-

View metadata, citation and similar papers at core.ac.uk brought to you byj‘: CORE

provided by Kyoto University Research Information Repository

Bl
oo o e/,
&

Kyoto University Research Information Repository > KYOTO UNIVERSITY

Retirement Allowance System and Organizational
Title Commitment: A Case Study of a Japanese Major Electric
Appliance Manufacturer

Author(s) | MATSUYAMA, Kazuki; TAO, Masao

Eltilan Ee Kyoto University Economic Review (2002), 71(1-2): 31-

Issue Date | 2002-12

URL http://hdl.handle.net/2433/44307

Right

Type Departmental Bulletin Paper

Textversion | publisher

Kyoto University


https://core.ac.uk/display/39179371?utm_source=pdf&utm_medium=banner&utm_campaign=pdf-decoration-v1

Retirement Allowance System and Organizational Commitment

—A Case Study of a Japanese Major Electric Appliance Manufacturer —

by Kazuki MATSUYAMA”® and Masao TAOQ**

Abstract

The main purpose of this paper is to verify the changes in Japanese-style management
and organization, especially in lifetime employment, using organizational commitment as a vari-
able. Until now, most Japanese companies have adopted a retirement allowance system (RAS)
in order to retain their core workers and strengthen their loyalty (e.g. Hazama, 1963). This paper
focuses on the change of RAS. Many Japanese employees receive a large lump sum of money
when they retire, but only if they have worked at one company for a long period of time. In re-
cent years, however, some companies have begun to use what is called an “advance payment of
retirement allowance system (APS)” through which they pay their employees money equivalent
to the retirement allowance while they are working (e.g. Nagano, 1997). In this paper, we inves-
tigated a Japanese company that adopted this system.

We conducted e-mail survey about organizational commitment and APS for 1,000 engi-
neers through a LAN. Ultimately, 711 usable questionnaires (71.1%) were returned to us. Em-
ployee commitment to the organization was used as the index for analysis. The results of this
survey made clear that selecting the APS had an impact on employee attitude and that the organ-
izational commitment of those who chose the APS was weaker than those who did not. Our find-
ings contribute to a proof of a connection between HRM practices and actual role behaviors.

I Introduction

There have been many studies of social-psychological approaches which emphasize the
importance of employee-employer relationship in the organization. Among all, employees’ com-
mitment to the organization is one of the hottest topics of discussion. Organizational commit-
ment has been studied since the late of 1960s and many researchers have focused closely on it
to accumulate a great deal of findings. Many of them have concluded that the commitment of
employees should be essential for vitalizing the organization. In other words, the stronger the
employees’ commitment becomes, the more productive outcomes the organizations could get.

According to Mowday et al. (1982), the consequences of organizational commitment are
critical to organizations for their efficiency and productivity as well as to their employees’ work-
ing life. Following Mowday et al. (1982), many researchers have proved various influences of
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organizational commitment.

In this study, organizational commitment is defined in term of an attitudinal composition,
that is, “a state in which an individual identifies with a particular organization and its goals and
wishes to maintain membership in order to facilitate these goals” (Mowday et al., 1979, p.225).
It also refers to an active relationship with the organization where individuals are willing to work
hard in order to contribute to the organization’s performance.

It is necessary, therefore, to know what organizational commitment is. Numerous theories
and researchers have attempted to explain why it is important and how important it is in the
workplace.

Several reasons account for the importance of organizational commitment. According to
Aranya et al. (1986), there are three reasons: (1) highly committed employees may perform bet-
ter than less committed ones, (2) organizational commitment is often a better predictor of turn-
over than job satisfaction, and organizational commitment may be used as an indicator of the ef-
fectiveness of an organization.

Overview on Japanese management

So-called Japanese management that has facilitated organizational commitment, is com-
posed of three customized characteristics, that is, lifetime employment, seniority-based system
and in-company-unions.

Lifetime employment is one of the distinctive personnel practices in Japan. It is a tacit
agreement between employees and the organization. This practice is especially prominent in
working as regular employees of large organizations. Employees could not be fired unless there
are any unexpected difficulties in management or employees themselves. Dismissal may take
place only when there are serious blunders.

