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|. Advancement of WL B 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, isindispensable 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 along-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) genera 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.

I1. 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 20013, 2001b, 2001c). In the US and UK, an increasing number of
researches have also taken up the relationship among the egual 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 equa 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).




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

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 (JLPT) used in
this section far exceed the NLI datain 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, JLPT 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 membersin 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 asillustrated 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 “mae-oriented” company. Identifying 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 financia performance.

Woakisaka (2006), using NLI data, indicates that the *“gender-equa”
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 companiesin
the same industry shows that the “gender-equal” company achieved top scores
in al 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 OL S 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%)
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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 equa 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 al 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 equa opportunity is ahead of other
companies in the same industry in terms of sales, ordinary profit and
productivity. As a whole, amost al 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 Saff
Members
| 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 dl of the itemsin 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 al 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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analysis by quadrant, the points of equal opportunity items become smaller
amost in the order of “gender-equal,” “equal-opportunity-oriented,” “family-
friendliness-oriented” and “male-oriented” in terms of company, managers and
staff members; and the points of family friendliness items become smaller
amost in the order of “gender-equal,” “family-friendliness-oriented,” “equal-
opportunity-oriented” and “male-oriented” in terms of company, managers and
staff members. Managers and staff members do not think that equal opportunity
and family friendliness have been put into practice as extensively as the
company (a person responsible for human resources management) thinks. In
comparison with same managers and staff members, they feel that the
company scoring higher degrees of equal opportunity and family friendliness
has made a more progress in the equal opportunity and family friendliness.

According to the manager survey, the companies whose workplaces are in
a mood to most positively support employees when receiving an application
for child care leave are “gender-equal” companies, in which managers replying
in favor of the application account for 49.1%, nearly a half. On the other hand,
in “equal-opportunity-oriented” companies, such managers account for 36.8%,
the lowest percentage among all companies; and managers replying as
“inconvenient” or “no response” share as much as nearly 20%. When receiving
an application for short-time work, 40% of the managers of “gender-equal”
companies reply as “supporting positively.”

When we see managers responses to the case that supposes that a male
employee applies for child care leave, 52.6% of all managers reply “there are
issues to be solved but | will vote for the application,” and 21.8% of the
managers reply as “positively voting for the application.” The managers of
“gender-equal” companies positively vote for the application, which account
for 29.1%, the highest percentage among all companies.

In the companies scoring high degrees of equal opportunity and family
friendliness, nearly 30% of the managers now have an opinion that it is natural
for male employees to take child care leave. In “male-oriented” companies,
such managers account for 17.0%, the lowest percentage among all companies.

Managers who have worked with a staff member that used a family friendly
system in the past, think that their company has made a steady progress in
terms of equal opportunity and family friendliness. Managers and staff members
who used afamily friendly system in the past also think that their company has
made a steady progressin terms of equal opportunity and family friendliness.
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Table 2. Perception score on employment of female workers

(equal opportunity and family friendliness)

Company Manager Staff . o
o @ o O0 @ @
Gender-equal 438 355 346 082 092 009
Extensively employing | Equal-opportunity-oriented 422 355 347 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 3.06 2.88 0.18 0.36 0.18
Total 383 334 318 049 065 016
Gender-equal 480 372 349 108 131 023
Nurturing and training Equal-opportunity-oriented 4.66 3.63 3.39 1.03 1.26 0.23
employeesregardlessof | Family-friendliness-oriented 433 3.48 3.12 0.85 121 0.36
gender Male-oriented 381 317 2.85 0.64 0.96 0.32
Total 435 349 317 08 118 032
Gender-equal 450 365 346 08 103 018
;:“Ir;g;:‘:]e L, | Eaual-opporturity-oriented 433 340 325 093 109 015
e i ey | Familyfriendinessoriented | 399 330 305 060 0% 034
routinejobs Male-oriented 338 306 277 033 061 029
Total 399 338 310 062 089 027
Employees are fully Gender-equal 454 377 332 077 122 045
aware of the measuresto | Equal-opportunity-oriented 428 361 315 0.67 112 0.46
be taken if they suffer Family-friendliness-oriented 4.36 3.76 3.19 0.60 117 0.56
damagesuchessexud | 15 oriented 378 343 294 035 08 049
herassment and bullying. 420 362 312 058 108 050
Letting all employees | Gender-equdl 472 369 327 103 145 042
know the company Equal-opportunity-oriented 421 3.38 2.90 0.83 131 0.48
system for supporting Family-friendliness-oriented 461 3.63 313 0.98 1.48 0.50
thebalancing of work | \5je oriented 387 315 275 072 112 040
and family
Total 431 344 298 088 133 045
Gender-equal 451 364 327 087 124 037
Asking employeesto | gq 4 opportunity-oriented 391 339 302 052 08 037
continue to work in the . ) ) .
workplace after their Family-friendliness-oriented 418 350 3.03 0.68 1.15 047
marriage and child birth | Male-oriented 347 313 2.80 0.34 0.67 0.34
Total 399 341 301 058 098 040
Gender-equal 353 249 220 104 134 030
Recommending even | g4 gpportunity-oriented 275 222 194 053 080 027
szslfiﬁlﬁ oo FaMily-friendinessoriented | 335 252 202 083 13 050
leave Male-oriented 236 213 179 023 057 034
Total 295 230 197 065 098 034
Requesting bossesand | Cender-equa 383 286 262 097 121 024
colleaguesto understand | Equal-opportunity-oriented 320 2.70 245 050 0.75 0.25
employees Family-friendliness-oriented 3.68 290 243 0.78 125 0.46
;;‘ﬁfl’;ig' 2“‘5 for Male-oriented 284 263 233 021 051 030
Total 33 276 244 058 090 032
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Company Manager Staff . o .
a ? ® ®-@  @(3) (2)(3)

