topic.

Many Japanese feel that since they have to work anyway, it would be better
for them to enjoy working than not. However, the analysis results indicate that
the length of unpaid overtime worked voluntarily has no correlation to level of
income.

I11. Reasons for Overtime

1. Reasons for Overtime Are Limited

Why do the Japanese work overtime? According to general opinion, it is
“because they want overtime pay,” “it is not easy to leave work since other
colleagues are working overtime,” “because they enjoy being at work,” and
“because they have low productivity.”

In the JILPT Survey, individuals who had worked overtime were asked to
indicate their reasons for doing so. First, refer to Figure 2.

This data represents the various reasons why individuals working overtime
chose to do so. They were given the option of selecting up to 3 of 12
alternatives as their reasons for working overtime. The total of the percentages
thus exceeds 100%.




Japan Labor Review, vol.4, no.4, Autumn 2007

Figure 2. Reasons for working overtime (multiple responses N=1,049)
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Notes: 1 Based on a JILPT Survey.
2 This survey applies only to individuals who indicated having worked unpaid overtime
“often” or “sometimes.”
3 Respondents were given up to 3 alternative responses. One alternative was “other
reasons,” but this alternative was removed from Figure 2.

The highest ratio of total respondents at 59.8% indicated work volume as
the cause, saying “I have more work than can be completed within regular
working hours” (hereafter referred to as “high work volume”). The second
highest ratio at 41.0% indicated, “l want to complete my work neatly and
accurately” (hereafter referred to as “personal work load”). These two
responses total 100%. Therefore, it appears as if “busy workers” account for
60% and “work enthusiasts” account for 40%. However, since this survey is
based on multiple responses, there are additional reasons for working
overtime.

The third highest ratio of total respondents at 35.7% stated, “because of the
nature of my work, | am unable to complete it within regular working hours”
(hereafter referred to as “nature of the work”), followed by 27.1% of total
respondents claiming to work overtime “because of manpower shortages
resulting from recent downsizing” (hereafter referred to as “shortage of
manpower”) and 24.0% of total respondents saying it is “because | have to
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meet deadlines to maintain a good relationship with clients” (hereafter referred
to as “deadlines™). Finally, 17% claimed to work overtime “due to significant
seasonal fluctuations in business™ (hereafter referred to as “business fluctuations™).
These reasons indicate that individuals are forced to work overtime due to
company circumstances or workload.

According to general opinion, “because they want overtime pay” and
“because they enjoy being at work” are raised as reasons why individuals work
overtime. However, the fact is that only 4.6% and 1% of total respondents
selected the reasons, “because | want to increase overtime pay and holiday
work allowances” (hereafter collectively referred to as “overtime pay”) and
“because it is more enjoyable to stay at work than to leave at the end of the
day” (hereafter referred to as “enjoyable™) respectively. Reasons also include
“because it is difficult to leave early since my boss and colleagues work
overtime” (hereafter referred to as “difficult to leave the workplace early”).
However, this only covers 10.8% of respondents. Likewise, the number of
those working overtime out of “personal convenience” is substantially lower
than for those working overtime out of convenience for their work or company.
Reasons for working overtime do not appear to be so much varied as
considerably limited.

2. Various Characteristics of Reasons for Working Overtime

Below is an introduction of the characteristics of several reasons for working
overtime.

When looking at “high work volume,” the differences between job types
become clear. The ratios (response ratios) of those who selected this reason are
listed in descending order by profession. Technical professionals for R&D,
designing, systems engineers, etc. accounted for 75.8%, medical and educational
professionals followed at 69.3%, with business professionals specializing in
survey analysis, patents, legal affairs, etc. coming in at 66.7%. These job types
can be grouped as “professional.” These professionals work overtime due to
high work volume. As for the working hour system, the ratio of responses from
those doing discretionary work was the highest at 75.9%. The discretionary
work system is the working hour system that applies predominantly to
professionals.

