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1．Ｔｈｅ``Three-Treasures，，Model 

Thequestionhasbeenraisedofwhetｈｅｒｔｈｅ“ThreeTreasureS,，modelof 

industrialrelations-1ifetimeemployment，seniority-basedwagesandenterprｉｓｅ 

ｕｎｉｏｎｓ－ｃａｎｂｅａｐｐｌｉｅｄｔｏａｌｌｅｍｐloymentandlabofmanagementrelationsin 

JapanDoubtsaboutitsapplicabilityarewell-fbundedsinceｔｈｅ‘`Ｔｈree-Treasures,， 

modelisexpresslybasedonregularemploymentatlargeenterprises､lFurthermore， 
otherextensive，variedemploymentsectorslikeregularemploymentinsmalland 

medium-enterprises（SME）andpart-timeworkers,whohaveincreasedenomlously 
inrecentyears，havenotyetbeenadequatelyresearched2Nevertheless，theestab‐ 
lishmentofkeyconceptsshouldenableustounderstandtheissuesomewhatbetteL 

IshalltouchbrieflyontheconceptUalparameters． 

Lifetimeemployment 

Lifetimeemploymentistheguaranteeagainstdismissalbyanenterprisefi･om 

whentheindividualishired,usuallyimmediatelyaftergraduation,untilmandatory 
retirementatacertainage・Fivepointsshouldbeborneinmind

llnlifetimeemployment，thecompanyguaranteesastatusofregularem-
ploymentratherthanassuringthewolkeraparticularjob、Workers，assignments
customarnyprogressfromeasytaskstomoredifTicultdutieaAmajorfeatureof 

thisprogressｉｏｎｉｓｔｈａｔｉｔｓｐａｒａｍｅｔｅｒｓａｒｅｎｏｔｌｉmitedtoonetradebutfrequently 
evenincludeasslgnmentstodiffbrentjobs、

２．A1thoughwespeakofguaranteedemploymentuntilretirement，thereis 

animplicitassumptionthatifthecompanyisindesperatestraits,theemployeewill 
accepteady（"Voluntary，，）retirementorothermeasurestohelpthefirmsurvive、
Anemployee，sacquiescenceverymuchdependsontheamountoftheretirement 
allowanceandotherconsiderations，butalthoughlifetimeemploymentappears 
rigid，thereisabunt-inflexibilitythatenablesmanagementtoreducepersonnel 
whennecessary、

３．Lifetimeemploymentisactuallyuntilmandatoryretirement（ａｔｃｌｏｓｅｔｏ 
ａｇｅ６０)．Yetthereisvirtuallyalife-1onglivelihoodguaranteebecauseofthehuge 
retirementallowances，assistanceinfIndingpost-retireｍｅｎｔreemploymentwith 
affniatedflnns,andtherecentpostponementofretirementtolaterages、

４．Sinceolderemployeesmseniorpositionsmustretireataflxedage，pro‐ 
motionopportunitiesfbryoungerwolkersincreaseandmanyregularemployees 
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ｓｏｏｎｅｒｏｒｌａｔｅｒｃａｎｒｉｓｅｉｎａｃｏｍｐａｎｙthroughseniority、Therearediffbrentpro-
motiontracksdependingontheindividual，sacademicbackgroundandotherfactors， 
butitisparticulallyimportantthatemployeeswiththeproperacademiccredentials 

oroutstandingabilitycanrisetotopmanagement・Indeed,manyexecutivesidentify
morewiththeenterprisestafTthanwiththeowners（stockholders).Also,middle‐ 
managementpositionshaveincreased，ａｎｄｍａｎｙｅｍｐｌｏｙｅｅｓａｒｅｐｒｏｍｏｔｅｄｔｏｔhis 
stratumthroughvariouscareerpattems、

５．Thelong-termcontinuousemploymentsystemthatsupportsintemalpro‐ 
motionshasproducedandissustainedbysubcontractors，temporaryandpart-time 

workersandstaffhiredindefinitelyfromcompaniesthatprovidetemporaryoffIce 
helpAllthesewolkersareexcludedfromthebenefitsandprotectionoftheregular 
employmentsystem． 

SeHuiorityごbasedwages
Underthesemority-basedwagesystem，anemployee，sbasicsalaryincreases， 

toagreaterorlesserextent,withyearsofserviceanditisguaranteedbyrelatively 
certamannualmcreasesandperiodicraises、ThefbUowingpointsdeservemention．

LThesenioritywagesystemisnotjustamatterofaworker，sageandyears 
ofcontmuousservice・Ｔｈｅｗａｇｅｓａｒｅｂａｓｅｄｏｎｐｒｏｍｏｔｉｏｎｓａｎdincreasedabilityfrom
whenhewashireduntilretirement、Veryimportantalsoishiscontribuｔｉｏｎｔｏｔｈｅ

ｃｏｍｐａｎｙａｓｓｈｏｗｎｂｙａｗｉｌｌingnesstoacceptearlyretirement,etc、

２．Accordingly，compensationdoesnotcorrespondtothevalueｏｆａｎａｓｓｉｇｎ‐ 

ment・Onthecontrary，thejobactuallyperfbnnedmaybeirrelevant､Whenthere

arenotenoughseniorpositionsandpromotionisblocked，adjustmentｓｍｕｓｔｂｅ 

ｍａｄｅＦｏｒｅｘａｍｐｌｅ，ｗｈｅｎａｎｅｍｐｌｏｙｅｅｔｕｒｎｓｏｖｅｒｈｉｓｈｉgh-rankingslot，sothata 

juniorpelsoncangeton-thejob-training，andshiftstoalowerTankingpost,he 

retainsthesamebasicsalaryandqualiflcationrating・Ｔｈｉｓｉｓｄｏｎｅａｓａｆｂｒｍｏｆ

ｆｉｎａｎｃｉａｌｒｅwardfbrawillingnesstoacceptthetransferandtotrainayounger 
employeewhowillthenunderstandthejobifrequiredtofillit、

３．Thisbasicsalary，whichcorrespondstotheemployee,sstatusisalsothekey‐ 

stonefbrcalculatingtherestofthecompensationpackage：otherwages,bonuses 

andretirementallowancesandcompanycontributionstounemploymentinsurance， 
welfarepensioninsurance，etQThusthebasicsalaryfimctionsａｓａｌｉｖelihood 

guaranteethatindirectlycorrespondstoanemployee，slifecycla3 
４Inrecentyearsmanycompanieshavechangedthebasicsalarytoamerit 

paysystembasedontheindividual,sjobandability・Thetrendistomakeupfbrthe

resultanterosionofthelivelihoodguaranteebyfiPingebenefits，includingsocial 
lnsurance、

５．Thisseniority-basedwagesystemisfUndamentallydifTerentfi･omthe 

stripped-down，no-fiPinge-benefItwagessetbythetypeofjobandtheindividual,s 

abilitiesreceivedbypart-timeWorkers，studentemployeesorpersonnelｆｉＤｍｔｅｍ‐ 

porary-helpagencies． 

Enterpnseunions 

Anenterpnseunio、includesalmostallregularemployees，whosetermsof

employmenthavebeendescribedabove,andfUnctionsasacatalystfbracompany,s 
ftlirlyselfLcontainedlabor迄managementrelations･Ｉｔｓｉｍｐｏｒｔａｎｔｆｂａｔｕｒｅｓａｒｅａｓ
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LWhnemanyworkers-part-timeandtemporaryemployees，etc．－arenot 

members，ｉｎｍａｎｙｃａｓｅｓｔｈｅｂｏｔｔｏｍｒｕｎｇｏｆｍａｎａgement-admmistratorsand 

superviｓｏｒｓ－ａｒｅｉｎｔｈｅｕｎｉｏｎ・Notonlyarewhite-collarandblue-collaremployees
lumpedintothesameorganizationbutmmanycompaniesunionpostsａｎｄleader‐ 

shippositionsatwolkplacesareheldbymanagersandsupervisors・

ZTheoverlapalsoshapestheoutlookofexecutives､Theeffectisnotjustthe 

separatioｎｏｆｏｗｎｅ応hipandmanagementandthepurchasebycompaniesinthe

samecorporategroupofstockineachother・MostoftheexecutivesinlargeentelL
pnsesarenotprofbssionalmanagersjtheyareemployeesofthecorporationwho 

rosethroughtheranks・Ｔｈｅｙｔｈｉｎｋｏｆｔｈｅｅｎｔｅｒｐｒｉｓｅａｓａｃｏｍmunityandbringa
long-termoutlooktoeffbrtstomaintainandimporvelabor-managementrelations､４ 
UnliketheconfrontationalstyleofindustrialrelationsintheWest，mostlarge 

entelprisesinJapanenjoylong-telm,stablelabor-managementties、

３．A1thoughindividualenterpriseshavehlirlyselfLcontainedlabolmlanagement 

relations，managersandunionseachbelongtoindustry-wideorganizations・They

engageinactivitiesoutsidetheenterprise，liketheannualspringlaborcampaign 
fbrhigllwagesandshorterworkhours，andinpublicpolicyissueslikethesocial 
securitysystem・Supra-enterpriselabormanagementtiesarealsoratherextensive、