Reguesting bosses and Gender-equal 433 311 279 121 154 0.33
colleaguesto cooperate | Equal-opportunity-oriented 3.73 2.82 251 0.91 122 0.32
with employees for Family-friendliness-oriented 4.23 315 2.66 1.09 157 0.49
absenceand short-time | ;51 oriented 316 263 23 053 080 027
work relatedtochildcare | ) 379 290 25 090 125 035

Gender-equal 31 321 -0.10
Employeesareina Equal-opportunity-oriented 2.82 281 0.02
position to take child Family-friendliness-oriented 315 3.17 -0.02
careleavefreely. Male-oriented 263 265 -002

Total 290 292 -0.02
Employessareina Gender-equal 295 269 0.25
position to freely choose | Equal-opportunity-oriented 257 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 341 323 0.18
are good examples of Equal -opportunity-oriented 314 291 0.23
female employees Family-friendliness-oriented 334 319 0.16
balancing work and Male-oriented 201 283 008
family.

Totd 318 301 0.17

Gender-equal 21 2.05 0.06
:ethiocgrg(p;y’lther? Equal-opportunity-oriented 1.96 1.93 0.03
e areioy % Family-friendiiness oriented 210 201 008
engaged in child care. Male-oriented 1.80 181 -0.02

Totd 198 194 0.04
Employess believe that Gender-equal 371 340 0.31
they can continue to Equal-opportunity-oriented 343 3.05 0.38
work intheir company | Family-friendliness-oriented 3.80 344 0.36
alter their marriageand | ;51 oriented 318 295 024
child birth.

Total 3.49 317 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

Totd 2959 5755

Notes: 1 The above figures are the results of 2,959 managers and 5,755 general staff members. Vaid 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 responseis 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 origina 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
aready 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
guestions 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 higher staff members, allocates
assignments to them or evaluates their performance will have an impact on
improvement in the WLB satisfaction.

2. Child Care L eave, Child Care Short-timeWork 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 Satus

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 al 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
evauate 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 higher return, excluding child care leave days’ is applied by
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Table 3. Evaluation of “child care leave takers’
(%)

Evauate on the
Company Evalbgi g? the basis of Evaluate on the
} achievements basis of
— cchievementsafte  guingthetotd  capabilitiesat the
g workolace period including present time
P child careleave
Evaluate on the basis of achievements 289 295 29
after return to workplace
Evauate on the basis of achievements
during the total period including child 204 31.8 238
careleave
Evaluate on the basis of capabilities at
the present time 241 150 238
Adopt average of al employees 09 23 48
Ad_opt the appraisal made just before 46 58 48
taking the leave
Adopt the lowest appraisal during the
: 6.5 81

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 actua appraisal method adopted by managers, a little less than
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60% of the companies also adopt the policy of “evauating (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 careleavetakers
(%)

Manager Company Providing information Providing no information
Information provided 37.1 22.2
No information provided 525 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 CareLeave Takers

The manager survey asks how a manager actualy 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,” “amost 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 asindicated in Table 5.