The seniority-based system promises employees’ wages to increase according to their
length of employment. Wages increase slowly but steadily until their retirement. The increasing
wages usually fit the life cycle of each employee and his/her family. The seniority-based system
can be also seen in promotion. Higher position is mostly taken by the elder employees who have
worked longer in the organization.

In Japan, union is organized within companies, known as in-company union. The labor
agreement, which has a direct influence on employee’s interest, is decided by collective bargain-
ing in labor-management conferences in each organization. Neither national centers nor indus-
trial federations have the right to negotiate directly on the issues between labors and manage-
ment. Under this system, employees feel connected to their managers.

Change in retirement allowance system

The main purpose of this paper is to verify the changes in Japanese-style human resource
management (HRM) in the trend of retirement allowance system (RAS). In Japan, more than
90% of companies have RAS (Japanese Ministry of Labor, 1999), which means many Japanese
employees receive a large lump sum of money when they retire, but only if they have worked
at one company for a long period of time. The most important feature of Japanese RAS is that
the longer they work at one company, the more money they receive. Retirement allowance can
be usually expressed as follows
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Retirement allowance = monthly salary at retirement X ratio of payment

In Japan, monthly salary is progressive because seniority weighs heavily on a pay scale. Further,
ratio of payment is also based on seniority-based system. This results in the current situation
where the longer working employees will receive more amount of allowance. However, Japanese
RAS is in the process of change these days, and this phenomenon correlates to collapse of
“lifetime employment system”.

Trend of RAS

About half a century ago, James C. Abegglen who made Japanese-style management very
popular in the world, had already pointed out that “at whatever level of organization in the Japa-
nese factory, the worker commits himself on entrance to the company for the rest of his working
career (Abegglen, 1958, p. 11).” Since then lifetime employment has been said to be the most
important feature of Japanese-style HRM system. Japanese firms have adopted this system in or-
der to retain their core workers and strengthen their loyalty (e. g. Hazama, 1963). RAS is one of
various tools that support this system (Funahashi, 1983).

RAS is, however, in the process of changing as mentioned above. Since 1998, a rapidly
increasing number of Japanese firms have abolished the RAS or replaced seniority-based RAS
with performance-based RAS. Moreover, some Japanese companies have begun to use so-called
“advance payment of retirement allowance system (APS)” through which they pay their employ-
ees money equivalent to the retirement allowance while they are working. (Nagano, 1997 ;
yashiro, 1999). In fact, some of these companies have abolished RAS instead. This study espe-
cially brings up APS.

The reason why APS is spreading through Japanese firms is found in employment diver-
sity and globalization of accounting standard (Itoh, 1999). Company A, subject of this investiga-
tion, is no exception but has reformed its RAS though it has been practicing typical Japanese-
style management. According to Company A’s explanation, the purposes of introduction of APS
are; 1) to cope with a variety of employment needs; 2) to retain independent experts with a dis-
tinctive personality; and 3) to encourage each employee’s independence. It is clear that those
companies have an intention to weaken the organizational commitment of their employees
through an APS.

I Hypotheses

One of the most popular HRM theoretical models is so-called “Behavioral Perspective”
{(Arthur, 1994). According to Wright & McMahan (1992), this model assumes a chain of linkage
among business characteristics, needed role behaviors, HRM practices and actual role behaviors
as shown in Figure 1.
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Source : Wright & McMahan (1992)

Figure 1. A Role Theory Perspective for Understanding HRM Practices

According to Salancik (1977), employees’ commitment as organizational behavior can be
controlled and managed. From the same standpoint, Meyer and Allen (1997) discussed that
HRM policies and practices had effects on organizational commitment through the mediation of
employees’ perceptions. The present study focuses on the linkage between HRM practices and
organizational commitment as substitution of actual role behaviors.

Only a few studies on the above mentioned linkage have been attempted so far. For ex-
ample, Klein (1987) examined the relationship between Employee Stock Ownership Plan
(ESOP) and employee attitudes and found that the employees who were satisfied with ESOP had
higher commitment to organization than those who were not. Chiu & Ng (1999) identified 20
items of women-friendly HRM practices and investigated the relationship between those HRM
practices and organizational commitment. The result is that it was found that female employees
who perceived that the firms they belong to, have the women-friendly HRM have high commit-
ment to organizations. As just described, it is possible to assume a linkage between APS and
employee’s attitude. The attitudes of the employees who select APS may differ from the other
employees who do not select it.