４．Nevertheless，theprimarypurposeoflabor-managementrelationsatan 

enterpriseisunquestionablytoprotectandenhancethatfInn，soperationsand 
prosperity，ａｓｓｈｏｗｎｂｙｈｏｗｔｈｅｓｐｒｉｎｇｌａｂｏｒcampaign，ｓｗａｇｅａｎｄｏｔｈｅｒｄｅｍａｎｄｓ 

ｖａｒｙａｔｅａｃｈcorporationonthebasisofitsparticularsituation・

aThisenterprise-1evellabor-managementrelationshipbothreflectslifetime 

employmentandseniority-baseｄｗａｇｅｓａｎｄｉｓａｎｉｎｔｅｇｒａｌｐａｒｔｏｆｔｈｅsystemthat 
makesthemfeasible， 

Ihavetoucheduponthe“Three-Treasures，，modelofindustrialrelationsat 

largeenterprisesbecauseitwillbethecriterionbywhichldescribethespecial 
featuresofsmallandmedium-enterprises，Ｙｅｔｔｈｅｒｅａｄｅｒｓｈｏｕｌｄｂｅａｒｉｎｍｍｄｔｈａt 

thisisjustonemodelofseveral，anditisconstantlyevolvingEvenmoreim-
portant，althoughｔｈｅ“Three-Treasures，，constituteamultifaceted，integrated 
systemofJapanese-stylelabormanagementrelations，ｔｈｉｓｉｓｎｏｔａｒｉｇｉｄｓｙｓｔｅｍ・

Thesearrangeme､tsandcustomarypracticesarecarriedoutwithgreatflexibUity 
aseachcorporationadjuststoitsparticularcircumstancesForthatreason,Countless 

unwrittenrulesortacitunde庵tandingshavegrowup、ThisseamlesswebfUnctions

tokeepａｎｅｍｐｌｏｙｅｅｗｉｔｈｏｎｅｆｉｒｍｆｂｒｈｉｓｅｎｔirecareer，supportstheseniority‐ 
basedwagesystemandstrengthensacompany，sindustrialrelations． 

MateriaIs 

lshallusetheabovecriteriatodescribethespecialcharacteristicsofemploy-
mentandlabofmanagementrelationsinSMEs、Thereisverylittlecomprehensive
ｄａｔａｉｎｔｈｉｓｆｉｅｌｄｔｈａｔｃｏｖｅｒｓａｌｌａｓpectsofthetopic・Ihaveattemptedcasestudies
offivＣｓmallandmediumcommercialandindustrialenterprises，ｅａｃｈwithabout 
lOOregularemployees・Thatresearchhasbeenpublishedelsewhere;５ｈｅｒｅｌｓｈａｌｌ
ｊｕｓｔｕｓｅｔｈｅｄａｔａｆｒｏｍｔｈatprQject・Ｉｎｔｈｉｓａｒｔｉｃｌｅｌｈａｖｅｒｅｌｉｅｄｕｐｏｎａｓeriesof
sulveysonlabor-managementrelations，ｍａｉｎｌｙａｔＳＭＥｓ，conductedbytheTokyo 
MetropolitanLaborResearchInstitute（ToritsuRoken).６Theseriesincludesem‐ 
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ployeesulveysthatweredesignedtoenablecomparisonsbythesameindicesof 

lalgeenterprisesandSMEs・Ｔｈｅｄａｔａｉｓｆｒｏｍｍｏｒｅｔｈａｎ３,OOOworkerswhoreside

inonesectioｎｏｆＴｏｋｙｏａｎｄａｒｅｅｍｐｌｏｙｅｄｉｎｍａｎｙｄｉfTbrentindustries(nonein 

thepublicsectorlSincethesewerenotsurveysofcompanies,thereisverylittle 
infbrmationaboutpersonneladministrationorlabor-managementties、Ｙｅｔｔｈｅ

ｄａｔａｄｏｅｓｅｎａｂｌｅｕｓｔｏｃｏｍｐａｒecorporationsbysizebasedontheexpenencesand 

responsesofemployees・

Thedatan1ustratescontrastingemploymentconditions：１ifbtimeemployment 
versustheimpennanenttype,semority-basedwagesversuscompensationdetermmed 

bytradeorability，andenterpriseunionsversusnounioｎ（ratherthanindustry‐ 
wideunionslBehindtheseobviousdifferences，however，thereareimportant 
commonaspects・ThedissimilaritiesandcommonalitiescombinetofbrmJapanese
labolmanagementrelationsthatareperhapsun-Japanese・Inthatsense，thisessay
shouldilluminatelessesteemedaspectsofthe``Three-Treasures,，model． 

11．ACompansonwiththe“ThreeTreasures，，Model 
● 

1．AnEmploymentStructureThatCamotBecomeLifetimeEmployment 

ｌｅｎｇｔｈｏｆｅｍｐｌｏｙｍｅｎｔ 
ｌｎＳＭＥｓ，ｔｏｏ，thepreferredpersonnelpolicywouldbetohirestafTfromafIxed 

time，mainlynewgraduates,andretainthemuntilretirement・Butsincetheycannot

hireorretainsufficientnewgraduates，ＳＭＥｓｍｕｓｔｄｅｐｅｎｄｏｎｐｅｏｐｌｅｗｈｏｈａｖｅ 

ｗorkedelsewhere，ｅｔＱＩｎｓｏｍｅｃａｓｅｓ，ＳＭＥＳretainolderemployeesbeyondthe 
nonnalretirementage・AsshowninTableLthelongevityrateisverydifferentat

aboutthel,OOO-employeerangeFormales，ｗｈｏａｒｅ７０ｐｅｒｃｅｎｔｏｆｔｈｅｓａｍｐｌｅ,the 
ratioofcontinuousyearsservicewithaperson,spresentfirmtothepossiblework 

yearssincegraduationrangesfi･ｏｍｃｌｏｓｅｔｏ７０ｐｅｒｃｅｎｔａｔｆｉｒｍｓｗｉｔｈｍｏｒｅｔｈａｎ 

ｌ,OOOemployeesto40percentatcompanieswithlessthanlOpersonneLSince 

non-regularemployeesareincludedinthisdata，thedisparitiesarelower;ifonly 

regularemployeesareconsidered，thespreadwidensappreciably、Thatisbecause，
asTable2shows,thesurveyfbundamorediversifiedemploymentpatterninsmaller 

firmswithmanypart-timeanddanyworkers,inadditiontofamilymembers・

NotonlydoesmanagementprefbrtoretainpersonnelfbrtheirCntireCareer， 

ｂｕｔｔｈｅａｖｅｒａｇｅｅｍｐｌｏｙｅｅｉｎＳＭＥｓａｌｓostronglydesirestoremainwithhispresent 

companyuntilretirement・ＡｓＴａｂｌｅ３ｓｈｏｗｓ，ｗｅｌｌａｂｏｖｅｈａｌｆｔｈｅｅｍｐｌｏｙｅｅｓｉｎ
ＳＭＥshaveworkedelsewhere，ｂｕｔａｂｏｕｔｔｈｅｓａｍｅｒａｔｉｏａｓｉｎｌａｒｇｅｃorporations 

wanttoremainattheirplCsentfirmThereasonshowever，seemverydifferent 
fromtheircounterpartsatlargecorporations・ＭａｎｙＳＭＥｗｏ１kersgavereasons

like‘`themanagerisagoodperson,，，ｏｒ``nootherjobavailable，,;fewcitedaluc‐ 

rativeretirementaUowance/pensionThereisalsoahugediffbrencebetweenem-
ployeesatlalgeｃｏ１ｐｏｒａｔｉｏｎｓａｎｄｔｈｏｓｅａｔＳＭＥｓｉｎｔhepercentagewhowantpro‐ 
motionlnentelpriseswithfewerthaｎ３０employees，manyofthestafTwantto 

starttheirownbusiness,butthereislittleexpectationofpromotion 

Whydoesambitiontakesuchdifferentfbnns？ThisisadifTicultpointto 

explain，butthefbllowingfHctorsseemveryimportant・First，ｉｎＳＭＥｓｔｈｅｒｅａｒｅ
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TnbleLEmployees,averageage,wolkyearsandIongevityratios． 

（２） 
Yearsof 

Service 

(Years） 

（３） 
Ageat 

Gr2dllation 

（Age） 

（１） 

Ａｇｅ 

(Age） 

Total 

Employees 
(Persons） 

(2)/(1)－(3) 

（%） 
Sex./CompanySize 

3５１ 

８６ 

２５３ 

１８２ 

１３３ 

２５５ 

40.3 

42.4 

４６．０ 

５０．２ 

５７．５ 

６８．３ 

1６．９ 

１７．２ 

１７．４ 

１７９ 

１８．２ 

１８．６ 

38.5 

40.1 

38.7 

380 

３７．５ 

３７．５ 

８．７ 

９．７ 

9.8 

10.1 

11.1 

12.9 

ＢｅｌＣｗｌＯ 

１０～２９ 

３０～，， 

１００～２９９ 

３００～９９９ 

over1,000 

Ｍａｌｅ 

０
０
６
８
６
７
 

６
４
０
５
４
３
 

１
１
 

１
 

３
５
４
１
９
７
 

●
●
●
■
■
●
 

１
０
２
２
０
４
 

３
２
２
３
４
４
 

1７．４ 

１７．４ 

１７．５ 

１７．６ 

１８．０ 

１８．２ 

６
５
７
０
６
１
 

●
●
●
●
●
０
 

６
４
４
５
５
５
 

ＢｅｌｏｗｌＯ 

ｌＯ～２９ 

３０～９， 

１００～２９９ 

３００～９９９ 

ｏｖｅｒ1,000 

38.5 

39.4 

38.5 

33.2 

31.7 

29.6 

Ｆｅｍａｌｅ 

Source：ToritsuRoken,ｐｐ、３４，３７，４１－４２Off.,fbrl98LAge,years,etc.,werecalculatedbythemediumof
eachcategory､Graduationageisaperson，sagewhenhe/shecompletedtheirlastfbrmaleducation， 

whentheybeganandfinishedschoolwithoutintermption． 

Table2．Employmentconditionsandratiosofunionmembers/White-coUarpersonnel 

EmploymentConditions AdministrationManagement 
Size Technical 

Supervisory Clerical RegmlarTemporaryPart-timeFamily 

BelowlO５６．８７．９１４．３１５．５１７．０１９．０ 

１０～２９７３．７６．３１５．５１．６24.0２３．０ 

３０～，，78.0５．２１４．２０．６２６．４２８．２ 

１００～２９９８５．８７．１５．００．４３９．６30.8 

300～９９９８２．７７．８４．５０．６４１．９28.0 

Ｏｖｅｒ1,000９１．８４．１３．１６０５２９．３ 

Source：ToritsuR5ken,ｐｐ､４３，４８，５０，５２ａｎｄ155.Unclearresponsesomitted・

Table３．JobchangeexpenenceandprCsentpreferences 

Union 
Members 

２
９
２
２
４
９
 

■
●
■
●
●
●
 

１
４
９
４
１
０
 

３
５
７
 

ReasonslbrLongevity 

Good 
NootherGoodRelaUons 

Job 

AvaUableManagerwith 
Co-woIkers 

Ｗａｎｔ 

ｔｏＳｔａｒｔ 
Ｏｗｎ 

Ｆｉｒｍ 

Wantto 

Remain 
atPresent 

Firm 

Never 

Changed 
JobS 

Company 
Size 

Low 

Retirement 

Allowance 

Pension 

Ｗａｎｔ 

Ｐｒｏｍｏｔｉｏｎ Suitability 
of 

Work 

０．３ 

１．４ 

４．２ 

４．３ 

９．９ 

１３．５ 

26.6 

19.2 

１６．４ 

１８．８ 

１６．８ 

１０．７ 

73.0 

66.4 

６６．６ 

６７．５ 

７３．２ 

７５．８ 

3０３ 

３２．５ 

３８．１ 

３５．８ 

３４．４ 

３７．０ 

８
９
８
２
７
６
 

０
Ｐ
●
ロ
●
●

９
７
３
２
６
３
 

１
２
２
２
２
２
 

２３，６ 

１８．４ 

１３．４ 

１１．１ 

３．８ 

4.0 

６，４ 

８．１ 

１０．５ 

１１．７ 

１５．３ 

１０．１ 

１２．９ 

１５．７ 

１９．２ 

１８．８ 

23.5 

34.9 

ＢｅｌｏｗｌＯ 

１０～２９ 

３０～９９ 

１００～２９９ 

３００～９９９ 

over1,000 

８
８
９
８
３
１
 

●
●
●
●
●
●
 

８
５
０
８
０
９
 

２
２
３
３
５
６
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veryfewexecutivepositionseitheratthedirectorlevelorasdepartment/section 
chiefWhileTable2showsthattheratioofsupervisorypoststoemployeesisnot 
markedlydifTerenｔｉｎＳＭＥｓａｎｄｌａｒｇｅｃｏｍｐａｍｅｓ，thereisasharpdisparityinthe 
absolutenumberofemployeeswhosegoalispromotion、Secon｡，therearemany
casesoffamily-ownedfIrmswheretheownerandrelativesholdtheexecutiveor 

superviso1ypositions・Furthermore，manySMEsaresubsidiariesoflargecompanies
andoftendirectorshipsandsupervisorypostsareoccupiedｂｙｐｅｒｓｏｎｎｅｌｏｎｔｅｍ‐ 
ｐoraryorpermanenttransfbrfromtheparentcompany､Third,manyexecutivesand 
englneelBwithftlst-growingSMEsinhigh-techfleldsarerecruitedawaybyother 
Companies・Thetrainingandtechnicalknow-hoｗｏｆｅｍｐｌｏｙｅｅｓｉｎｔｈｅｒａｉｄｅｄＳＭＥｓ
ｓｕｆfers，ａｎｄｍａｎｙｆｉｒｍｓａｒｅｓｈｏｉｔｏｆｔａｌｅｎｔｅｄpeopleFourth，ａｌｔｈｏｕｇｈｍａｎｙＳＭＥｓ 
ｗｏｕｌｄｌｉｋｅｔｏｐlantheiremployees，careersbyon-thejobtrainingandrotationof 
workassignments,therearefewdepartmentsandtheycannotsparepersonnelfrom 
theirdutiesConsequently，SMEscannotstructureemployees，careersasthelarge 
colporationsdｏ 

Ｉｎｓｕｍｍａｒｙ，eveniftheemployeeswantpromotio､，ｔｈerearenoopeninga 
TherearestUlmanyskUled-1aborfieldsinSMEs，andcraftsmenwouldratherstay 
atajobtoimprovetheirskillsthanbepromotedThesefactsareverysignificant、
Inbigcorporations，executivesrepresentemployeeinterestsmorethantheowner‐ 
Ship；managementandlaboraredifferentstrataofoneorganization，andthegapis 
easilybridgedlnmanyＳＭＥＳ，thereisarigidclassstratificatiｏｎbetweenthe 
managersandemployees・

Pelmnnelreductionmethods 

WhUemaｎｙｍｏ妃SMEshaveinstitutedretirementsystemsinrecentyears，ｉｎ
firmswithlessthanlOOemployees,itisrelativelycommontofindnoretirement 
plaｎＳｏｍｅｃｏｍｐａｎｉｅｓｈａｖｅｓｙｓｔｅｍｓｏ、paper，buthavenotimplementedthemyet・
Forthesereasons，SMEsretainolderpersonsintheirjobs､７ＡISO,unlikethebig 
co1porations，ｗｈｅｎｔｈｅｔｉｍｅａｃｔｕａｌｌｙｃｏｍｅｓｆｂｒａｎｅmployeetoretire,SMEsdonot 
providelalgeallowanceｓｏｒｐｏst-retirementjobsOnthecontrary，ＳＭＥｓａｒｅｔｈｅ 
ｆｉｒｍｓｔｈａｔｗｉｌｌｅｍｐｌｏｙｏlderpersons． 

Table4Personmelreductionsandmethods 

(ＭＡ,” 

Methods 

Voluntary 
Retirement 

Size ％ofReduction 
Attrition Dismi月日Ｈ１

ＢｅｌｏｗｌＯ１３．９４７９２１．６２５．４ 

１０～２９１３．１４１．１２６．８３３．， 
３０～９９２０．９３８．７２９．３３４．７ 
１００～２１９３０．８50.0２７．０２４．３ 
３００～９９９３３．５５８．３３１．７２０．０ 
over1,000８７．５・６８．７３３．８６．１