Table 6 shows the relationship between appraisa 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 amost 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 gppraisal results
Higherthan  Almost  Lower than N
before average before Noreply Tota
No particular effect 33 58.3 283 10.0 100.0 60
Other colleagues have borne
inor burden. 17 49.2 35.8 133 100.0 120
There were problems related
to dealing with customers, 0.0 533 46.7 0.0 100.0 15
etc.
Communication becomes 00 613 26 161 1000 @ 31
less smooth in the workplace.
Feeling of unfairnessis
among section members. 59 529 353 59 100.0 17
Good opportunity toreview | 4 g 619 191 143 1000 21
the way of working
Good opportunity toreview | 5 3 516 253 179 1000 95
assignments
Members haveworkedmore | - 5 425 400 125 100.0 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 thetime of closing 6.1 455 21.2 273 100.0 33
meetings.
Others 0.0 333 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) Leve 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, “| have not
yet had personnel appraisal” and “I 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 amost 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 careleave

Short-time worker Full-time worker

N % N %
The content and volume of jobs
are both almost the same. 3 254 ol 448
Job content is the same but job
volume is reduced. 65 226 23 113
Job content is changed but job 64 229 49 041
volumeis the same.
Job content is changed and job
volumeis reduced. 61 212 25 123
Others 25 8.7 15 7.4

Total 288 100.0 203 100.0

| 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 “1 do not know” and “I 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 ishigh.

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, technica 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 appraisa 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 “appraisa results just before
child care leave.”

Asaresult of checking to what extent managers actual appraisal method is
coincident with takers desirable method, the coincident ratio proves to be as
low as alittle less than one-third.

(6) Effect on Promation

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,” aswell 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. | deas 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 dlightly
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 amost 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

(@) 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 dso 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 WL B Indices

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

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.”
Inthis case, it is indispensable to accurately assess in what situation company’s
own WLB is as aresult of introduction of the policies and programs, namely
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Figure 3. Framework of analysisby WLB indices

WLB index

for implementing
policies

Personal WLB index
WLB index for policies

. Status of implementing
Enrichment of WLB policies WLB polic
S ¢ policies
prllvafte Ilfeland =1 Degree of awareness of policies and programs
work of employees 2. Status of using WLB programs

V-5
Establishment of WLB objectives and
implementation system
Management attitude toward WLB

? Support and
obstacles

Human resources management
Employee’s 1. Manpower management Job management
private 2. Working hours & working system 1. Content of jobs
life and 3. Appraisal and remuneration 2. Workplace <
work needs 4. Placement and career 3. Management
5. Health management (manager)
6. Re-employment

“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) A newly developed “WLB index for implementing policies” and “ personal
WLB index” can be used as indices that allow for assessing the process of
implementing WL B policies and programs.

(i) 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.

(i) 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 al 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 avery 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
solvetheissues 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. 1 expect
that this kind of research and study will be conducted on a continuous basisin
the future.

These discovered facts will encourage people to review company theories
that are a base for discussion of various matters. The method of anayzing
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. Theregfter, “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, | 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 aso 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 arelevant 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 companiesin
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 aso 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

+ Tenitemsfor effortsrelated 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 ajob 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 humber
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 samplesis 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 Items

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 femae

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 Sudies 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:
K eisoshobo.

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 Sudies 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 Josai 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 Ingtitute, 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.





 
 
    
   HistoryItem_V1
   InsertBlanks
        
     場所: 現在のページの後
     ページ番号: 1
     現在と同じ
      

        
     1
     1
            
       D:20070213143441
       728.5039
       B5
       Blank
       515.9055
          

     1
     Tall
     274
     211
    
            
       CurrentAVDoc
          

     SameAsCur
     AfterCur
      

        
     QITE_QuiteImposingPlus2
     QI+ 2.0f
     QI+ 2
     1
      

   1
  

 HistoryList_V1
 qi2base




<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /All
  /Binding /Left
  /CalGrayProfile (Dot Gain 15%)
  /CalRGBProfile (Adobe RGB \0501998\051)
  /CalCMYKProfile (Japan Color 2001 Coated)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Warning
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams true
  /MaxSubsetPct 100
  /Optimize false
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages false
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages false
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages false
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages false
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages false
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages false
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile (None)
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /Description <<
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000500044004600206587686353ef901a8fc7684c976262535370673a548c002000700072006f006f00660065007200208fdb884c9ad88d2891cf62535370300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef653ef5728684c9762537088686a5f548c002000700072006f006f00660065007200204e0a73725f979ad854c18cea7684521753706548679c300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /DAN <>
    /DEU <>
    /ESP <>
    /FRA <>
    /ITA <>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020b370c2a4d06cd0d10020d504b9b0d1300020bc0f0020ad50c815ae30c5d0c11c0020ace0d488c9c8b85c0020c778c1c4d560002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken voor kwaliteitsafdrukken op desktopprinters en proofers. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /PTB <>
    /SUO <>
    /SVE <>
    /ENU (Use these settings to create Adobe PDF documents for quality printing on desktop printers and proofers.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
    /JPN <>
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /NoConversion
      /DestinationProfileName ()
      /DestinationProfileSelector /NA
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure true
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles true
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /NA
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /LeaveUntagged
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice




