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RetirementAllowanceSystemandOrganizationalCommitment

-A CaseStudyofaJapaneseMajorElectricApplianceManufacturer-

byKazukiMATSUYAMA*α nd MasaoTAO キ *

Abstract

Themainpu 叩ose ofthispaperistoverif シthe changesinJapanese-stylemanagement

andorganization , especiallyinlifetimeemployment ,usingorganizationalcommitmentasavariｭ

able.Untilnow , mostJapanesecompanieshaveadoptedaretirementallowancesystem(RAS)

inordertoretaintheircoreworkersandstrengthentheirloyalty(e.g.Hazama , 1963).Thispaper

focusesonthechangeofRAS.ManyJapaneseemployeesreceivealargelumpsumofmoney

whentheyretire, butonlyiftheyhaveworkedatonecompanyforalongperiodoftime.Inreｭ

centyears , however , somecompanieshavebeguntousewhatiscalledan “advancepaymentof

retirementallowancesystem(APS)"throughwhichtheypaytheiremployeesmoneyequivalent

totheretirementallowancewhiletheyareworking(e.g.Nagano , 1997).Inthispaper , weinvesｭ

tigatedaJapanesecompanythatadoptedthissystem.

Weconductede-mailsurveyaboutorganizationalcommitmentandAPSfor1,000 engiｭ

neersthroughaLAN.Ultimately , 711usablequestionnaires(71.1%)werereturnedtous.Emｭ

ployeecommitmenttotheorganizationwasusedastheindexforanalysis.Theresultsofthis

surveymadeclearthatselectingtheAPShadanimpactonemployeeattitudeandthattheorganｭ

izationalcommitmentofthosewhochosetheAPSwasweakerthanthosewhodidnot.Ourfindｭ

ingscontributetoaproofofaconnectionbetweenHRMpracticesandactualrolebehaviors.

I Introduction

Therehavebeenmanystudiesofsocial-psychologicalapproacheswhichemphasizethe

importanceofemployee-employerrelationshipintheorganization.Amongall, employees'comｭ

mitmenttotheorganizationisoneofthehottesttopicsofdiscussion.Organizationalcommitｭ

menthasbeenstudiedsincethelateof1960sandmanyresearchershavefocusedcloselyonit

toaccumulateagreatdealoffindings.Manyofthemhaveconcludedthatthecommitmentof

employeesshouldbeessentialforvitalizingtheorganization.Inotherwords , thestrongerthe

employees'commitmentbecomes , themoreproductiveoutcomestheorganizationscouldget.

AccordingtoMowdayetal.(1982), theconsequencesoforganizationalcommitmentare

criticaltoorganizationsfortheirefficiencyandproductivityaswellastotheiremployees'workｭ

inglife.FollowingMowdayetal.(1982), manyresearchershaveprovedvariousinfluencesof
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organizationalcommitment.

Inthisstudy , organizationalcommitmentisdefinedintermofanattitudinalcomposition ,
thatis, “a stateinwhichanindividualidentifieswithaparticularorganizationanditsgoalsand

wishestomaintainmembershipinordertofacilitatethesegoals"(MowdayetaI., 1979, p.225).
Italsoreferstoanactiverelationshipwiththeorganizationwhereindividualsarewillingtowork

hardinordertocontributetotheorganization'sperformance.

Itisnecessary , therefore ,toknowwhatorganizationalcommitmentis.Numeroustheories

andresearchershaveattemptedtoexplainwhyitisimportantandhowimportantitisinthe

workplace.

Severalreasonsaccountfortheimportanceoforganizationalcommitment.Accordingto

AranyaetaI.(1986), therearethreereasons:(1)highlycommittedemployeesmayperformbetｭ

terthanlesscommittedones , (2)organizationalcommitmentisoftenabetterpredictorofturnｭ

overthanjobsatisfaction , andorganizationalcommitmentmaybeusedasanindicatoroftheefｭ

fectivenessofanorganization.