Source：ToritsuR5ken,ｐｐ､181-82.ＰＣ[Ｃｅntagesincludemultipleresponses;uncLarrepliesomitted． 
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Ｔｈｅｄｉｓｐａｒｉｔｙｉｎｔｈｅｓｉｚｅｏｆｔｈｅｉｎｔｅrnallabormarketoftheenterpriseorthe 

enterprisegrouprenectsdifferencesinhowpersonnelcutsarecarriedout・Table4
showsresponsestoquestionsabｏｕｔｗｏｒｋｆｂｒｃｅｒｅｄｕｃｔｉｏｎｓｄｕｅｔｏｔｈｅreccssion 
afterthel973onshock・Thereisastrikingcontrastbetweeｎｓmallandlalgeenter‐

pnses：onlylOpercentofthefbrmerreducedpersonnel，comparedto40percent 
ofthelatter，Streamlinmgthemselvesngorously，lalgecompaniescarriedoutex‐ 

tensiveoutPlacements、Butmanysmallenterprises，chronicallyafT1ictedwith

personnelshortages，werenotinterestedinlettingpeoplego；insomefirmsthere 

wasnooffIcialreductiombutmanyemployeesdecidedtoretire・

Therealproblemisthedif化renceinhowstaffwerereduced,ａｎｄＳＭＥｓｄｉｄｎｏｔ

ｈａｖｅｒｅａｄｙａｃｃｅｓｓｔｏaninternallabormarketandhadtoresorttodismissals、Ｔｈｉｓ

correspondstothelaborforcecompositionthatcanbeeasilydismissedinTable2 

Largecorporations,whichcanadjusttheirdiafYSwithrelativeeasebyearlyretire‐ 
ment,etc.,reliedmainlyonattrition､Theyalsousedavarietyofinternaladjustment 

methodsliketransfersandlong-termassigmmentstosubsidiaries・TheysuccessMly

induced“voluntaryretirements，，byassistingemployeestofIndnewjobsandin 

otherways､ＴｈｉｓｗａｓｎｏｔｔｈｅｃａｓｅｉｎＳＭＥｓ８ 

２．Job/Ability-basedWages 

Structureanddeterminantfactorsｉｎｗａｇｅｓ 
ＡｍｏｄｅｌｗａｇｅｐｒｏｇｒａｍｆｂｒｎｅｗgraduateshiredbySMEsisvirtuallythesame 

asinlalgeenterprises、Ｆｏｒexample，ｉｎｔｈｅｓｔａｎｄａｒｄｗａｇｅｓｐｒｅａｄｆｂｒａｎｅｗhigh
schoolgraduate，ａｓｓｈｏｗｎｉｎＦｉｇｕｒｅｌ，ｔｈｅｆｉｒｓｔｄｅｃｉｌｅｇｒｏｕｐｉｎＳＭＥｓａｒｅｌｏwerthan 

thefirstdecilegroupinlargecorporations，andthedisparitynotablywidensafter 

middleage、Butwiththenmthdecilegroup,whichisclosetotheupperlimit，SMEs

arehigherthanlargecorporationsuntilmiddleagaAccordingly，thereareeven 

greaterdisparitiesｆＯｒｔｈｅｓａｍｅａｇｅｓｉｎＳＭＥｓ． 

Figu塵LWagedistributionfbrmaIewmkersinmanufacturing

(\1,000） 

４００ decUegroup ｎＴ【】Ⅱ皿

300 

ecilegroup 

200 【【川ⅡⅡ

1００ 

２２２５３０３５４０４５５０(Age） 

LaborMinistry,Ｓｉｲﾊﾉﾋﾞﾂ｡/basibsmrisricsq/､wzZgesZ7wcmだ,SMEshave
lO-99employeesandlargeenterpriseshavemorethanl,OOOemployees、
Ｗａｇｅｉｓｔｈｅｓａｌａｒｙａｍｏｕｎｔａｇｒｅｅｄｔｏunderalabor-managementagree‐ 
mentfbratypicalworker(graduateofaprewarmiddleschoolorposL 

warhighschool.） 
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Nevertheless，whereasthereislittlediffbrenceinthedistributionofmodel 
wages，inthetotalwagestructure，whichincludestransfereesandmid-career 

recruits，thereisamarkeddisparityaftermiddleagebycompanysize、Thatis
becausethewagesofmiddle-agedandolderemployeeswhowerehiｒｅｄｉｎｍｉｄ‐ 

careerarecomparativelylowinSMEs・Ｔｈｅａｇｅｃｕｒｖｅｉｎａｎｅｎｔｅｒｐｎｓｅ，especiaUy
fbrblue-collarworkers，ismountain-shaped，withthepeakinthemiddle-ageyears､９ 
oneexplanationisthat，excludingskilledcraftsmen，thereislittledemandfbrthe 

careerskillsofmanymiddle-agedandolderemployees・Anotherexplanation，in-
cludingthecraftsmen-patternalso，isthatasnotedabovepromotionopportunities 
arelimitedandwageshavebecomerelativelylow 

ＳｏｍｅＳＭＥｓｄｏｎｏｔｒａｉｓｅｔｈｅｂａｓｉｃｓａｌａryyearlyorpayregularsalaryincreases； 
thiswasparticularlynoticeableaftertheflrstoil-crisisrecessioｎＥｖｅｎｉｆａｎｅｍ‐ 

ployeestayedwiththesamefirm,hispaydidnotincrease・Ｔｈｅｓｅniorityincrements
paidbylalgefirmssteadilyoutdistancedtheSMEs・Ｔable5showsdifferencesin
wagedeterminantcliteriaasperceivedbyemployees． 

Table５．Wagedecisioncriteria 

（ＭＡ,％） 

EmployeeＰ｢eferences 

JobSknl／ 
PerfblmanceAbilily 

７０．１５２．１ 

６９．７50.0 

76.051.s 

７５．８５２．１ 

７９．９４９．２ 

８１．１６２．２ 

Ｊｏｂ 

Ｐ……XiMIM，：翻晶『Ａ雛Wi1Imgnc鴎餓:柵Size 

ＢｅｌｏＷｌＯ 

１０～２９ 

３０～９９ 

１００～２９９ 

３００～９９９ 

ｏｖｅｒ1,000 

５６．４ 

５５．８ 
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４８８ 

４２．５ 
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52.1 

45.1 

46.7 

43.0 

50.3 
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354 

33.7 

40.0 

51.4 

52.3 

15.5 

17.8 

23.7 

33.3 

44.1 
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27.0 
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Source：ToritsuRoken,ｐｐ、143-44.Multiplerepliesareshown.“Jobperformance，，includesthedifTncultyof
thework・Unclearanswersnotshown・Other``prc化rences，oomitted．

LManyemployeesoflalgecorporationscitedacademicbackground，ageand 
yearsofcontinuousservice．ＩｎｆｉｒｍｓｗｉｔｈｍｏｒｅｔｈａｎｌＯＯｅｍｐｌｏｙｅｅｓ，additional 
importantfnctorscitedwerethejobandtechnicalskill/ability・InSMEswithless

thanlOOemployees,traditionalstandards-jobperfbrmance,technicalskill/ability 
andwillingnessareperceivedasevenmoreimportant・

ＺＴｈｅｓｅｄａｔａｓｈｏｗｔｈａｔＳＭＥｗａｇｅｓｄｉｆferfiFomseniority-basedwageswhich 
aresetonthebasisoflong-termconsiderationSlnSMEsthepresentsituation-
job，skill/ability，willingness-areclearlymoreimportantbuttheseprioritiesare 
notsystematicallyfbllowedEmployeeprefeTenceｓｉｎＴａｂｌｅ５ｓｈｏｗｔｈａｔｔｈｅｙｗａｎｔ 

ｗａｇｅdecisionsbasedmoreonjobperfbrmance． 

Basicsalaryandotherwagessystem 

ＴｈｅｉｍｐｏｒｔａｎｃｅｏｆｔｈｅｂａｓｉｃｓａｌａｒｙｃanbebrieflydescribedfiomtheLabor 
Ministry，ｓ‘`SystemofWagesandHours.，，Accordingtothisreport，ｉｎＳＭＥｓｔｈｅ 

"lump-sumsalary,,(晒万ker'eﾉﾊcyzO,inwhichthevariousfactorspreviouslymen‐
tionedaretakenintoconsideratio、，ｉｓａｌａｒｇｅｒｐａｒｔｏｆｔｈｅｔｏｔａｌｓａｌａｒｙｐackage
However，inparticularcasesadjustmentsarebeingmadesothatthelump-sum 
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salarywillconsistoftheindividuarssalaryplusapaymentbasedonthejoband 
abUity 

LTheindividual,ssalaryisdecidedaccordingtohisacademicbackground,age 

andyearsofcontinuousservice，ｂｕｔｉｎｍａｎｙｃａｓｅｓｉｔｌｅｖｅｌｓｏｆＴａｔａｃｅrtainstage、
２．Asinbigcorporations，ｔｈｅｒｅａｒｅｓｏｍｅＳＭＥｓｗｈｅｒｅａｐaymentbasedonthe 

individual，sjobandabilityisclearlyspecifiedanditcorrespondstoajobrating・

Ｙｅｔｉｎｍａｎｙｏｆｔｈｅｓｅｃｏｍｐａｎｉｅｓｔｈｅｃｒiteriaarevagueandpaymentisactuallydeter‐ 

minedbyseniority、

３．Thebasicsalaryisadjustedbythepaymentofvariousallowances・Inlarge

corporationsthelivelihoodguarantee，whichhasbeenweakenedbytheswitchto 

paymentbasedontheindividual，sjobandability,isadjustedbyvariouslivelihood-
relatedallowances，ｉ､e､，fiPingebenefits，SMEsoftenusework-relatedallowances 

astheadjustmentmechanism､Manymediumfirmspayallowancesfbrsupervisory 

positionsandskills；ｍａｎｙｓｍａｌｌｆｉｒｍｓｐｒｏｖｉｄｅａｎａｌｌｏｗａｎcefbrpunctualityand 
C 

reliableattendance・Ｉｎｍｅｄｉｕｍ－ｓｉｚｅｄｆｉｒｍｓｏｆｌＯＯ－９９９ｅｍployees，thiskindof

adjustmentofbasicsalａｒｙｉｓｖｅｒｙｃｏｍｍｏｎＭｅｄｉｕｍｆｉｒｍｓｈａｖｅmoresupervisory 

positionsandtheirimportancehasincreasedThatisbecausethefimctionsper‐ 

ｆｂｎｎｅｄｂｙｔｈｅｍａｎａｇｅｒｉｎａｓｍａＵｃｏｍｐａnyaresharedbyseveralexecutives、

However，thelevelofsupervisolyallowanceｓｉｎＳＭＥｓｉｓｏｎｅｇｒａｄｅｂｅｌｏｗｔｈｑｓｅｉｎ 

theheadofTiceofalargecorporationTheallowancesfbrageneralmanagerand 

sectionchiefinanSMEcorresｐｏｎｄｔｏｔhoseofasectionchiefandchiefclerkina 

largeflnn 

ThebasicwagecomponentinSMEsconstitutesaratherdifferentseniority-based 

wageThebasicwageisthebasisfbrcalculatingovertime，bonuses，retirement 

allowances，socialsecurityandworkerinsurance・Foremployeesinlargeente形

prises，thesecomponentsfiFequentlyconstitutetheseniority-basedincomestructure 

lnSMEs，someoftheseincludeasenioritycomponent，butthegreatestportionis 

innuencedbythecomplexelementsofthejob,ability/skill,etc・Generally,inthe

mid‐andlate-careeryears，thetotalincomepackageoflargeenterprisesismuch 

higher・

LWithbonuses，fbrexample，thereisnotonlyaslightdiscrepancyintheratio 

ofenterprisesthatgrantthembutalsothebonuspercentａｇｅｐａｉｄｂｙＳＭＥｓｉｓｌｏｗ 

ａｎｄ，aswithwageincreases，employeescannotbesurethatabonuswillbepaid 

Furthermore，althoughthebonuspaymentrateisthesameage-base｡，mountain‐ 

shapedpattemwhichpeaksintheemployees,fbrties，ｉｎ1982,ｉｎｆｉｒｍｓｗｉｔｈｍｏｒｅ 

ｔｈａｎｌ,OOOemployees,thoseaged45-49received52months,bonus,whileinflnns 

withlO-99employees,personnelaged40-44receivedonly２．９months,bonus・

ZTheretirementallowancesystemhasalsospreadtｏＳＭＥｓ，usuallyasaone-

timepayment・AccordingtosurveysbytheKantoManagementSocietyandother

organizations，ＳＭＥｓｈａｖｅｎｏｔｒｅｄｕｃｅｄｗａｇｅｓｔｈｅｗａｙｂigenterpriseshavebutthe 

SMEmodelretirementaUowanceismuchlower・Inthecaseofmandatoryretire‐

ｍｅｎｔｆｂｒahigh-schoolgraduate，theaverageallowancefbrlargeenterprisesis 

closeto￥２０million，ｗｈｅｒｅａｓｉｎＳＭＥｓｉｔｉｓｏｎｌｙａｌｉｔｔｌｅｍｏｒｅｔｈａｎ￥l0million 

Actually，averylalgenumberofretireesfromＳＭＥｓｄｏｎｏｔｈａｖｅｍａｎｙｙｅａｒｓｏｆ 
ｃｏｎｔｉｎuousserviceandtheirallowanceislessthanthemodelamount,lｏ 
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Employees，apparisalofworkconditions 

WhatdoworkersthemselvesthinkaboutthiskindofwagedifYerential？Table6 
showsemployeeopinions． 

Table６．Employeeappraisalofcompanyprospectsandworkconditions 

（%） 

GoodFrmge 
Benefits 

△４６．６ 

△３７．８ 

△３５．６ 

△２７．９ 

△１４．５ 

３７．７ 

Doubtsabout 

Future 

10.4 

５．６ 

△３．９ 

△４，６ 

△１９．０ 

△４８．５ 

GoodWork 
Environment 

６．６ 

△５．９ 

△0.6 

△１．７ 

△２．２ 

２３．２ 

Ｓｉｚｅ HighWages ShortHours 

ＢｅｌｏｗｌＯ 

１０～２９ 

３０～９９ 

１００～２９９ 

３００～９９１ 

over1,000 

△２３．３ 

△３２．７ 

△３４．０ 

△２９．６ 

△３３．５ 

△１９．２ 

△１５．２ 

△１９．５ 

△２４．８ 

△１２．５ 

△２０．７ 

△３．６ 

Source：ToritsuRoken,ｐｐ、98,102-105．Eachthree-stagepercentageOwhichincludes``positive,，，``negative，，
ａｎｄ‘`noprefErence，，repIies，showstheexcessvaIuewhen0`none,，，‘oIow,，，‘`long,，ａｎｄ‘`bad，pwere 
subtractedfiom``yes,，，``high,，…short,，ａｎｄ“good.，,Atriangleindicatesminus． 

LTheusualresponseisthatwagesarelowerintherespondent，sflrmthan 
inothercompaniesbutnoｔａｓｌｏｗａｓｉｎｓｍａｌｌｆｌｒｍｓ・

ZTheresponseisthesamefbrworkinghoursandworkplaceenvironment， 
Thissuggeststhatemploymentcondｉｔｉｏｎｓｖａｒｙｂｙｃｏｍｐａｎｙｓｉｚｅａｎｄｔｈａｔwhen 
respondentssay“othercompanies”ｏｒ“high/low,，，theyareusmgdifferentcriteria・
ＡｓｓｈｏｗｎｍＴａｂｌｅ５，ｉｎｓｍａｌｌＨｒｍｓｔｈｅｒｅｉｓｏｎｌｙａｓｌｉｇｈｔｄiscrepancybetween 
workers，wishesandthewagedecisionsbasedonjobperfbrmancehardships／ 
difficultyofajob,andskill/ability､Thisindicatesthatemployeesmaybesatisfied 
withthestatusquo・Regardingthelengthofworkinghouｒｓａｓｗｅｌｌ，theresponse
patternisduetosevemlfnctors：theworkersearnaconsiderableamountfromover‐ 
time，manyoftheemployeesarepart-timeandtemporaryworkers,andevenregular 
employeesstilloftenliveonornearthepremises、

３．TheassessmentcriteriaseemtobeunifbrmfbrfringebenefIts，andthe 
smallertheentemrisethemorenegativetheevaluation、Nonetheless,generally，the
datasuggestthatemployeesoflａＩｇｅｆｉｒｍｓａｎｄＳＭＥｓｍａｋｅｓｏｍｅｗｈａｔｄｉfYerent 
valuejudgments・

Ｗｈｅｎｗｏｒｋｅｒｓｗｅｒｅａｓｋｅｄｉｆｔｈｅｙｆｅｌｔｓｅｃｕｒｅａｂｏｕｔｔｈｅｉｒｃｏｍｐａｎｙ,sfUture，in 
firmswithlessthan30employees，anxietypredominated・Ｔｈｅｒｅｗａｓａｇｒｅａｔｇａｐ
ｂｅｔｗｅｅｎｔｈｅ‘`rmconfident,，ａｎｓｗｅｒｂｙａｌｍｏｓｔ５０ｐｅｒｃｅｎｔｏｆｗｏｒｋｅｒｓｉｎｆｉｒｍｓｗｉｔｈ 
ｍｏｒｅｔｈａｎｌ,OOOemployees・Thisconfidencegapstemsfromeconomicuncertainties
ofSMEs・ＡｌｔｈｏｕｇｈｉｎＳＭＥｓ，ｔｏｏ，ｂｏｔｈｌａｂｏＴａｎｄｍanagementpreferpersonnelto
remainwiththefirmfbranentirecareer,thisoftenprovesimpossible・Aspreviously
discussed，ｔｈｅｒｅｉｓｌｉｔｔｌｅｏｒｎｏｉｎｔｅｒｎａｌｌａｂｏｒmarketandtherelativelypoorwork 
andwageconditions，etc.，combinetomakeemployeesgenerallｙｓｏｍｅｗｈａｔａｐ‐ 
prehensiveaboutsuchcompanies． 
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3．UndevelopedLabor垣ManagementRelations

Theratiooforganizedlaborandmamagementimages 
AccordmgtoTable2，theratioofunionmembershiprangesfromabout70 

percentincompaniesｗｉｔｈｍｏｒｅｔｈａｎｌ,OOOemployeestobelowlOpercentinfIrms 

withlessthanlOOemployees、Smallercompanieshaveahighpercentageofpart‐

timeworkersandothersinnon-regularstatusamongtheirstambutevenwhenonly 

regularemployeesareconsidcred，ｔｈｅdisparityremainsataboutthelOO-employee 
firmleveLNon-unioncompaniesprobablyhaveinfbrmalandsemi-socialemployee 
organizations、Ｏｖｅｒ５０ｐｅｍｅｎｔｏｆｆｉｒｍｓｗｉｔｈｍｏｒｅｔｈａｎ３０ｅｍｐｌｏｙｅｅｓｈａｖｅｏｒ‐
9anized“Workers，association/fiPiendshipassociations,,,andthesegroupsfimction 
as‘`actuallaborunions､'''1ThereareprobablyalsomanyotherkindsofunofYicial 
labormanagementties・Inshort，itisimportanttoascertainpreciselyhowlaborand
managementinteractinsettlingworkandlivelihoodconditionsandwhatisdis‐ 
tinctiveaboutSMEs・

AlthoughsomeSMEsaresubsidiariesoflargecorporations，many，especially 
smallerfinnsareowner-managed・Ｔｈａｔmixedownershippatternprobablyacounts

fbrthefindingsinTable7，whichshowshowemployeesviewmanagers、ＩｎＨｒｍｓ
ｗｉｔｈｍｏｒｅｔｈａｎｌＯＯｅｍｐｌｏｙｅｅｓ，ｔｈｅｔｅｎｎ‘`stranger,，waschosenbyalmosthalfthe 
respondents，whereasincompanieswithlessthanlOOworkers,management，ｓｉｍａｇｅ 
ａｓ‘`master，’ｗａｓstrong，AconsiderableIlumberofworkershadafriendlyimageof 
management，asindicatedbytheterms“fatherly,，，“elderbrother/Senior,，，ａｎｄ 
“friend.，，Ｙｅｔｔｈｅｗｏｒｄ‘`master，，inthisterminologicalcontextsuggestsalabor‐ 
managementtieclosetoafbrmal,stratifiedemploye炉employeenexus．

Table７．Managementimages 
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Sou『Ｃｅ：ToritsuR5ken,ｐ､１９１.UnclearrepUesomitted．

Thatrelationship，ｏｗｎｅｒｍａｎａｇｅｍｅｎｔａｎｄｔｈｅｌｏｗｒａｔｉｏｏfunionmembership 
areallcloselyinterrelated・Sincemanyofthemanagersfbundedtheenterprise，
theyprobablythinktheyareseenbyｍｏｓｔｅｍｐｌｏｙｅｅｓａｓｔｈｅ“master.,,Ｂｕｔｅｖｅｎ 

ａｍｏｎｇｅｍｐｌｏｙｅｅｓｉｎＳＭＥｓ，thereisaperceptionfairlywidesprｅａｄｏｆthemanager 
asa“stranger.，，AmodemattitudeaboutemploymenthasbecomediffUsedamong 
employees． 

Differencesimlabo形managementcommunications

Whatkindoflabofmanagementcommunicationsunderlietheseimagesof 
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managers？Letusfirstexaminehowemployeesleamofmanagementpolicy,whichis 
acrucialpremiseindecisionsonworkandlivelihoodsuchasemploymenttermsand 
wages・Accordingtotable8，ｉｎｆｉｒｍｓｗｉｔｈｍｏｒｅｔｈａｎｌ,OOOemployeestheim‐
portantcommunicationschannelsaresupervisorypersonnel，１aborunionsandthe 

manager、ＩｎＳＭＥｓ，workersfiPequentlysaidthey“naturallyunderstood,，，especially
infirmswithlessthan30employees，wheretheresponseratioreachedabout50 
percent・Naturalcommunicationprobablyworkswellｏｎｌｙｗｉｔｈｔｈａｔｓｍａｌｌｎｕｍｂｅｒ
ｏｆｐｏｐｌｅ、

Ｔｈｅｓｅａｒｅｔｈｅｒｅｐｌｉｅｓｏｆｅｍployeeswhosaytheyunderstandmanagement 
policy、ＢｕｔｉｎｆｉｒｍｓｗｉｔｈｌＯ－９９ｅｍｐｌｏｙｅｅｓ，agreatmanyworkerssaidtheydidnot
knowwhatpolicywas・Thisseemstoindicatethatmanagementpolicymaybe
unclear,ｏｒｔｈｅ“master，’maynothaveinfbrmedtheemployees・Also，infbnnation

channelsmaybeinadequatelnthissituation，theinfbrmalemployeeorganizatio､s 
conveyverylittleinfbrmationStatementsaboutmanagementpolicyandother 
importantmattersprobablｙａｒｅｎｏｔｐｅｒｃｅｉｖｅｄｂｙｓｕｃｈｇｒｏｕｐｓａｓofficial，credible 
news 

Whatareemployeeassessmentsofmanagementpolicy？AccordingtoTable8， 
employeesinthesmallestandlalgeｓｔｆｉｒｍｓｇａｖｅｔｈｅｈｉｇｈｅｓｔｒａｔｉｏｏｆ``satisfactory,， 
responses；ｙｅｔｍａｎｙｅｍｐｌｏｙｅｅｓｉｎＳＭＥｓｄｉｄｎｏｔｔｈinkpolicywasvery‘`satis‐ 
factory.,， 

ｎｂＩｅ８・Communicationofcompanypolicy

（ＭＡ,兜）
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●
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５．６ 
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5.0 

24.6 

１．７ 

4.5 

11.7 

22.4 

32.0 

Source：ToritsuRoken，ｐｐ、８０，９６.MultiplerepUesincludedfoIcommunicationchannels.“Excess，,isthe

resultofsubtractmg``unsatislthctory'，from‘`satislnctory.，，Therewerealso‘`noprefCrence，，replies． 

Howdoesmanagementreacttoemployeeopinions？Table9showsdegreesof 
receptivity，ｗｉｔｈ‘`unreceptive，，subtractedhom‘`receptive.，,ＴｈｅｍａＪｏｒｒｅｓｕｌｔｓａｒｅ 
ａｓｆｂｌｌｏｗｓ： 

ＬＯｎｌｙｆｉｒｍｓｗｉｔｈｌｅｓｓｔｈａｎｌＯｅｍｐｌｏｙeeshadamajorityof“receptive,， 

replies；ｉｎａｌｌｆｉｒｍｓｗｉｔｈｍｏｒｅｔｈａｎｌＯｅｍｐｌｏｙees“unreceptive，，repliespredo‐ 
minated、

２．Regardingmanagementpolicyasa“whole,，，therepliesinlargeenterprises 

werefrequentlynegative；ｉｎｃｏｍｐａｎｉｅｓｗｉｔｈｍｏｒｅｔｈａｎｌ,OＯＯｅmployees,themmus 

figurereached30percent・Inrecentyearsqualitycontrolcirclesandemployee
suggestionprogramshavespreadandimproved・Asmightbeexpected,management

ismolcreceptivetoemployeeviewsonworkmethodsandworkplacearrangements； 
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theminusfIgureislowerfbrthese、Ｉｎｆｉｒｍｓｗｉｔｈｍｏｒｅｔｈａｎｌ,OOOemployees，itis
belowlOpercent、

３．Nevertheless，management，includinglargeenterprises，oftenignoresem‐ 
ployeeviews､Thedissatisfactionwithwages,etc・showninTable6remains．

LabormanagementcommunicationsisamajorprQblemwithlargecorporations 
Ontheonehand，managementpolicyandimportantdecisionsaretransmitted 
throughthesupervlsorynetworkandunions；managementpolicyisregardedas 
satisfactory・ＯｎｔｈｅｏｔｈｅＫｈａｎｄ，employeesperceivemanagementasu､responsive
totheiropinions･Ｅｍｐｌｏｙｅｅｓｆｅｅｌｔｈａｔｔｈｅｉｒｖｉｅｗｓｄｏｎｏｔｒｅａｃｈｔｈｅｔｏｐ；thelarger 
thecompanythemoreremotetheseniorexecutivesseem、Personalrelationships
withimmediatesuperiorprobablycompensatefbrtheremotenessoftopmanage‐ 
menttoacertainextent・TheassessmentsofPersonalrelationshipsinTable9show

highplusscorefOrbothsupervisorsandco-workersinthesmallestandlalgestHrms， 
ｗｈｅｒｅｉｔｒｅａｃｈｅｓａｂｏｕｔｏｒａｂｏｖｅ４０ｐｅrcent､Inmanycases,ｔｈｅ“superior,,ａｒｅｓｉｍｕｌ‐ 
taneouslypartofthemanagementandleadersoftheunionsandworkplacｅｃｏｍ‐ 
mittees・Contactwiththeseindividualsdefinitelyreducesfeelingsofestrangement
amongsubordinateemployees・Asmentionedabove，thisshowstheimportantrole
playedbythenumerousmiddle-managementpersonnelinlalgecorporations・If
thisanalysisiscorrect,leavingasidecompanieswithlessthａｎｌＯｅｍｐｌoyees,ｉｎＳＭＥｓ 
ｗｉｔｈｌＯ－９９９ｅｍｐｌｏｙｅｅｓｔｈｅｃｏmpensatoryeffbctofadministratorsandsupervisors， 
especiallymiddle-managementpersonnel，isprobablyfnrlessthaninlargecorpora‐ 
tions． 

Table９．Management正ceptivitytoemployeeopinion,andworkplacerelationships

（％〕

RecePtMtyPersonalRelations 
Size 

WholeWolkSuperiorCo-Workers 

BelowlO１０．６１２．５４５．４４８．４ 

１０～２９△11.7△１３．６２４．７２７．２ 

３０～９１△２０．３△１９．５27.0２４．２ 

１００～２９９△２５．８△１２．５２７．５23.3 

300～９９９△２７．４△２０．７２９．１３３．５ 

over1,000△３０．１△９．９３９．５４２．６ 

Source：ToritsuRoken,ｐｐ､84,106-109.Totalsshowtheresultofsubtracting“notverygood，，ａｎｄ 
‘`bad,,repliesfrom`9good，'responses､Atriangleindicatcsminus． 

Differentmethodsofhandlingemployeecomplaints 
Howarelabormanagementcommunicationsandgrievancesaboutworkand 

livelihoodconditionshandled？TablelOshowsthechannelsgenerallyusedfbr 
vanouscomplaints(companieswithlessthanlOemployeesarenotincluded)． 
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Table１０．Resolutionofemployeegrievances 
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Souce：ToritsuR5ken,ppll8-124､Unclearresponsesomitted． 

１．Ｔｈｅｒｅｐｌｙ，“Ｉｄｏｎ,tmakecomplaintstoanyone,，wasnumerous，exceedmg 

40percentfbrthesuhjectsof``managementpolicy，，ａｎｄ“personalrelationsinthe 

workplace.，,Ｔｈｉｓａｎｓｗｅｒｗａｓｇｉｖｅｎｗｉｔｈａｌｍｏｓｔｉｄenticalfrequencybyemployees 

oflargecorporationsandSMEs、

２．Thereisadiffbrence，ｂｙｃｏmpanysize，ｏｎｔｈｅｔｏｐｉｃ，‘`howwagesare 

decided,，,especiallyregardingfringebenefits、Inlargeenterprisesboththesesub‐

jectsarehandledthroughthelaborunion,whereasinSMEsthisregularchannelof 

communicationdoesnotexist、Instead，employeesspeaktotheirsuperior，ｖｏｉｃｅ

ｔｈｅｃｏｍｐlaintthemselvesor，ｍｏｒｅｃｏｍｍｏｎｌｙ，saynothingTheremaynotbe 

strongdissatisfactionaboutissueslikemanagementpolicyandpersonalrelations 

intheworkplaceButregardingwagesandfiingebeneflts，thereisnonegotiating 

fbrumlikeaunionandsothecomplaintscannotbｅｄｅａｌｔｗｉｔｈ、

３．Ｔｈｅｒａｔｉｏｏｆ“speak-to-no-one，，repliesregardingworkmethods，workplace 

assignments，andtheworkplaceenvironmentiscoｍｐａｒａｔｉｖｅｌｙｌｏｗｉｎＳＭＥｓ，too、

Theexplanationisthatemployeesventtheirgrievancesthroughasuperiororwith 

co-workers、Inlargeenterprises，bycontrast，ｉｎａｄｄｉｔｉｏｎｔｏｔｈｅｕｓeofsuperiors，

ahighpercentageofcomplaintsaboｕｔｗｏｒｋｍｅｔｈｏｄｓ，workplaceassignmentsand 

managementpolicyaredealtwiththroughunions 

Generally，infbrmalemployeegroupshaveaverylimitedfimctionintheresolu‐ 

tionofwolkergrievances，ＴｈｅｙｓｅｅｍｔｏｂｅｓｏｍｅｗｈａｔａｃｔｉｖｅｉｎｍｅdiumenterpriSCS， 
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buteventherethehighestresponserateislO4percentconcerningfringebenefits・
Thereasonisprobablybecausesuchgroupsconcentratemainlyonsocialand 
lCcreationalafTairs，withsomewelfareactivitiesalso、Thustheexistenceofabsence

ofalaｂｏｒｕｎｉｏｎｈａｓａｇｒｅａｔｉｍｐａｃｔｏｎｔｈｅｒｅsolutionofworkercomplaints、In
non-unionizedenterprisesworkersmustvoicedissatisfactionmdividuallyorwithco‐ 
wolkersbut･ａｈｉｇｈｐｅｒｃｅｎｔａｇｅｄｏｎｏｔｓｐｅａｋｏｕｔａｔalLEmployeeswhocannot 
resolvegnevancesmovetoanothercompany；thistumoverreducesthelength-ofL 
serviceratemSMEsLaborunionswouldundoubtedlystabilizeemploymentand 
improveindustrialrelatioｎｓｉｎＳＭＥｓ． 

OnefacetofSMEunions 

However，asTablellindicates,ｍａｎｙｍ６ｍｂｅｒｓｏｆＳＭＥｕｎｉｏｎｓ,particularlyin 
fInnsof300-999employees，believethatstrikesareanecessarytactic・Unliketheir
counteIpartsmlargeentelpnses,theseunionmembersarenotabsolutelycommitted 
tocooperationwithmanagement､ParticipationinunionactivitiesisgreatestinfInns 
of300-999employees；theseunionsaremoredynamicthanthoseinlargeandsmaU 
ente1prises・Twofactorsareoperative：personnelmanagementandworkplacead‐
ministrationisnotassophisticatedasinlargecorporationsand,ａｓｓｈｏｗｎｉｎＴａｂｌｅ６， 
thereisprobablyahighdegreeofdissatisfactionaboutwagesandwolkhours． 

TablelLAttitudestowardlaborlmiOnactivities 

（%） 

ToughActivelyUnion UseAvoid 
SizeNegotiations／ParticipateActivities Strikes Confmntations 

inUnion AvoidStrikesveryUsefml 

BelowlO50.0３３．３１６．７ 

１０～２９５２．４２３８１９．０１４．３１４．３ 
３０～９９４８．５刀.３２４．２４２．４２１．２
１００～２９１．４０．２39.019.5３０．５１３．４ 
３００～９９９４２．４４４．６１２．０４６．７２１．７ ● 

Ｏｖｅｒ1,000４５．３３６．７1６．９３０．６１８．３ 

Source：ToritsuR5ken,ｐｐ、157,159,163.UnclearresponsesaboutnCgotiationsomitted;participationinand
evaluationofunionactivitieshasbeensummarized 

ＭａｎｙＳＭＥｕｎｉｏｎｓａｒｅｎｏｔａｆＨｌｉａｔｅｄｗｉthindustry-widefederations．ＩｎｆＩｒｍｓ 

ｗｉｔｈｌｅｓｓｔｈａｎｌＯＯｅｍｐｌｏｙｅｅｓ，fbrexample，onlyone-thirdoftheunionsare・Many
manage応，too，donotbelongtoanyparticularmanagementolganizationsThus，
theorganizationshandlinglabor岩managementrelationsinSMEs，unlikeinthelarge
corporations，arenottiedintoindustry-widegroups・Ｔｏｔｈａｔｅｘｔｅｎｔ，theyaresus-
ceptibletomalketfbrcesandpublicpolicy，Unliketheinfbrmalemployeegroups 
thatincludepart-timeandothertemporaryWorkers，SMEunionsrestrictmember‐ 

shiptoregularemployees・Ｔｈｉｓｉｓａｓｉｍｉｌａｒｉｔｙｗｉｔｈｕｎｉｏｎｓｉｎｌalgecorporations；
themajordiffbrenceshavebeennotedabove、Generally，SMElabor-management
relations，dependmgonwhetherthereｉＳａｕｎｉｏｎｏｒｎｏｔａｎｄｔｈｅｖａｒｉｅｄｎａｔｕｒeof 

unions,aremuChlessstablethaninlalgefirms． 
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Ⅱ1．TheClaSsSical``Three-Treasures，，Model 

TheThree-Treasuresmodelhasbeenｕｓｅｄasastandardtoanalyzethedistmc‐ 

tivefeaturesofemploymentandindustrialrelationsinSMEs・VarioussimUarities
anddifTerenceshavebeennotedlwouldliketobrieflysummarizetheresults． 

Ｌｉｆｅｔｉｍｅｅｍｐｌｏｙｍｅｎｔ 

ＬＳｏｍｅＳＭＥｅｍｐｌoyeesstaytheirentirecareerwithｔｈｅｓａｍｅｃｏｍｐａｎｙ，but 

thegreatmajorityhaveworkedfbrotherfirmsMoreover,thereisrelativelylittle 
lateralmovementofskilledcraftsmenfromonecompanytoanother、

２Despitethelowlongevityrate,bothemployersandemplOyeesstrongly 
preferlongptermemployment・Theobverseofthissharedpreferenｃｅｉｓｔｈａｔｔｈｅ
ｓｔｒｏｎｇｄｅｓｉｒｅｔｏｓｅｔｕｐanindependentshoporbusiness，oncequitewidespread， 

