Securing and Training Personnel in Databases Enterprises

Based on the interview research on enterprises concerned with databases,
issu ;s regarding personnel management can be summarised as follows.

Like other enterprises in Japan, data base enterprises need generalists.
Database work requires highly sophisticated expertise and technology. How-
ever, all of the enterprises we contacted emphasised the need to train versatile
rather than specialised workers. The head of Nihon Keizai Shimbun Data
Bank Division, for example, can do the work of a system engineer, a consumer
service person, and an editor of a pamphlet on databases. Reporters and
database staff sometimes swap places.

When such enterprises need more specialised knowledge, experts from
outside universities and research institutes are sought, or other firms asked
to conduct part of the work. Japan Information Center of Science and
Technology and Nihonkeizai Shimbun are examples of such organisations
which seek outside expertise.

In this context, we can see the problems these enterprises face. Although
highly sophisticated knowledge and technology are necessary, enterprises
cannot allow too much specialisation, which might result in inconvenience in
personnel management and reduction in the flexibility of firms to adapt to
changing environments. In addition, enterprises cannot train highly specialised
personnel.

Under these conditions, individual firms are trying to train generalists with
some moderate expertise and technological skills. When they need highly
specialised expertise and knowledge, they seek outside experts.

Database enterprises already had fundamental technologies when they
entered the industry and are developing databases by building on their techno-
logy and personnel skills. For instance, Nichi-Gai Associates used to specialise
in the computerised editing of books, especially dictionaries. Now they have
started a database development consulting business based on their accumulat-
ed experience. TV broadcasting companies and advertising agencies are
enterprises producing videotex visual images. They have been involved in
similar work before their involvement with databases. This illustrates the face
that development of database business requires established know-how in
similar types of work.

Thus not a many new college graduate is absorbed in database enterprises.
As Table ITI4 shows, many enterprises express difficulty in securing the
experienced skilled workers, but few refer to a shortage in the total number of
workers. There are not any common special skills and knowledge, academic
background, aptitudes, and other particular characteristics for workers in the
database industry. Today most of the enterprises in the industry see databases
as an advanced investment, and the industry is made up of people and organi-
sations with various knowledge and skills which can be used for databases.
Furthermore, the database business itself has just begun, so its personnel
education, training, and maintenance are not yet organised systematically in
Japan.
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Chapter 4

DEVELOPMENT OF TEMPORARY MANPOWER SERVICE
AND STRUCTURAL CHANGE OF THE LABOR MARKET

Keisuke NAKAMURA

National Institute of Employment
and Vocational Research

Introduction

Rapid growth of business service industry is observed recently. This paper
focuses on the temporary manpower service dispatching clerical staff and
clarifies its actual situation, the factors which have contributed to the devel-
opment of this industry and its impact on labor market structure.

The reasons why this paper particularly focuses on the temporary man-
power service dispatching clerical staff are as follows.

First, this industry has developed remarkably during the past ten years or
SO.

Second, a more important reason is that the development of this industry
is expected to give not a small influence on the enterprise-based internal labor
market and the industrial relations within the enterprises, especially those of
the big enterprises.

Third, thfa temporary manpower service industry is absorbing many female
workers, while an increase of female labor supply has attracted wide atten-
tion.

The following four aspects will be discussed.

1) The present situation of the temporary manpower service dispatching
clerical staff. In other words, how and to what extent the temporary man-
power service has been utilized, how it has developed, which kind of
workers are employed and how they work will be discussed.

2) The factors which have contributed to the growth of the temporary man-
power service. Both factors of the demand side (that means those enter-
prises which need and utilize the temporary manpower service) and of the
labor supply side will be clarified.

3) The labor market and the personnel management in the temporary man-
power service industry.

4) The impacts of the temporary manpower service on the internal labor
market of those enterprises which utilize the service.