Employee attitudes toward Japanese-style HRM. 1t is said that Japanese-style HRM is changing.
Who accepts and appreciates this change ? Top managers or workers? It seems that managers
promote this reformation and workers are puzzled (e. g. Yanashita, 2001). It is not true, however,
all workers are puzzled and deny the reformation. According to Ohta (1994), Japanese-style
HRM has suppressed freedom and independency of workers. “Kaisha Ningen (company man)”,
born from Japanese-style HRM, is not supported especially by younger people.

Moreover, each practice of Japanese-style HRM — lifetime employment, seniority-based
wages, company-based union and so on — supports each other and gets tangled together. Since
these constitute a complete harmonious whole, there is not much point in disjointing them
(Fingleton, 1995). Therefore, employee attitudes toward the RAS have an effect on their attitudes
toward Japanese-style HRM.
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Hypothesis 1 : Employees in APS will deny Japanese-style
HRM more strongly than those in non-APS.

Employees’ work attitudes. 1t has been said that Japanese workers’ involvement in their com-
pany is total and their commitments are more difficult to revoke (Abegglen & Stalk, 1985).
“Kaisha Ningen” is a human model that is extremely identified with a firm, and loses sound self
(Tao, 1998). The strong loyalty of Japanese workers has been facilitated by high-commitment
HRM (Baron & Kreps, 1999), in which, of course, RAS has played a very important role. That’s
why we chose a concept of organizational commitment (OC) as work attitudes in this study. Ad-
ditionally, two elements of Allen & Meyer’s (1990) three-component model, namely affective
commitment (AC) and continuance commitment (CC), were chosen. AC refers to employee’s
emotional attachment to, identification with, and involvement in the organization. CC refers to
employee’s awareness of the costs upon leaving the organization.

Hypothesis 2 : Employees in APS will report lower AC and CC
than those in non-APS.

Organizational socialization. According to Louis (1980), “organizational socialization is the
process by which an individual comes to appreciate the values, abilities, expected behaviors, and
social knowledge essential for assuming an organizational role and for participation as an organ-
izational member” (p. 230). In short, it is the process by which the organizational commitment
becomes stronger. For example, Wakabayashi (1986) found that age had a positive impact to the
organizational commitment of employees. Reilly & Orsak (1991) suggested that career stage
positively related to organizational commitment. It seems that workers’ age, tenure and career
stage have positive effects on their organizational commitment in large Japanese companies es-
pecially because they have maintained their workers’ loyalty by the seniority-based system. The
tendency is developed strongly as these elements of worker’s age, tenure and career stage are in-
tegrated by lifetime employment system.

Hypothesis 3 : Tenure has a stronger impact on AC and CC
than APS.

I Methods

Respondents and survey methodology

A group of sample employees was selected from Company A, a large manufacturing
company in Japan, that adopted the APS. Company A holding about 200,000 employees in the
world has carried out Japanese-style management as a pioneer of venture business under the
leadership of a charismatic founder. Until now, company A has given special consideration to
stability of employment and welfare of employees. One of the most famous words of the founder
that stands for company A’s philosophy is “before we make products, we make employees”. This
word expresses that it is the most important for company A to foster human resources. Since the
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bubble economy has burst, Company A’s earning power has dropped rapidly and in order to re-
cover, it has tried various organizational reconstructions and system revolutions, one of which is
APS. In Company A, employees could freely select to use the APS and management was not al-
lowed to influence their decision. Moreover, employees who were in the APS could later choose
to stop using it once.

We asked the personnel department of Company A to send questionnaires we had devel-
oped to 1,000 engineers of a semiconductor material development department through the exist-
ing LAN system. Ultimately, 711 usable questionnaires (71.1%) were returned to us. Respon-
dents used in our analyses ranged in age from 22 to 59 ; the average age was 31.6 years, and 4.5
percent of the respondents were women. All respondents were full-time workers with an average
of 7.8 years of full- time work experience. Graduate degrees were received by 49.2 percent of
the respondents ; 43.3 percent received undergraduate degrees, and 7.5 percent received other
graduate degrees. The number of respondents who selected APS is 111 (15.6%).