OverviewonJapanesemanagement

So 幽called Japanesemanagementthathasfacilitatedorganizationalcommitment , iscomｭ

posedofthreecustomizedcharacteristics , thatis, lifetimeemployment , seniority-basedsystem

andin-company-unions.

LifetimeemploymentisoneofthedistinctivepersonnelpracticesinJapan.Itisatacit

agreementbetweenemployeesandtheorganization.Thispracticeisespeciallyprominentin

workingasregularemployeesoflargeorganizations.Employeescouldnotbefiredunlessthere

areanyunexpecteddifficultiesinmanagementoremployeesthemselves.Dismissalmaytake

placeonlywhenthereareseriousblunders.

Theseniority 聞based systempromisesemployees'wagestoincreaseaccordingtotheir

lengthofemployment.Wagesincreaseslowlybutsteadilyuntiltheirretirement.Theincreasing

wagesusuallyfitthelifecycleofeachemployeeandhis/herfamily.Theseniority-basedsystem

canbealsoseeninpromotion.Higherpositionismostlytakenbytheelderemployeeswhohave

workedlongerintheorganization.

InJapan ラunion isorganizedwithincompanies , knownasin-companyunion.Thelabor

agreement , whichhasadirectinfluenceonemployee'sinterest , isdecidedbycollectivebargainｭ

inginlabor-managementconferencesineachorganization.Neithernationalcentersnorindusｭ

trialfederationshavetherighttonegotiatedirectlyontheissuesbetweenlaborsandmanageｭ

ment.Underthissystem , employeesfeelconnectedtotheirmanagers.

Changeinretirementallowancesystem

Themainpu 中ose ofthispaperistoverifythechangesinJapanese-stylehumanresource

management(HRM)inthetrendofretirementallowancesystem(RAS).InJapan , morethan

90%ofcompanieshaveRAS(JapaneseMinistryofLabor , 1999), whichmeansmanyJapanese

employeesreceivealargelumpsumofmoneywhentheyretire , butonlyiftheyhaveworked

atonecompanyforalongperiodoftime.ThemostimportantfeatureofJapaneseRASisthat

thelongertheyworkatonecompany , themoremoneytheyreceive.Retirementallowancecan

beusuallyexpressedasfollows :
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Retirementallowance=monthlysalaryatretirement X ratioofpayment
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InJapan, monthlysalaryisprogressivebecauseseniorityweighsheavilyonapayscale.Further ,
ratioofpaymentisalsobasedonseniority-basedsystem.Thisresultsinthecurrentsituation

wherethelongerworkingemployeeswillreceivemoreamountofallowance.However ,Japanese
RASisintheprocessofchangethesedays, andthisphenomenoncorrelatestocollapseof

“ lifetime employmentsystem".

TrendofRAS

Abouthalfacenturyago,JamesC.AbegglenwhomadeJapanese-stylemanagementvery

popularintheworld , hadalreadypointedoutthat“ at whateverleveloforganizationintheJapaｭ

nesefactory, theworkercommitshimselfonentrancetothecompanyfortherestofhisworking

career(Abegglen , 1958, p.11)."Sincethenlifetimeemploymenthasbeensaidtobethemost

importantfeatureofJapanese 司style HRMsystem.Japanesefirmshaveadoptedthissysteminorｭ

dertoretaintheircoreworkersandstrengthentheirloyalty(e.g.Hazama, 1963).RASisoneof

varioustoolsthatsuppo 抗this system(Funahashi , 1983).
RASis, however , intheprocessofchangingasmentionedabove.Since1998, arapidly

increasingnumberofJapanesefirmshaveabolishedtheRASorreplacedseniority-basedRAS

withperformance-basedRAS.Moreover , someJapanesecompanieshavebeguntouseso-called

“ advance paymentofretirementallowancesystem(APS)"throughwhichtheypaytheiremployｭ

eesmoneyequivalenttotheretirementallowancewhiletheyareworking.(Nagano , 1997;

yashiro, 1999).Infact, someofthesecompanieshaveabolishedRASinstead.Thisstudyespeｭ

ciallybringsupAPS.