Among the various job types, security/cleaning had the lowest response
ratio at 25%, followed by customer service at 42.5%. This indicates that
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security and cleaning jobs are completed more or less within prescribed
working hours, whereas professional work is not. The biggest difference
between security/cleaning and professional work is whether or not the job is
routine. Needless to say, security and cleaning jobs may or may not be routine,
as this depends on the modus operandi. However, it seems to be the case that
this type of work is completed within prescribed working hours when operations
are run according to the books and provided no unexpected disturbances occur.
On the other hand, in the case of professional work, there is a low percentage
of routine jobs among total operations. The volume of professional work varies
significantly depending on the procedure implemented and the content of the
work. Moreover, as many are aware, it is often difficult to pinpoint the
“completion of a job,” namely deciding how neatly and accurately the work
must be done.

Also in the case of professional work, work volume can fluctuate. Once
professionals finish more intricate jobs, they take a body and brain break
before beginning another job. In the long term, without such a cycle they
would eventually reach a point of both physical and mental exhaustion.
However, recent trends indicate that the work volume for Japanese professionals
is not only not decreasing but increasing. In many companies, personal
treatment and benefits for professionals are based on a performance-based
appraisal system. Since the 1990s, this system has gradually been adopted by
Japanese companies, placing greater importance on “volume on top of quality”
than ever before. When the performance-based appraisal system was initially
introduced, companies would accept (comparatively) “lower” results than in
recent years. However, it appears that some professionals are being forced to
set objectives twice as high as in previous years owing to claims by their
superiors such as, “Seeing as how you achieved your objectives last year, you
can certainly set higher ones this year.” Of course, these professionals do
undergo personal growth, and may not feel that quantitatively doubling their
objective would result in twice the work in light of their increased ability.
Nevertheless, it is far more difficult to double one’s ability level than double
one’s objective. Furthermore, this trend is visible not only among professionals,
but likely extends to all white-color workers as well.

A variety of educational backgrounds are present among those who indicated
“personal work load,” the second highest of all responses, as their reason for
working overtime: middle and high school graduates (34.4%), 2-year college
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and technical school graduates (41.0%) and 4-year university and postgraduates
(45.4%). Distribution by age group reveals that the older the respondent the
higher the response ratio. The ratio for individuals in their 20s was 37.3%, for
those in their 30s it was 38.9%, and for those in their 40s and 50s it was 43.2%
and 44.1% respectively. According to job type, general affairs, human resources,
and accounting show the highest response ratio (53.8%), followed by medical
and educational professionals (48.2%), general clerical workers, receptionists,
and secretaries (45.7%), business and sales workers (44.9%) and technical
professionals specializing in R&D, design or SE (41.6%).

Response ratios varied more so by job type in the case of “personal work
load” than with “high work volume.” This reason was selected primarily by
professionals, but in the case of “personal work load,” those considered
white-color workers, such as individuals working in general affairs, human
resources and accounting, general clerical work, and receptionists and
secretaries indicated significantly higher response ratios. This can be understood
to occur not because white-color workers have less work, but because they
have a stronger drive to “complete their work neatly and accurately” than
professionals, since the work is their own. Furthermore, the higher the age group
the higher the response ratio for “personal work load.” This is in correlation
with professional titles as well; namely, general staff (38.1%), sub-division
managers and supervisors (40.5%), assistant managers (47.5%) and the general
managerial class (56.4%). Compared to “high work volume,” the correlation
with total working hours is relatively weak. The correlation coefficient for
“high work volume” and total working hours is 0.23, while only 0.04 for total
working hours and “personal work load.”

The third-ranked “nature of the work,” exhibits a trend similar to “personal
work load” in terms of age group and title. As for age group, the older the age
group, the higher the response ratio: 28.2% for respondents in their 20s, 34.5%
for respondents in their 30s, and 37.5% and 39.9% for respondents in their 40s
and 50s respectively. The trend also shows similarities with respect to title:
32.9% were general staff, 35.3% were sub-division managers and supervisors,
43.3% were assistant managers and 45.5% were part of the general managerial
class. This may indicate that higher-ranked workers must work outside of
regular working hours to complete work that they alone are capable of
accomplishing. The general perception is that the chief responsibility of
managerial workers is to instruct their staff members, manage work progress
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and occasionally offer assistance. In addition to this, however, many managerial
workers have their own personal work load not involving their staff members.
The analysis results indicate that they are forced to do such work outside of
normal working hours.

The distribution of response ratios by job type are: workplace supervisors
(45.7%), medical and educational professionals (43.1%) and business and sales
workers (42.9%). Upon examination by industry, the service industry (47.4%)
and electricity, gas, water and heat supply industries (47.1%) show the highest
response ratios of all. Individuals working in these industries must work outside
of normal working hours to accommodate customer requests, etc.

In the case of 4th-ranked “shortage of manpower,” a certain correlation is
visible between the response ratio and the number of employees working in a
company. In general, the greater the number of employees, the higher the
response ratio. Companies with less than 30 employees had a response ratio of
23.0%, 30 to less than 100 had a ratio of 21.7%, 100 to less than 300 comprised
27.7%, 300 to less than 1,000 had a ratio of 28.4%, 1,000 to less than 3,000
reached 31.3% and 3,000 or more had a response ratio upwards of 31.3%.
Comparatively speaking, workers in companies with larger employee
populations had a tendency to select “shortage of manpower.”

Let us also confirm some trends related to less common responses. In the
case of “unconscious overtime,” for which the total response ratio was only
4.5%, young workers and general staff showed higher response ratios:
respondents in their 20s comprised 10.0% of the total, those in their 30s
comprised 4.4%, those in their 40s and 50s comprised 3.6% and 2.8%
respectively. General staff indicated a ratio of 5.1%, sub-division managers
and supervisors 4.9%, assistant managers 2.1% and the general managerial
class 1.8%. The initially assumption was that managerial workers and older
age groups would be the ones affirming the reason, “inefficient employment
practices lead to unconscious overtime” owing to frequent mention in mass
media of unconscious overtime by company presidents. However, according to
the general opinion of full-time regular employees in Japan, there is a stronger
awareness of unconscious overtime among general staff and workers in their
20s. Reading too much into this trend is risky. Although managerial and
general staff workers commonly consider work procedures inefficient, what in
particular these two groups deem inefficient may differ. Currently, the author’s
perspective lies somewhere in between the two groups, with the belief that
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some managerial workers may be frustrated with young workers who to them
appear to lack know-how and work inefficiently without first consulting their
superiors. On the other hand, some young workers are frustrated with the
procedures employed by managerial workers who lack insight into the latest
technologies and still tirelessly enjoy holding long meetings.

The total response ratio of another less common response, “overtime pay,”
was 4.6%. This varied by educational background, age, annual income and job
type. Starting with educational background, the response ratio of middle and
high school graduates was the highest (7.4%), followed by 4-year university
and postgraduates (3.3%) and 2-year college and technical school graduates
(3.1%). The response ratio distributed by age group is 2.7% for respondents in
their 20s, 5.4% for those in their 30s, 4.4% for those in their 40s and 4.2% for
those in their 50s, with the highest response ratio from those in their 30s. The
distribution by annual income group shows 1 to less than 3 million yen at 6.7%,
3 to less than 5 million yen at 5.2%, 5 to less than 7 million yen at 4.4% and 7
to less than 10 million yen at 3.2%. This indicates that comparatively lower
income earners showed a higher response ratio. Moreover, looking at the
distribution by job type, we see a response ratio of 14.3% from those in
transportation and driving and 10.6% for those in manufacturing, production
and construction work. These figures surpassed general clerical work, reception
and secretarial work (5.7%), business and sales work (2.0%) and technical
professionals specializing in R&D, design and SE, etc. (6.0%). These figures
indicate that those designating “overtime pay” as a reason for working overtime
are mainly blue-color workers in their 30s with middle or high school
educations and relatively low annual incomes.

In fact, analysis of response ratios for “overtime pay” in terms of whether
respondents had any debts, including house loans, revealed no clear differences.
This may imply that despite a large outstanding loan balance, dependence is
not placed on overtime pay as the loan balance is considered an insignificant
amount of money and overtime pay is exceedingly variable.