Present Situation of the Temporary Manpower Service

Table 1 shows to what extent the temporary manpower service has been
utilized. According to this Table, 8.8% of the replied companies have utilized
the temporary manpower service, and it can be said that the utilization of the
temporary manpower service has not diffused yet. However, the larger the size
of the company is, the higher the degree of utilizing the service is, with 43.0%
of the replied companies with more than 5000 employees utilizing the service.
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The fact that the large-sized companies utilize the service to higher degree Table 2: Utilization of Temporary Clerical Service during the Past 1 Year
may be explained from the following two aspects. First, the job content is (the number of the companies)
clearer in the large-sized company, which enables the company to provide the B - - -
M . . n.a.
job for the temporary clerical staff. Second, the temporary manpower service % . a
costs much (because the management cost is added to wages given to the : Simple clerical work 45.2 8.4 10.3 36.0 0.2
staff), and it is difficulat for the small- and medium-sized companies to bear ¢ Filing, documéhtatioh 478 40.9 0.7 10.6 I
ost.
the cos Sterstiry 64.6 6.5 6.6 223 E
Reception 723 6.5 109 10.3 —
Table 1: Percentage of Companies which have Utilized Temporary Clerical Service i Accounting 17.7 241 17.8 40.4 -5,
during the Past 1 year U numiber of ths compsnis) Trade, import/export, shipping 50.4 4.2 4.7 40.7 -
Clerical work for sales 42.4 4.2 38 49.7 -
Size of have utilized office service ]
Total General affairs 46.5 19.4 - 341 =
the company Total | (A) [(B) |(C) [ (D) [ (E) | (F)| (G) (H)| (D[ (J) ] (K)
Patent related clerical work 20.4 - - - 79.6
Total 1000 | 88| 06 | 04 | 29| 24| 09| 1.1| 04| 0.8 02| 19| 1.6
More than 5.000 . Research, caluculation 27.3 36.7 59 301 -
employers 100.0 | 436|106 | 7.1 | 89 |16.0 |142| 85| 11.7| 85| 46| 6.7| 6.7 tamitustion, franslstion; s ) " oy B
1,000 —4999 | 1000 |304| 54 | 42| 75| 96| 67| 45| 3.8 66| 19| 49| 35 stenpgraphy
Typewriting 60.6 2.2 2.3 35.0 -
300 — 999 1000 |203| 27 | 16 | 40| 38| 29| 2.1| 09| 47| 13| 45| 42
Word processor operation 34.7 18.1 15.2 32.1 -
100 — 299 1000 [107]| 06 | 07| 33| 26| 16| 09| 1.2 1.2] 06| 22| 24 Operation of other office o . - o | i
equipment . . L < A
30 — 99 1000 | 67| 03|01 | 25| 20] 04| 10| —| 02 — | 15| 11
Data entry 50.1 6.0 8.9 35.1 -
Note: (A) Receptionist (E) Ty;?ist ' . (H) Telephone operator GiiFiers 69.5 23.7 _ 6.0 08
(B) Office worker related to trade (F) Office automation equip- (1) Interpreter
(C)  Accounting, sales.clerk ment operator () gallt?s staff at shops i Note: (A) Stands for almost daily utilization troughout the year
(D) Other general office worker (G) Telex operator (K) Deliveryman (B) For utilization throughout the year but small numbers of days a year
Source: “‘Survey on Employment Management 1984 by Ministry of Labor ' (C) For utilization in specific busy periods of the year
(D) For no specific periods of the year, utilization as it becomes necessary
] Source:  “Outline of the results of the statistical survey on the business service contractors”
Table 2 shows how the service has been utilized. It should be noted here Study Groups on Business Services, and National Institute of Employment and
that the classification of the type of the temporary manpower service is not i Vocational Research, December 1985.
exactly the same for each survey (for example, the classification in 7Tabie 1 is :
different from that in Table 2) and that the simple comparison of the results E
drawn from different surveys makes no sense. Table 3 to Table 5 give us more detailed information on how the tempo-

rary manpower service is utilized.

According to Table 3, most of the temporary clerical staff work from
8:00 or 9:00 a.m. to 5:00 p.m.. And Table 4 shows that most of them work
for 6 to 8 or 8 to 9 hours per day and for 5 or 6 days per week. Table 5 shows
that many of them do overtime work. In short, it can be said that many of the
temporary clerical staff work in the same way as the full time employees of
the companies which the temporary staff are dispatched to.

While we bear this in mind, Table 2 suggests us the following two points.

First, the term and the time of utilizing the service varies with the type of
clerical work. For example, reception, secretary, typewriting (English/Japa-
nese), and others are the types of work for which 60 to 70% of the replied
companies utilize the temporary clerical staff almost daily throughout a year. '
On the other hand, for simple clerical work, clerical work related to trade/
import/export/shipping, sales clerical work, and general affairs, there are those
companies which utilize the temporary staff almost daily throughout a year
and those which utilize the temporary staff as it becomes necessary, both in
approximately the same number.