Measures

Employee attitudes toward Japanese-style HRM. “Lifetime employment”, “seniority-based
system”, “RAS” were considered as Japanese-style HRM. In addition, “performance-based
system” was chosen as a reverse variable. Attitude toward each of them was a single item. Re-
spondents were asked whether each HRM is good or not, where 4 = ‘good for both employees
and a firm’, 3 = ‘good for employees, but not good for a firm’, 2 = ‘not good for employees, but
good for a firm’, 1 = ‘not good for either employees or a firm’ and 0 = ‘other answers’.
Employees’ work attitudes. Eleven items with the highest factor loading among the Takagi,
Ishida and Masuda (1997) Organizational Commitment Questionnaire — developed as the Japa-
nese version with reference to Allen & Meyer (1990), Cook & Wall (1980) and so on — were
used in this study. The eleven items represented two components of the Allen & Meyer (1990)
scale, namely affective commitment (AC) and continuance commitment (CC). The six affective-
related items were : (1) I really feel it great to choose not other organization but my organiza
tion ; (2) I like my organization very much ; (3) I feel happy to work at office ; (4)‘If I find em-
ployment again, I would choose my organization ; (5)‘] can explain to my friends that my or-
ganization is wonderful ; (6) It was a great mistake to choose my organization (R). The five con-
tinuance-related items included : (1) If I leave my organization, I will have depreciating words
uttered behind my back ; (2)‘It is not respectable that I leave my organization ; (3)°If I leave my
organization, I will not be able to justify myself to my family and relative ; (4) I'm afraid of
what might happen if I quit my job ; (5) One of the major reasons I continue to work for this or-
ganization is that leaving would require considerable personal sacrifice. The alpha reliability co-
efficients of the AC and CC scales were .89 and .80 respectively. All items were on a 5-point
Likert-type scale, ranging from 1 (strongly agree) to 5 (strongly disagree).

IV Results

Table 1 contains the descriptive statistics and correlations among all variables. There
ware strongly positively intercorrelations among age, tenure and position. Although AC was
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positively related to age, tenure and position and negatively related to educational level, CC was
not significantly related to these variables. There ware intercorrelations among all six variables
about organizational commitment and employee’s attitudes toward Japanese-style HRM except
the relation between AC and seniority-based system. Variables of advance payment system was
negatively related to age, tenure, position, organizational commitment, lifetime employment and
RAS, while positively related to educational level.

Table 1. Descriptive Statistics and Correlations®

Variables Means s.d. 1 2 3 4 5 6 7 8 9 10
1. Age 31.64 531 -

2. Tenure 747 576 .92** -

3. Educational level 242 0.63 -.29" -.48** -

4. Position 3.47 123 .83 .78* -.22*% -

6. Affective commitment 21.30 475 .21 23 -2 2%

6. Continuance commitment 13.50 4.72 .05 .08 .05 .07 A -

7. Lifetime employment 227 1.06 .05 .05 .02 .06 A5 21 -

8. Seniority-based system 311 107 .00 -01 00 -.01 -03 .21 .39* -

9. Performance-based system 192 1.06 -04 -04 -04 .02 100 - 11 -5 28 -

10. Retirement allowance system 1.86 0.89 -04 -02 -.04 .00 A2 11 307 16t .09 -
11. Advance payment system 0.14 035 -.27* -31** .21 -31* -156* -16* -.17** -.08 .03 -.23*

* p<.05; *p<.01

2N =531 (listwise deletion of ‘other answer' in variables 7 - 10). Educational level is coded 3 = graduate, 2 = under-
graduate and 1 = high school and so on. Position is coded from 1 = the lowest grade to 6 = the highest grade. Ad-
vance payment system is coded 1 = in APS and 0 = not in APS.

Employee attitudes toward Japanese-style HRM

Hypothesis 1 states employees in APS will deny Japanese-style HRM more strongly than
those in non-APS. Table 2, 3, 4 and 5 show the results of Chi square analysis of attitudes toward
lifetime employment, seniority-based system, performance-based system and RAS, respectively.
“Other answers” were deleted in each table. It was found that the employees in APS do not feel
seniority-based system and RAS are good for themselves, while they assume lifetime employ-
ment as not good for both themselves and the firm. We didn’t find statistically significant result
about performance-based system. These findings almost support Hypothesis 1.

Table 2. Lifetime Employment Table 3. Seniority-based System
for employee for company for employee for company
good bad good bad good bad good bad
APS 51 43 15 79 APS 27 72 7 92
non-APS 416 134 177 373 Non-APS M 333 58 486
x? 18.41 10.10 x? 4.76 1.19
df 1 1 df 1 1

p 000 001 p 029 .276

*:p<.05,**:p<.01 *:p<.08,**:p<.01
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Table 4. Performance-based System Table 5. Retirement Allowance System
for employee for company for employee for company
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 m 333 58 486
x? 0.57 0.04 x? 49.06 1.55
df 1 1 df 1 1
p .451 .843 p .000 ** 213
*:p<.05,**:p<.01 *:p<.05,**:p<.01

Employees’ work attitudes

Hypothesis 2 states that employees in APS will report a lower AC and CC than those in
non-APS. We tried t-test of the scores on AC and CC of employees between in APS and non-
APS. Regarding both components of organizational commitment, the score of the employees in
APS are found to be lower then that of the employees in non-APS (AC { t = 3.05,p < .0l ;
CC : t =435, p <.01). These findings support Hypothesis 2.

Table 6. Multiple regression results

AC cC

B B
Tenure 182 ** .050
APS -.064 =137
R? .045 .026
d.f. 705 705
F 16.438 ** 9.237 **

**p<.01

Organizational socialization

Hypothesis 3 states that tenure has a stronger impact on AC and CC than APS. Table 6
presents the results of multiple regression analysis. It involved regressing the two types commit-
ment, AC and CC, onto two independent variables, that is tenure and APS. The purpose of this
analysis is testing the determinants. Because there was a very positive correlation between age
and tenure as seen previously, we used tenure as a variable of organizational socialization. In ta-
ble 6, findings indicated that tenure is a determinant of AC but not CC and APS is a determinant
of only CC. These findings support Hypothesis 3 about AC, but not about CC.

V Discussion

We targeted the employees who had selected APS, a new wage plan and investigated
their attitudes toward Japanese-style HRM and could attain the results that almost support our
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hypotheses. This will suggest that APS has no affinity to the conventional Japanese-style HRM,
while it can not be said that the performance-based system has an affinity to non-Japanese-style
HRM. On the other hand, we asked the respondents to make an evaluation of each item of HRM
for either themselves or the firm. As each table shows, both respondents who chose the APS and
those who didn’t choose it acknowledged that seniority-based system was not good for the com-
pany. Contrary to it, both of them recognized that performance-based system was good for the
firm. More than half of each group were aware that RAS was not good for the firm. These analy-
ses led the finding that whether an employee selected APS or not, does not influence on the
evaluation of each HRM, namely, seniority-based system, performance-based system and RAS.
At the same time, only a relationship between the attitudes toward lifetime employment and APS
was found. These results suggest that Japanese employees consider that performance-based sys-
tem is much suited as the future system for Japanese companies than conventional seniority-
based system. On the other hand, lifetime employment has a diverse evaluation from the both
groups of the employees who selected the new wage program and those who did not select it.
The lifetime employment will be only one system that may be maintained in collapsing Japa-
nese-style management, which was pointed by Ornatowski (1998).

The suggestion that APS doesn’t have an affinity to Japanese-style HRM will be ex-
tracted from the results of the study which relates to organizational commitment. Corporate loy-
alty among Japanese workers is at really high level (Lincoln & Kalleberg, 1985). It has been
maintained and facilitated through Japanese-style HRM. It’s not too much to say that strong loy-
alty and Japanese-style HRM are inextricably linked. Based on the assumption, the finding that
organizational commitment of the employees who selected APS was lower than that of other
group of employees who didn’t select APS, suggests that APS doesn’t have an affinity to Japa-
nese-style HRM. In other words, APS is a system that weakens an employee’s commitment to
the organization. Company A, therefore, has possibility to control and keep under the employees’
belongingness though it has been refered as be an advantage of a Japanese company.