The total response ratio for “difficult to leave the workplace early” was
10.8%. Young workers and general staff workers clearly showed higher response
ratios; namely, 20.9% for those in their 20s, 12.2% for those in their 30s, 8.8%
for those in their 40s and 4.2% for those in their 50s. Distribution by title
indicated general staff at 12.9%, sub-division managers and supervisors at
10.7%, assistant managers at 4.3% and the general managerial class at 7.3%. It
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Table 3. Lifestyles in relation to length of total working hours (%0)

N 1 do ! tf;(l)nk tLidnoknsg I don’t Total

Avoid overeating and eat balanced meals
Total 1,362 14.5 40.9 35.2 9.4 100.0
i. 120 - 160 hours 178 16.6 37.6 35.4 10.5 100.0
ji. 161 - less than 200 hours 549 14.7 42.6 35.9 6.7 100.0
iii. 200 - less than 240 hours 397 135 425 34.8 9.3 100.0
iv. 240 - 300 hours 238 14.2 36.8 33.9 15.1 100.0

Get sufficient rest

Total 1,362 10.9 35.9 40.6 12.6 100.0
i. 120 - 160 hours 176 19.6 39.7 31.3 9.5 100.0
ii. 161 - less than 200 hours 549 11.8 40.3 37.6 10.3 100.0
iii. 200 - less than 240 hours 397 7.8 35.0 44.8 125 100.0
iv. 240 - 300 hours 240 7.5 245 47.7 20.3 100.0

Exercise or participate in sports regularly
Total 1,362 11.1 17.9 32.7 38.4 100.0
i. 120 - 160 hours 177 12.2 20.6 35.6 31.7 100.0
ji. 161 - less than 200 hours 549 14.3 17.6 31.9 36.1 100.0
iii. 200 - less than 240 hours 397 8.8 16.8 33.0 415 100.0
iv. 240 - 300 hours 239 6.7 18.3 31.7 43.3 100.0

Notes: 1 Based on a JILPT Survey and excluding non-respondents.
2 Total working hours refers to total working hours for the month of June 2005, including paid and
unpaid overtime.

is slightly irregular for the response ratio of general managers to be higher than
that of assistant managers. Essentially, young workers and general staff find it
more difficult to leave their workplaces early since their bosses are working
overtime.

IV. Working Hour and Lifestyle

The JILPT Survey investigated the adequacy levels of three components of
daily life: eating, sleeping and exercising. Table 3 illustrates the survey results.
The figures are indicated based on the length of total actual working time for
the month of June 2005, including unpaid overtime.

In the category, “avoid overeating and eat balanced meals,” the ratio of
individuals who replied “I don’t” was: (i) 10.5% for those working 120 to 160
hours, (ii) 6.7% for those working 161 to less than 200 hours, (iii) 9.3% for
those working 200 to less than 240 hours and (iv) 15.1% for those working
240 to 300 hours.

In the category, “get sufficient rest,” the ratios were: (i) 9.5%, (ii) 10.3%,
(iif) 12.5%, and (iv) 20.3%, respectively. In this category, the differences were
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more evident than in the category, “avoid overeating and eat balanced meals.”

As for “exercise or participate in sports regularly,” the ratios were: (i) 31.7%,
(ii) 36.1%, (iii) 41.5%, and (iv) 43.3%, respectively. In this category, the
differences in the ratios were not as evident as those in the category of “get
sufficient rest,” but showed slightly more apparent differences than in the
category, “avoid overeating and eat balanced meals.”

Therefore, upon examination of the relationship between working hours
and the three components of daily life (eating, sleeping and exercising), long
working hours appears to significantly affect sleep duration. In other words,
the longer the working hours the more workers tended to cut down on their
sleep.

Based on the “Survey on Time Use and Leisure Activities” conducted by
the Ministry of Internal Affairs and Communications in 2001, the author
investigated the average active hours for those working 35 or more hours a
week. Analysis results showed the following breakdowns of sleep duration: 7
hours and 32 minutes, 7 hours and 33 minutes, 7 hours and 26 minutes, and 7
hours and 8 minutes for individuals working 35 to 39, 40 to 48, 49 to 59, and
60 plus hours each week respectively. It became evident that those working 60
or more hours a week sleep substantially fewer hours. Despite a disparity of
only approximately 20 minutes, an average disparity of 20 minutes is quite
significant. As expected, there is a clear and considerable trade-off between
long working hours and hours of sleep.