ThereasonwhyAPSisspreadingthroughJapanesefirmsisfoundinemploymentdiverｭ

sityandglobalizationofaccountingstandard(!toh, 1999).CompanyA, subjectofthisinvestigaｭ

tion, isnoexceptionbuthasreformeditsRASthoughithasbeenpracticingtypicalJapaneseｭ

stylemanagement.AccordingtoCompanyA'sexplanation , thepurposesofintroductionofAPS

are;1)tocopewithavarietyofemploymentneeds;2)toretainindependentexpertswithadisｭ

tinctivepersonality;and3)toencourageeachemployee'sindependence.!tisclearthatthose

companieshaveanintentiontoweakentheorganizationalcommitmentoftheiremployees

throughanAPS.

IIHypotheses

OneofthemostpopularHRMtheoreticalmodelsisso 四called “Behavioral Perspective"

(Arthur, 1994).AccordingtoWright&McMahan(1992),thismodelassumesachainoflinkage

amongbusinesscharacteristics , neededrolebehaviors , HRMpracticesandactualrolebehaviors

asshowninFigure1.
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Figure1.ARoleTheorγPerspective forUnderstandingHRMPractices

AccordingtoSalancik(1977), employees'commitmentasorganizationalbehaviorcanbe

controlledandmanaged.Fromthesamestandpoint , MeyerandAllen(1997)discussedthat

HRMpoliciesandpracticeshadeffectsonorganizationalcommitmentthroughthemediationof

employees'perceptions.ThepresentstudyfocusesonthelinkagebetweenHRMpracticesand

organizationalcommitmentassubstitutionofactualrolebehaviors.

Onlyafewstudiesontheabovementionedlinkagehavebeenattemptedsofar.Forexｭ

ample , Klein(1987)examinedtherelationshipbetweenEmployeeStockOwnershipPlan

(ESOP)andemployeeattitudesandfoundthattheemployeeswhoweresatisfiedwithESOPhad

highercommitmenttoorganizationthanthosewhowerenot.Chiu&Ng(1999)identified20

itemsofwomen-friendlyHRMpracticesandinvestigatedtherelationshipbetweenthoseHRM

practicesandorganizationalcommitment.Theresultisthatitwasfoundthatfemaleemployees

whoperceivedthatthefirmstheybelongto, havethewomen- 丘iendly HRMhavehighcommitｭ

menttoorganizations.Asjustdescribed , itispossibletoassumealinkagebetweenAPSand

employee'sattitude.TheattitudesoftheemployeeswhoselectAPSmaydifferfromtheother

employeeswhodonotselectit.

EmployeeattitudestowardJapanese-s 秒台HRM.ItissaidthatJapanese-styleHRMischanging.

Whoacceptsandappreciatesthischange?Topmanagersorworkers?Itseemsthatmanagers

promotethisreformationandworkersarepuzzled(e.g.Yanashita , 2001).Itisnottrue , however ,
allworkersarepuzzledanddenythereformation.AccordingtoOhta(1994), Japanese-style

HRMhassuppressedfreedomandindependencyofworkers. “Kaisha Ningen(companyman)" ,
bornfromJapanese-styleHRM , isnotsupportedespeciallybyyoungerpeople.

Moreover , eachpracticeofJapanese-styleHRM- lifetimeemployment , seniority-based
wages , company-basedunionandsoon- suppo口s eachotherandgetstangledtogether.Since

theseconstituteacompleteharmoniouswhole ラthere isnotmuchpointindisjointingthem

(Fingleton , 1995).Therefore ,employeeattitudestowardtheRAShaveaneffectontheirattitudes

towardJapanese-styleHRM.
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Hypothesis1:EmployeesinAPSwilldenyJapanese-style

HRMmorestronglythanthoseinnon-APS.
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Employees'workattitudes.IthasbeensaidthatJapaneseworkers'involvementintheircomｭ

panyistotalandtheircommitmentsaremoredifficulttorevoke(Abegglen& Stalk, 1985).