It was found that tenure has an effect only to affective commitment through the result of
the investigation about organizational socialization. According to Takagi, Ishida and Masuda
(1997), continuance commitment can be negative commitment for the organization. High per-
formance of the organization is likely led not by continuance commitment but by affective com-
mitment. It is often said more employees become so-called “hanging workers” who feel peaceful
and quiet with no anxiety of layoff under the favor of lifetime employment system as represented
by the famous saying; “When you take shelter, make sure you go under a big tree”. The depend-
ent-type workers may have higher continuance commitment than independent-type workers. It
was found through our study that long-service employees don’t necessarily depend on organiza-
tion. Additionally, it is suggested that when we discuss the relationship between organizational
socialization and organizational commitment, we need to consider into particulars about organ-
izational commitment, including affective commitment and continuance commitment. It can be
explained that APS has an effect to gear down the negative commitment to an organization on
grounds that APS has negative impact on CC at variance with tenure.

As mentioned above, one of the representative Japanese companies is steering employees
away from the organization. Of course, an organization can’t be operated by the workers who
have no loyalty to the organization. Employees’ loyalty is important, but the loyalty deathtraps
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hazardous nature to be transformed to dependent mindedness. The results of this study reflect
that today’s Japanese companies have begun to try to seek an appropriate distance between em-
ployees and the organization.

We could take the first step of another purpose of this paper which was to verify the be-
havioral perspective of SHRM theory, as our study suggested that there are correlations between
APS and organizational commitment. Our study, however, could not verify it completely, and so
needs to be kept continuously.

As repeatedly mentioned, the human resource department of Company A requires high
talented experts who can innovate the organization. Such people may not commit to the organi-
zation but show commitment to their own career or job (Shuler & Jackson, 1987). If it is true,
as our study has shown, Company A may intend to identify the linkage between the required hu-
man resource and the employee’s attitudes. In that context our study can be said to make some
contribution to the discussion on the strategic HRM theory.

In conclusion, the results presented in this paper are based on the case study of only one
type of job in one company though it can be represented a Japanese company. Consequently,
conclusions drawn from the work must be regarded to have limitations and not universal. At the
same time, our analysis was conducted only on APS, one aspect of the various programs and
practices of HRM. To further study, we plan to conduct the investigations subjected on the vari-
ous types of jobs or companies as well as to analyze the correlations with other aspects of HRM.

Acknowledgments

The authors express their appreciation to the personnel of the human resource department
of Company A for their help of conducting the investigations and delivering questionnaires to the
employees.

References

Abegglen, J. C. 1958. The Japanese factory : Aspects of its Social Organization. Glencoe,
IL: Free Press.

Abegglen, J. C. & Stalk, G. Jr. 1985. Kaisha, the Japanese Corporation. New York : Basic
Books, Inc.

Allen, N. J. & Meyer, J. P. 1990. The measurement and antecedents of affective, continu-
ance and normative commitment to the organization. Journal of Occupational Psychology, 63 :
1-18.

Aranya, N., Kushnir, T. & Valency, A. 1986. Organizational commitment in a male domi-
nated profession. Human Relations, 39: 433-448.

Arthur, J. B. 1994. Effects of human resource systems on manufacturing performance and
turnover. Academy of Management Journal, 37 : 670-687.

Baron, J. N. & Kreps , D. M. 1999. Strategic Human Resources . Frameworks for General
Managers. New York : John Wiley & Sons, Inc.

Chiu, W. C. K. & Ng, C. W. 1999. Women-friendly HRM and organizational commitment:
A study among women. Journal of Occupational and Organizational Psychology, 72 : 485-502.



Retirement Allowance System and Organizational Commitment 41

Cook, J. & Wall, T. 1980. New work attitudes measures of trust, organizational commit-
ment, and personal need non-fulfillment. Journal of Occupational Psychology, 53 : 39-52.