V. Prospects

Do individuals putting in long hours have a stronger desire to switch
companies or do they prefer to remain with their current companies
indefinitely? The JILPT Survey investigated an individual’s desires for future
working conditions and indicated remarkable results regarding the relationship
between these desires and working hours. See Table 4.

The total for each working hour category in Table 4 is 100%, as the
respondents were asked to select only one of seven desires ranging from “I
wish to gain experience in various company operations in order to join the
ranks of management in the future” to “I have no particular desires and prefer
to let matters take their course.”
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Table 4. Desire for future working conditions in relation to length
of total working hours (%0)

161 to less 200 to less
than 200  than 240
hours hours

120 to 160
hours

240 to 300

hours Total

I wish to gain experience in various company
operations in order to join the ranks of 4.6 45 6.1 8.5 5.7
management in the future.

| desire a moderate promotion to
management-level work. 6.4 8.4 8.4 9.3 8.3

| desire to continue working for my company
until retirement age, regardless of promotion. 208 24.2 15.0 12.7 19.1

I desire to exercise my abilities in this company
by utilizing my experience, expertise and 15.0 145 17.9 15.7 15.7
qualifications.

I would consider changing companies if it
would allow me to utilize my experience, 18.5 234 26.3 26.7 24.2
qualifications, etc.

| desire to test my ability to run my own

buSiness. 29 39 3.7 3.4 3.6

I would change companies on a dime for a 11.0 104 13.7 165 125

more favorable situation. ' ' ' ' '

I have no particular desires and prefer to let

matters take their course. 208 108 8.9 7.2 109
100 100 100 100 100

a0 (N=173) (N=538) (N=380) (N=236) (N=1,327)

Note 1 and 2 are the same as in Table 3.

First, refer to the “Total,” as it indicates not total working hours, but simply
the order of future desires for all respondents. The table indicates that 24.2% of
respondents selected “I would consider changing companies if it would allow
me to utilize my experience, qualifications, etc,” 19.1% selected “I desire to
continue working for my company until retirement age, regardless of promotion,”
and 15.7% said “I desire to exercise my abilities in this company by utilizing
my experience, expertise and qualifications.”

By examining the different lengths of total working hours, we are able to
see discrepancies in several categories. In the category “I wish to gain experience
in various company operations in order to join the ranks of management in the
future,” response ratios were 4.6% for 120 to 160 hours, 4.5% for 161 to less
than 200 hours, 6.1% for 200 to less than 240 hours, and 8.5% for 240 to 300
hours, indicating slightly higher response ratios for the two groups with the
longest total working hours. Comparatively speaking, many individuals working
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long hours are keenly motivated to continue working for their company in
order to secure a top management position.

In the category “I desire to continue working for my company until
retirement age, regardless of promotion,” response ratios were 20.8% for 120
to 160 hours, 24.2% for 161 to less than 200 hours, 15.0% for 200 to less than
240 hours, and 12.7% for 240 to 300 hours, indicating slightly higher response
ratios for the two groups with the shortest total working hours. These
respondents consider it important to continue working in their present company
even though many of them are among those with fewer total working hours.

In the category, “I would consider changing companies if it would allow
me to utilize my experience, qualifications, etc.,” response ratios were 18.5%
for 120 to 160 hours, 23.4% for 161 to less than 200 hours, 26.3% for 200 to
less than 240 hours, and 26.7% for 240 to 300 hours, indicating slightly higher
response ratios for the groups with the longest total working hours. These
respondents are eager to demonstrate their skills and qualifications in their
current company or another company, focusing not on where they work but on
the contents of their work. Although not a large discrepancy, only a relatively
small number of respondents in this category were among those with
comparatively short total working hours.