“Kaisha Ningen"isahumanmodelthatisextremelyidentifiedwithafirm, andlosessoundself

(Tao, 1998).ThestrongloyaltyofJapaneseworkershasbeenfacilitatedbyhigh-commitment

HRM(Baron&Kreps, 1999), inwhich, ofcourse, RAShasplayedaveryimportantrole.That's

whywechoseaconceptoforganizationalcommitment(OC)asworkattitudesinthisstudy.Adｭ

ditionally, twoelementsofAllen&Meyer's(1990)three幽component model , namelyaffective

commitment(AC)andcontinuancecommitment(CC), werechosen.ACreferstoemployee's

emotionalattachmentto, identificationwith, andinvolvementintheorganization.CCrefersto

employee'sawarenessofthecostsuponleavingtheorganization.

Hypothesis2:EmployeesinAPSwillreportlowerACandCC

thanthoseinnon-APS.

Organizationalsocialization.AccordingtoLouis(1980), “ organizational socializationisthe

processbywhichanindividualcomestoappreciatethevalues , abilities, expectedbehaviors , and
socialknowledgeessentialforassuminganorganizationalroleandforparticipationasanorganｭ

izationalmember"(p.230).Inshort, itistheprocessbywhichtheorganizationalcommitment

becomesstronger.Forexample , Wakabayashi(1986)foundthatagehadapositiveimpacttothe

organizationalcommitmentofemployees.Reilly& Orsak(1991)suggestedthatcareerstage

positivelyrelatedtoorganizationalcommitment.Itseemsthatworkers'age, tenureandcareer

stagehavepositiveeffectsontheirorganizationalcommitmentinlargeJapanesecompaniesesｭ

peciallybecausetheyhavemaintainedtheirworkers'loyaltybytheseniority 聞based system.The

tendencyisdevelopedstronglyastheseelementsofworker'sage, tenureandcareerstageareinｭ

tegratedbylifetimeemploymentsystem.

Hypothesis3:TenurehasastrongerimpactonACandCC

thanAPS.

mMethods

Respondentsandsurveymethodology

AgroupofsampleemployeeswasselectedfromCompanyA, alargemanufacturing

companyinJapan, thatadoptedtheAPS.CompanyAholdingabout200,000employeesinthe

worldhascarriedoutJapanese-stylemanagementasapioneerofventurebusinessunderthe

leadershipofacharismaticfounder.Untilnow, companyAhasgivenspecialconsiderationto

stabilityofemploymentandwelfareofemployees.Oneofthemostfamouswordsofthefounder

thatstandsforcompanyA'sphilosophyis “beforewemakeproducts ,wemakeemployees".This

wordexpressesthatitisthemostimportantforcompanyAtofosterhumanresources.Sincethe
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bubbleeconomyhasburst , CompanyA'searningpowerhasdroppedrapidlyandinordertoreｭ

cover , ithastriedvariousorganizationalreconstructionsandsystemrevolutions , oneofwhichis

APS.InCompanyA, employeescouldfreelyselecttousetheAPSandmanagementwasnotalｭ

lowedtoinfluencetheirdecision.Moreover , employeeswhowereintheAPScouldlaterchoose

tostopusmgItonce.

WeaskedthepersonneldepartmentofCompanyAtosendquestionnaireswehaddevelｭ

opedto1,000engineersofasemiconductormaterialdevelopmentdepartmentthroughtheexistｭ

ingLANsystem.Ultimately , 711usablequestionnaires(71.1%)werereturnedtous.Responｭ

dentsusedinouranalysesrangedinage仕om 22to59;theaverageagewas31.6years , and4.5

percentoftherespondentswerewomen.Allrespondentswerefull-timeworkerswithanaverage

of7.8yearsoffull-timeworkexperience. Graduatedegreeswerereceivedby49.2percentof

therespondents;43.3percentreceivedundergraduatedegrees , and7.5percentreceivedother

graduatedegrees.ThenumberofrespondentswhoselectedAPSisIII(15.6%).