ｉｓｎｏｗｆｂｕｎｄｏｎｌｙａｍｏｎｇａｓｔｒａｔｕｍｏｆｙoungerworkers・Ｙｅｔｔｈｅｄｅｓｉｒｅｔｏｓｔａｙｗｉｔｈ

ｏｎｅｃｏｍｐａnyfbrawholecareer，unlikethemotivationinlargeenterpnses，ｉｓｎｏｔ 
ｂａｓｅｄｏｎｈｏｐｅｏｆｐｒｏｍｏｔｉｏｎ・Thatisbecause，fbrmanyreasons，advancement

opportunitiesinSMEsareverylimited 
３．Ｅｖｅｎｉｆｅｍｐｌｏｙｅｅｓｗａｎｔａｃａｒｅｅｒａｓａｇeneralistortobeamulti-skilled 

worker,theyareblockedbythenarrowrangeandshallownessoftheinternallabor 

marketandinadequatecompanytrainingandplanning・l2Theundevelopedinternal
labormalkethascheckedthecreationｉｎＳＭＥｓｏｆｍｉｄｄｌｅ－ｍａｎａｇｅｍentpostsbe‐ 

tweenthemanagersandemployees，whichusuallyrepresenttheinterestsofthe 

latter・Thus，themoraleofSMEworkersissustainｅｄｉｎａｓｉｍｐｌｅｒｗａｙ,bythework

itself，byemployeeefTbrtstoimprovetheirabilityinspecifiedhsks，andtheir 
willingnesstoworkovertiｍｅｔｏｅａｒｎｍｏｒｅｉｎｃｏｍe、

４．ＩｎｔｈｅｐａｓｔｅｍｐｌｏｙｅｅｓｗｏｒｋｅｄａｓｌｏｎｇastheywereablaWhiletherecent 
trendtowardlaterretirementfbrolderworkersdoesnotgothatfar,ithasbecome 

fairlywidespreadThishashappenedbecause，asnotedabove，ｔｈｅｒｅｉｓｎｏ“up-or‐ 

out，,crunchoverpromotionsandtheretirementallowancesarenotlarge・Butin

enterpriseswheretheburdenofretirementallowancesandpersonnelcostsisex‐ 

pensive,relativelyearlyretirementhasbecomestandardpractice、
５．ＩｎＳＭＥｓｍａｎｙｏｆｔｈｅｐｅｒｓｏｎｎｅｌａｒｅｐａｒt-timeortemporaryworkerswhose 

employmentstatusdiffersfromregularemployees・However,somestafTreductions
excludedregularaswellaspart-timestaff，ｓｏｒｅｇｕｌａｒｓｔａｔｕｓｉｎａｎＳＭＥｄｏｅｓｎｏｔ 

ｐrotecttheworkerasmuchasinlargeCompanies． 

Seniority-basedwages 

LThemodelwagestructureinSMEsfbremployeeshiredimmediatelyafter 

graduatio、，despitesomeuncertainaspects，isverysimilartothewagestructurein

largeentelprises･ButthetotalpatterndivergesbecauseSMEshiretransferees，１ack 

promotionopportunitiesandpayrelativelylowwagestothemiddle-agedandolder 
wolkersinthefewmiddle-managementposts・

ZSMEsalsoconsiderthelong-termcontributiontoacompanyofvariables 

likeeducation，ageandyearsofserviceinsettingWages･However，short-term 

variablesliketheindividual，spresentqualitativeandquantitativeperfbmlance， 

abilityandwillingnesstoworkarethemajordecisivefactorsinsettingwages、

３．objectivestandardsarenotexplicitlyandsystematicallyappliedRecently， 
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salarysystemsbasedonthejobandabnityhavebeenadopted・ＢｕｔｉｎｍａｎＸｃｏｍ‐
panies，thebasicsalaryhasactuallybecomeseniority-basedForthatreason，a 

systemofwork-relatedallowancesfbrsupervisorypositions，skills，etc.，hadtobe 

institutedAsjobabUitylinkedsalarieshavespread，ｉｎｌmewithadministrative 

emphasisonabnity,thebigcorporationshavehadtoadjustthelivelihoodguarantee， 

whichcorrespondstotheemployee,spositionandcontribution，bylivelihood‐ 

relatedallowancesandfringebenefitsButSMEsareinadifTerentsituation、

４．Workandlivelihoodconditions，includingbonusesandretirementallow‐ 

ances，differinSMEsfromlargecorporations・Whiletheolddayswhenworkers

weretold，‘`Ｙｏｕｐａｙｆｂｒｙｏｕｒｏｗｎｌｕｎｃｈａｎｄｙｏｕｒｏｗｎｄｏｃｔｏｒｂｉｌｌｉｆｙｏｕ，rehurt 

onthejob,，，ａｒｅgone,theworkconditionsfbrparttimeandtemporaryemployees 
areinferior、

５．０theraspectsintensifythedifferencesinlifbstyles・Ｓｏ,thelalge-corporation

modeldoesnotapplytoworkandlivelihoodconditionsinSMEs． 

Enterpriseunions 
l・ＡｓｍａｌｌｎｕｍｂｅｒｏｆｌａｂｏｒｕｎｉｏｎｓｈａｖｅｂeenorganizedinSMEs・Mostare

enterpriseunionsandrestrictmembershiptoregularemployees，includingwork‐ 

placeleveladministratorsandsupervisors；ｔｈｅｙａｒｅｓｉｍＵａｒｔｏｕｎｉｏｎｓａｔｂｉｇｃｏｒｐo‐ 
rations、

２．Theydiffbrfromunionsatgiantenterprisesinthatfewbelongtoindustry-

wideolganizations，whUetherearesomecombinedunions,thegreatmajorityare 
independent，single-enterpriseunions・Veryfbwoftheenterprisemanagerspartici‐
pateinbusinessolganizations・Bothlaborandmanagementareisolatedintheenter‐

priseNotbeingverypowerfUl，itisutterlyimpossiblefbrtheOrganizationsto 
excludesocietalinfluences、

３．ParticularlymfirmswithlessthanlOOemployees，themanagerisstillthe 
"master.,，Ｏｎｌｙｉｎｔｈｅｓｍａｌｌｅｒｆｉｒｍｓｉｓｔｗｏ－ｗａｙcommunicationbetweenlaborand 
manageemntcloseandefYectivelnothｅｒＳＭＥｓ,importantmanagementinfbrmation 

frequentlyisnottransmitteddownward；therearenoadequatechannels・This

deficiencyinlabormanagementcommumcationsiscloselyrelatedtothepersonality 
ofthemanagerandthedearthofmiddle-managementpositions、

４．Ｔｈｅｒｅｉｓｎｏｔａｓｂｒｏａｄａｃｏｎｓｅｎsusonmanagementpolicyamongemployees 

asexistsinalargecompany・Therearenoadequatemeansofresolvingdissatisfnc-

tionaboutwagesandfringebenefits，ａｎｄｔｈｉｓｈａｓａｎｅｇａｔｉｖｅｉｍｐａｃｔｏｎｗｏｒkers 

remainingwiththecompany、

５．However，therearealsosomeunions，mainlythoseinenterpriseswiｔｈ３００‐ 

g99employees，Whichhaveahighratiooflong-timeWorkers，ｔｈａｔａｒｅｎｏｔｃｏ‐ 

operative，unlikeunionsinbigcorporations・Ｔｈｅｉｒｍｅｍｂｅｒｓａｒｅａｌｓｏｍｕｃｈｍｏｒｅ

ａｃｔiveparticipantsinunionaffairs、Tothatdegreeindustrialrelationshavebecome

problematicalandthereisapronouncedtrendtowardlaborconflictaOntheother 

hand，whileunionactivitieshavepickedｕｐ，therearealsocaseswheretheunions 

areparticipatinginmanagementthroughthelabor-managementconsultationsystem 

andvariouscommitteeslikeproductprices・

Ａ１ｔｈｏｕｇｈｗｅｕｓｅｔｈｅｔｅｒｍＳＭＥ，sizeisnottheonlydifferenceinenterprises； 

ｔｈｅｒｅｉｓａｇｒｅａｔｖａｒｉｅｔｙｏｆｃｏｍｐａｎｙｔｙｐｅｓＦｏｒｅｘａｍｐｌｅ，ｔｈｅａｖｅｒａｇｅｗａｇｅｓｃａｌｅｂｙ 

ｓｉｚｅｏｆｔｈｅenterpriseshowsthereisaverywidedispersionratefbrbusinesses・sｏ
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ｔｈｅｓａｍｅｌａｂｅｌｃａｎｎｏｔｂｅｐｕｔｏｎａｌｌｏｔｈｅＳＭＥｓ、Bynature，ｔｈｅ“Three-Treasures，,

modelfrequentlycausesadivergencebetweennominalandactualpractice,sowe 
cannotunderstandwhatisreallybeingdonejustthroughexaminingpolicyand 
rules・BycontrastSMEemployment，wagesandlabormanagementrelationsareall

stillunsystematic；evenwheretheyhavebeenfbrmalize｡，thereisgreatflexibility 
inimplementationThisfeaturealsoprobablygivesSMEstheirspecialabilityto 
adljustquicklytonewcircumstancesandopportunitiesJnthatsense,SMEsshow 
anlmportantaspectoftheClassicalfbnnativeperiodof“Three-Treasures,，modeL14 

Notes 
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employment,hasspreadtomediumenterprises､Thediffbrentreasonswhymandatoryretire‐ 
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