In the category, “I would change companies on a dime for a more favorable
situation,” response ratios indicated 11.0% for 120 to 160 hours, 10.4% for 161
to less than 200 hours, 13.7% for 200 to less than 240 hours, and 16.5% for
240 to 300 hours, indicating higher response ratios for the groups with the
longest total working hours. One may speculate that a considerable number of
individuals aspiring to switch companies feel they are overworked. This matter
will be examined in further detail below.

In the category, “I have no particular desires and prefer to let matters take
their course,” response ratios indicated 20.8% for 120 to 160 hours, 10.8% for
161 to less than 200 hours, 8.9% for 200 to less than 240 hours, and 7.2% for
240 to 300 hours, indicating lower response ratios for the groups with the
longest total working hours. This mater will also be addressed in further detail
below.

The preconception that “individuals with long working hours tend to be
eager to switch companies or remain with them in the hopes of securing a
position in top management,” appears to hold some water. On the other hand,
the image that “individuals with short working hours desire to discreetly
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continue working for their companies or have no apparent desires,” also
appears to ring true.

However, these images are no more than “partially true,” since just under
5% of respondents wished to join the ranks of management in their company
and little more than 10% aspired to switch companies as soon as possible
despite relatively short working hours. On the contrary, despite relatively long
total working hours, 12% to 15% of respondents desired to continue working
for their present companies and 7% to 9% had no particular desires and
preferred to let matters take their course.

Suppose that many people hold the same preconceptions mentioned above.
Comparatively speaking, they may be influenced by the majority principle that
individuals working long hours are “generally speaking” more eager to work
fervently or change companies than those working short hours. This may be a
problematic impression, but when considering it adversely, yet another scenario
may arise.

Why is it that individuals with short working hours aspire to become top
management? There may be no correlation between aspirations for a top
management position and total working hours. Although a natural concept for
most companies, working hours are not the sole factor in determining eligibility
for promotion. There are certainly individuals who seldom work overtime, but
maintain high performance levels and who have earned the trust and confidence
of both their superiors and subordinates.

Furthermore, 10% of respondents with short working hours expressed a
desire to change companies as soon as possible. This merely indicates that the
relationship between the desire to change companies and total working hours is
not one to one, but that many factors contribute to this desire, of which
working hours is but one.

The perception that those with relatively short total working hours tend to
let matters take their course is in accord with preconceptions. Conversely then,
in what situation would an individual working long hours consider letting
matters take their course? There are certainly workers so utterly physically and
mentally exhausted from overwork that they are unable to plan for a bright
future. It is also natural that working hours be merely one of the many factors
in planning for a bright future. Those who desire to continue working in their
company do so for various reasons including the company’s future growth
potential, personal treatment and benefits and family circumstances. There are
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many factors a worker must consider when transferring to a new company,
including the market value of their skills and expertise, the new work
environment and a new living environment. These factors vary from one
worker to the next. Therefore, should an individual find one of the various
factors to be significantly more important than the rest, finding a solution
thereto could significantly alter any desires for the future.

VI. Concluding Remarks

The highly accurate description of Japanese employment practices in the
JILPT Survey is worthy of appreciation. The Japanese work so hard that the
word karoshi (meaning death from overwork) is known throughout the world.
It is irrefutable that the Japanese glorify the concept of hard work. Some people
criticize Japanese workers, claiming they have low productivity. Although this
point cannot be completely denied, at the same time, it is important to note that
some workers are forced to work overtime on account of excessive work
volume.

The length of working hours and employment practices vary depending on
the situation surrounding the labor market, and are affected by a variety of
factors including history, culture, customary practices, procedures and economic
conditions. Likewise, it is meaningless to simply compare the length of working
hours in different countries based on statistical data alone. However, it is also a
fact that among economically advanced countries, Japan is where the greatest
number of workers dies from overwork. This is one fact that merits greater
awareness among Japanese people.
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JILPT Research Activities

In addition to the Research Reports, the JILPT publishes “Materials for
Studies Series” and “Research & Data Series,” which are literature and other
materials collected in the course of surveys and research, materials translated
from reference materials from overseas, case studies and other research-related
materials that are considered beneficial, if they could be made available
outside JILPT, in promoting related research and as reference for related
administrative organs in carrying out their operations. The JILPT also publishes
“Discussion Papers,” which are the results of research conducted by JILPT
researchers at their own responsibility. The “Materials for Studies Series,”
“Research & Data Series,” and “Discussion Papers” are made available in
printed form and on JILPT websites (all in Japanese). Recent publications are
shown below.