Measures

EmployeeattitudestowardJapanese-styleHRM. “ Lifetime employment" , “seniority-based
systemヘ “RAS" wereconsideredasJapanese-styleHRM.Inaddition ， “performance ゐased

system"waschosenasareversevariable.Attitudetowardeachofthemwasasingleitem.Reｭ

spondentswereaskedwhethereachHRMisgoodornot , where4=‘ good forbothemployees

andafirm\3= ‘good foremployees , butnotgoodforafirm' , 2=‘ not goodforemployees , but
goodforafirm¥1=‘ not goodforeitheremployeesorafirm'and0=らother answers¥

Employees'workattitudes.ElevenitemswiththehighestfactorloadingamongtheTakagi ,
IshidaandMasuda(1997)OrganizationalCommitmentQuestionnaire-developedastheJapaｭ

neseversionwithreferencetoAllen&Meyer(1990), Cook&Wall(1980)andsoon-were

usedinthisstudy.TheelevenitemsrepresentedtwocomponentsoftheAllen&Meyer(1990)

scale , namelyaffectivecommitment(AC)andcontinuancecommitment(CC).Thesixaffectiveｭ

relateditemswere: (1)Ireallyfeelitgreattochoosenototherorganizationbutmyorganiza

tion;(2)Ilikemyorganizationverymuch;(3)Ifeelhappytoworkatoffice;(4) ‘If Ifindemｭ

ploymentagain , Iwouldchoosemyorganization;(5) ‘I canexplaintomyfriendsthatmyorｭ

ganizationiswonder 向I ;(6)Itwasagreatmistaketochoosemyorganization(R).Thefiveconｭ

tinuance-relateditemsincluded:(1)IfIleavemyorganization , Iwillhavedepreciatingwords

utteredbehindmyback;(2) ‘ It isnotrespectablethatIleavemyorganization;(3) ‘IfI leavemy

organization , Iwillnotbeabletojustifymyselftomyfamilyandrelative;(4)I'mafraidof

whatmighthappenifIquitmyjob;(5)OneofthemajorreasonsIcontinuetoworkforthisorｭ

ganizationisthatleavingwouldrequireconsiderablepersonalsacrifice.Thealphareliabilitycoｭ

efficientsoftheACandCCscaleswere.89and.80respectively.Allitemswereona5-point

Likert-typescale , rangingfrom1(stronglyagree)to5(stronglydisagree).

IVResults

Table1containsthedescriptivestatisticsandcorrelationsamongallvariables.There

warestronglypositivelyintercorrelationsamongage , tenureandposition.AlthoughACwas
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positivelyrelatedtoage ,tenureandpositionandnegativelyrelatedtoeducationallevel , CCwas

notsignificantlyrelatedtothesevariables.Therewareintercorrelationsamongallsixvariables

aboutorganizationalcommitmentandemployee'sattitudestowardJapanese-styleHRMexcept

therelationbetweenACandseniority-basedsystem.Variablesofadvancepaymentsystemwas

negativelyrelatedtoage, tenure , position , organizationalcommitment , lifetimeemploymentand

RAS, whilepositivelyrelatedtoeducationallevel.

Table1.DescriptiveStatisticsandCorrelationsa

Variables Meanss.d. 2 3 456 8 9 10

1.Age
2.Tenure
3.Educationallevel
4.Position
5.Affectivecommitment
6.Continuancecommitment
7.Lifetimeemployment
8.Seniority-basedsγstem

9.Performance-basedsystem
10.Retirementallowancesystem
11.Advancepaymentsystem *
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aN=531(listwisedeletionof・ othe r answer'invariables7-10).Educationalleveliscoded3=graduate, 2=underｭ
graduateand1=highschoolandsoon.Positioniscodedfrom1=thelowestgradeto5=thehighestgrade.Adｭ
vancepaymentsystemiscoded1=inAPSand0=notinAPS.