Fingleton, E. 1995. Blindside : Why Japan is Still on Track to Overtake the U. S. by the
Year 2000. New York : Houghton Mifflin Co.

Funahashi, N. 1983. The Japanese-style Employment and Wage (Nihon teki koyo to
chingin). Tokyo : Hosei University.

Hazama, H. 1963. The Lineage of Japanese-style Management (Nihon teki keiei no keifu).
Tokyo : Japan Management Association.

Ito, M. 1999. The trend of retirement money system and the reorganization of labor man-
agement in Japan (Waga kuni ni okeru taishokukin seido no konnichi teki doko to romu kanri no
sathen). Ehime Keizai Ronshu (Ehime University), 19 : 1-13.

Japanese Ministry of Labor. 1999. Wage and Retirement Allowance System in New Age
(Shinjidai no chingin taishokukin seido). Tokyo : The Institute of Labor Adimistration.

Klein, K. J. 1987. Employee stock ownership and employee attitudes : A test of three mod-
els. Journal of Applied Psychology, 72 : 319-332.

Lincoln, J. R. & Kalleberg, A. L. 1985. Work organization and workforce commitment : A
study of plants and employees in the U. S. and Japan. American Sociological Review, 50:738-
760.

Louis, M. R. 1980. Surprise and sense making : What new-comers experience in entering
unfamiliar organizational settings. Administrative Science Quarterly, 25 : 226-251.

Meyer, J. P. & Allen, N. J. 1997. Commitment in the Workplace : Theory, Research, and
Application, SAGE Publications, Inc.

Mowday, R. T., Porter, L. W. & Steers, R. M. 1982. Employee-organization Linkages: The
Psychology of Commitment, Absenteeism, and Turnover. New York: Academic Press.

Mowday, R. T., Steers, R. M. & Porter, L. W. 1979. The measurement of organizational
commitment. Journal of Vocational Behavior, 14: 224-247.

Nagano, H. 1997. The function and trend of Japanese retirement allowance (Taishokukin no
kino to sono doko). Seikei Ronso (Meiji University), 65 : 709-731.

Ohta, H. 1994. Japanese Firm and an Individual (Nihon kigyo to kojin). Tokyo : Hakuto
Shobo.

Ornatowski, G. K. 1998. The end of Japanese-style human resource management? Sloan
Management Review : 73-84.

Reilly, N. P. & Orsak, C. L. 1991. A career stage analysis of career and organizational com-
mitment in nursing. Journal of Vocational Behavior, 39 : 311-330.

Salancik, G. R. 1982. Commitment and the control of organizational behavior and belief, In
New Directions in Organizational Behavior, Staw, B. M. & Salancik, G. R (eds. ), Malabar, Fla.
: R.E. Krieger Pub. Co. :1-54.

Shuler, R. S. & Jackson, S. E. 1987. Linking competitive strategies with human resource
management practices. Academy of Management Executive, 1, No. 3: 207-219.

Takagi, H., Ishida, M. & Masuda, K. 1997. Empirical study (Jissho teki kenkyu) In The
study of “Company Man” (Kaisha ningen no kenkyu) Tao, M. (eds.), 265-296. Kyoto : Kyoto
University Press.

Tao, M. 1998. Where will the Company Men Go? (Kaisha ningen wa doko e iku). Tokyo



42 Kazuki MATSUYAMA and Masao TAO

: Chuo Koron Shinsha.
Wakabayashi, M. 1986. The comparison of organizational commitment by age and size of

the firm (Soshiki komittoment no nenrei betsu kigyo kibo betsu hikaku). Annual Report of Japan

Society of Human Resource Management : 29-41.

Wright, P. M. & McMahan, G. C. 1992. Theoretical Perspectives for Strategic Human Re-
source Management. Journal of Management, 18 : 295-320.

Yanashita, K. 2001. The Simple Human Resource Management Reforms a Firm
(Wakariyasui jinji ga kaisya wo kaeru). Tokyo : Nihon Keizai Shinbun.

Yashiro, N. 1999. The Age of Employment Reform (Koyo kaikaku no jidai). Tokyo : Chuo
Koron Shinsha.