Materials for Studies Series

No0.30 Child Care Leave of Limited-term Contract Workers: Report on the
Results of an Interview Survey (July 2007)

No0.29 Regulations on Dismissals and Court (June 2007)

No0.28 Case Studies on Companies’ Management Strategies, Governance and
HRM (May 2007)

No.27 Research on the Analytical Method of Jobseekers, etc. Using
Employment Placement Statistics, etc. (March 2007)

No0.26 Factors That Effectively Promote OJT in the Manufacturing Industry
(April 2007)

No0.25 Case Study on Long-term Career Analysis: From a Follow-up Survey
Spanning 35 Years (March 2007)

No.24 Paradigm Shift in Economic Growth and Employment: Fifth North
Asia Labor Forum (March 2007)

No0.23 FY2006 Estimates of Labor Supply and Demand: Future Estimates by
Prefecture (March 2007)

No.22 Foreign Governments’ Frameworks for Dissemination of Information
on Vocational Ability Development: Analysis of Site Maps (February
2007)

No.21 Financing Methods of Workers’ Accident Compensation Insurance
(January 2007)




Research & Data Series

No.38

No.37
No.36

No.35
No.34

No.33

No.32

No.31
No.30

No.29

No.28

Fact-finding Survey on Personnel Strategies and Workers’ Lives under
Changing Business Management Environment (July 2007)

Survey on Support for Work-Life Balance (August 2007)

Survey on the Reasons Young People Leave Their Jobs and How They
Could Be Made to Stay in Their Jobs (July 2007)

New Indicators Using Operational Statistics (July 2007)

Human Resource Development and Appraisal of Vocational Abilities
at Small- and Medium-sized Firms: Case Studies (May 2007)

Survey on In-house Recruitment System and Other Measures That
Respect Employees’ Own Initiative in Placement (April 2007)

Systems for Promoting or Converting Part-timers, Limited-term
Contract Workers, etc. into Full-time Regular Employees: Case
Studies on Improved Treatment (May 2007)

Survey on Employment and Social Participation (March 2007)
Results of the Survey on the Vision of Employment and Lifestyles of
“Dankai No Sedai,” or the Japanese Baby-boom Generation:
Benchmarks of the Vision of Employment and Lifestyles of the
Japanese Baby-boom Generation (February 2007)

Report on the Results of FY2005 Fact-finding Survey on Industrial
Relations, etc. of Foreign-affiliated Companies: Results of the 9th
Survey (March 2007)

Survey on the Developments of Wage System Reforms at Major
Companies: Wage System Reform of Major Electrical Machinery
Manufacturers from 1990s (I1) (January 2007)

Discussion Paper
DPS-07-04 The Context in Which the Concept of Competency Is Used in

Japanese Firms’ Recruitment of New University Graduates: An
Exploratory Approach for Development of Tools for
Self-understanding (April 2007) by Chihiro lwawaki

DPS-07-03 Decomposition of Unemployment Factors at

Government-authorized Employment Agencies and Policy
Discussions: Based Mainly on Analysis of Regional Blocks
(March 2007) by Go Otani

DPS-07-02 Are Japanese Labor Unions Useful? Measurement of Unions’




Effect (March 2007) by Daiji Kawaguchi and Hiromi Hara
DPS-07-01 Long Working Hours and Work Styles (March 2007) by Kazuya
Ogura and Takashi Fujimoto

*JILPT website: http:www.jil.go.jp/english/index.html

International Joint Study

From 2006, the JILPT has been conducting a two-year joint study with the
Australian-Japan Research Centre of the Australian National University on the
topic of “comparison of the Japanese and Australian labor markets.” A
conference on this research project was held last July in Canberra. We plan to
compile the results of the joint research by March 2008.
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