EmployeeattitudestowardJapanese-styleHRM

Hypothesis1statesemployeesinAPSwilldenyJapanese-styleHRMmorestronglythan

thoseinnon-APS.Table2, 3, 4and5showtheresultsofChisquareanalysisofattitudestoward

lifetimeemployment , seniority-basedsystem ,performance-basedsystemandRAS , respectively.
“ Other answers"weredeletedineachtable.ItwasfoundthattheemployeesinAPSdonotfeel

seniority-basedsystemandRASaregoodforthemselves , whiletheyassumelifetimeemployｭ

mentasnotgoodforboththemselvesandthefirm.Wedidn'tfindstatisticallysignificantresult

aboutperformance-basedsystem.ThesefindingsalmostsupportHypothesis1.

Table2. LifetimeEmployment Table3.Seniority-basedSystem

foremployee forcompany

good bad good bad
APS 51 43 15 79
non-APS 416 134 177 373

X2 18.41 10.10
df
p .000 本当 k .001 湯本

本 : p< . 05 ， 事 * : pく .0 1

foremploγee forcompany

good bad good bad
APS 27 72 7 92
non-APS 211 333 58 486

χ2 4.76 1.19
df
p .029 .276

ホ : p< . 05 ， ・ * : p< . 0 1
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Table4.Performance-based System Table5. RetirementAllowanceSystem

foremployee forcompany foremployee forcompany

good bad good bad good bad good bad
APS 62 35 87 10 APS 27 72 7 92
non-APS 316 212 477 51 non-APS 211 333 58 486

χ2 0.57 0.04 x2 49.06 1.55
df df
p .451 .843 p .000 *事 .213

本 : p< .05， " : pく . 0 1 *:p く.05 ， 本*:p<.01

Employees'workattitudes

Hypothesis2statesthatemployeesinAPSwillreportalowerACandCCthanthosein

non-APS.Wetriedt-testofthescoresonACandCCofemployeesbetweeninAPSandnonｭ

APS.Regardingbothcomponentsoforganizationalcommitment , thescoreoftheemployeesin

APSarefoundtobelowerthenthatoftheemployeesinnon-APS(AC:t=3.05 , P<.01;

cc:t=4.35 , P<.01).ThesefindingssupportHypothesis2.

Table6.Multipleregressionresults

Tenure
APS

R
2

d.f.
F

AC CC

β β

.182** .050
-.064 ー . 1 37 **

.045 .026
705 705

16.438** 9.237 叫

叫 : p < . 0 1

Organizationalsocialization

Hypothesis3statesthattenurehasastrongerimpactonACandCCthanAPS.Table6

presentstheresultsofmultipleregressionanalysis.Itinvolvedregressingthetwotypescommitｭ

ment , ACandCC , ontotwoindependentvariables , thatistenureandAPS.Thepurposeofthis

analysisistestingthedeterminants.Becausetherewasaverypositivecorrelationbetweenage

andtenureasseenpreviously , weusedtenureasavariableoforganizationalsocialization.Intaｭ

ble6 ラ fi ndings indicatedthattenureisadeterminantofACbutnotCCandAPSisadeterminant

ofonlyCC.ThesefindingssupportHypothesis3aboutAC, butnotaboutcc.

V Discussion

WetargetedtheemployeeswhohadselectedAPS , anewwageplanandinvestigated

theirattitudestowardJapanese-styleHRMandcouldattaintheresultsthatalmostsupportour
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hypotheses.ThiswillsuggestthatAPShasnoaffinitytotheconventionalJapanese-styleHRM,
whileitcannotbesaidthattheperformance-basedsystemhasanaffinitytonon-Japanese 白style

HRM.Ontheotherhand, weaskedtherespondentstomakeanevaluationofeachitemofHRM

foreitherthemselvesorthefirm.Aseachtableshows, bothrespondentswhochosetheAPSand

thosewhodidn'tchooseitacknowledgedthatseniority-basedsystemwasnotgoodforthecomｭ

pany.Contrarytoit, bothofthemrecognizedthatperformance-basedsystemwasgoodforthe

firm.MorethanhalfofeachgroupwereawarethatRASwasnotgoodforthefirm.Theseanalyｭ

sesledthefindingthatwhetheranemployeeselectedAPSornot, doesnotinfluenceonthe

evaluationofeachHRM, namely , seniority-basedsystem, performance-basedsystemandRAS.

Atthesametime, onlyarelationshipbetweentheattitudestowardlifetimeemploymentandAPS

wasfound.TheseresultssuggestthatJapaneseemployeesconsiderthatperformance-basedsysｭ

temismuchsuitedasthe 印刷re systemforJapanesecompaniesthanconventionalseniorityｭ

basedsystem.Ontheotherhand, lifetimeemploymenthasadiverseevaluation仕om theboth

groupsoftheemployeeswhoselectedthenewwageprogramandthosewhodidnotselectit.

ThelifetimeemploymentwillbeonlyonesystemthatmaybemaintainedincollapsingJapaｭ

nese-stylemanagement , whichwaspointedbyOmatowski(1998).

ThesuggestionthatAPSdoesn'thaveanaffinitytoJapanese 司style HRMwillbeexｭ

tractedfromtheresultsofthestudywhichrelatestoorganizationalcommitment.Corporateloyｭ

altyamongJapaneseworkersisatreallyhighlevel(Lincoln& Kalleberg , 1985).Ithasbeen

maintainedandfacilitatedthroughJapanese-styleHRM.It'snottoomuchtosaythatstrongloyｭ

altyandJapanese-styleHRMareinextricablylinked.Basedontheassumption , thefindingthat

organizationalcommitmentoftheemployeeswhoselectedAPSwaslowerthanthatofother

groupofemployeeswhodidn'tselectAPS, suggeststhatAPSdoesn'thaveanaffinitytoJapaｭ

nese-styleHRM.Inotherwords, APSisasystemthatweakensanemployee'scommitmentto

theorganization.CompanyA, therefore ,haspossibilitytocontrolandkeepundertheemployees'

belongingnessthoughithasbeenreferedasbeanadvantageofaJapanesecompany.

Itwasfoundthattenurehasaneffectonlytoaffectivecommitmentthroug
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hazardousnaturetobetransformedtodependentmindedness.Theresultsofthisstudyreflect

thattoday'sJapanesecompanieshavebeguntotrytoseekanappropriatedistancebetweenemｭ

ployeesandtheorganization.

Wecouldtakethefirststepofanotherpu 中ose ofthispaperwhichwastoverif シthe beｭ

havioralperspectiveofSHRMtheory , asourstudysuggestedthattherearecorrelationsbetween

APSandorganizationalcommitment.Ourstudy, however, couldnotverifyitcompletely , andso

needstobekeptcontinuously.

Asrepeatedlymentioned , thehumanresourcedepartmentofCompanyArequireshigh

talentedexpertswhocaninnovatetheorganization.Suchpeoplemaynotcommittotheorganiｭ

zationbutshowcommitmenttotheirowncareerorjob(Shuler& Jackson , 1987).Ifitistrue,
asourstudyhasshown, CompanyAmayintendtoidenti 今the linkagebetweentherequiredhuｭ

manresourceandtheemployee'sattitudes.Inthatcontextourstudycanbesaidtomakesome

contributiontothediscussiononthestrategicHRMtheory.

Inconclusion , theresultspresentedinthispaperarebasedonthecasestudyofonlyone

typeofjobinonecompanythoughitcanberepresentedaJapanesecompany.Consequently ,
conclusionsdrawnfromtheworkmustberegardedtohavelimitationsandnotuniversal.Atthe

sametime, ouranalysiswasconductedonlyonAPS, oneaspectofthevariousprogramsand

practicesofHRM.Tofurtherstudy, weplantoconducttheinvestigationssubjectedonthevariｭ

oustypesofjobsorcompaniesaswellastoanalyzethecorrelationswithotheraspectsofHRM.
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