Second, however, the term and the time of utilizing the service is not
fixed for each type and varies with the companies which utilize the temporary
clerical staff.
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Table 5: Overtime Work by Dispached Clerical Workes
(the number of the workers)
B Frequency of overtime work
Total i vertcrme 20r3
overtime | °°™ Almost timres Very na { ¥
work everyday | 5 ueek rarely i
. —
Total ! ] 70.4 J i i ; 8 =
otal [100.0 (1,366)| 28.8 0 (12.6) (27.3) (59.0) € 1.0 0.7 % silelennaca -o e o
1 [1000( 613)| 299 693 | (1.1 | (282) | (6020 | ( 05 0.8 8 2 g8 [CIEIRITSE——. RS 200119 | T o
o Q
2 [1000( 159)| 27.7 70.4 ( 8.0 (27.7) (64.3) 1.9 e
£ s M|~ 0 o~ © N~ o
3 [100.0( 83)| 120 88.0 (27.4) (38.4) (34.2) % 3 Al I S ¥ R p:
4 |100.0( 388)| 27. 72.7 (11.0 (30.9) (56.7) (1.4 0.3 E|e
E| g @
5 ©l9QnIWE —qB O NOQO T
5 100.0 ( 248)( 27.8 71.8 (13.5) (24.2) (61.2) 1.1 0.4 5 'g 5,.’3 W~ TN -~ SV NO & g ® ~ : o §
6 [100.0( 185)| 24.9 74.6 (18.8) (36.2) (42.8) ¢ 2.2) 0.5 2%
5]
7 |1000( 34)| 206 76.5 (15.4) (26.9) (57.7) 2.9 Tlod|=|luNoecae Rono mcswmoN @ oo
8l®molc|lRgenrrw ¥ w0 cCcood T ® ©w
8 [1000( 52)| 19.2 80.8 (14.3) (19.0) (66.7) £ g - = S Sl R . N
o
9 |[1000( 29)| 17.2 82.8 (¢ 8.3) 20.8) (62.5) ( 8.3)
( ) (20.8 2 % mg:sngww VST WO MmO NN © 1~
10 [1000( 7)| 286 714 (40.0) | (60.0) 2 Y2889 ¥R B8YS 5958383 8 g°
11 [1000( 17)| 474 52.9 (22.2) (33.3) (44.4) ‘; ~
[ QNGO N MOQO ®mMO©O 1MW ot icol Al
12 [1000( 2)| 500 50.0 (100.0) § ER|s|godgem Cog g66 oz o gé’
13 [100.0( 20)| 45.0 45.0 (11.1y (33.3) (55.6) 10.0 E =
- s3loloo N s 9~ -
Note, Source: Same as Table 3. ; 2 E flsoa 0w o g g g § & o~ 3
< 4 a
@
.g < >
: g—s—ggmwmwhm < © o S oSO % o ©
3 |85 FR2>3888 SR Y88r85 3§ 85
X
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Table 6 shows the sex and age of the temporary clerical staff. According e SE|FIREPONO2 TRE "2y & 6 g
to this Table, it can be inferred that many of the temporary clerical staff are : 2
o - _~ - = =~ -~
female workers. As far as the age of the temporary clerical staff, the largest : V(R8I HRQ $28 Do rRHE © Ko
number of the replied companies answered that the major age group for E “|= BT N gl P s
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According to the first part of Table 7, while some of the companies in the
temporary manpower service industry started their business in 1965 to 1975,
the companies in the industry have rapidly increased in number since 1980.
As shown in the second part, apparently these companies do not need so
much capital, 30% of the companies having capital ranging 1 million yen to 5
million yen. More than 50% of the companies have less than 10 million yen of
capital.

The third part of Table 7 tells us that the turnover in this industry has
grown substantially during the past five years.

Let us next talk about the registration system. There are two types of the
companies in the temporary manpower service industry. One type has a list of
registered workers. In case of demand from a user company, it selects appro-
priate workers who could meet the user’s need and concludes employment
contract with them and dispatches them to the user company. The other type
employs workers on a full time basis, whom it dispatches to the user company
according to the user’s need. The former type has the registration system,
where those who want to work as the temporary clerical staff are registered.

In the temporary manpower service industry, many companies adopt the
registration system. According to Table 8, about 60% of the replied com-
panies do have this system. Also Table 8 shows the ratio of the companies
classified according to the proportion of the registered workers who were
employed during the past one year to the total number of the registered
workers. According to this Table, the companies with “20% to 40%” of
registered workers who were employed were the largest in number. The
second largest number of the companies had “40% to 60%”. The percentage
of registered worker who were employed is unexpectedly low. This is partly
because the same workers are registered in several different companies and
also because not all the registered workers have the will and the ability to
work, some of them registering themselves only tentatively. In this regard one
can say that the registration system does have a sort of screening function.

Background of the Development of the Temporary Manpower Service
— factors of the demand side —

Why is the temporary manpower service utilized by the user companies?
We will examine the reasons and try to clarify the demand side factors which
have contributed to the development of the temporary manpower service
industry.

The reasons why the temporary manpower service is utilized vary with the
term and the time of utilizing the service. Therefore, we will examine the
reasons of each type of utilization.

First, the temporary manpower service may be utilized as it becomes
necessary. In this case, two possibilities exist. One is that the user company
utilizes the temporary clerical staff in order to fill temporary vacancy with.
The other is that the user company needs temporarily some unusual, business
which is no main for the company.
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Table 7: Outline of Temporary Manpower Service Companies
(the number of the companies)
(1) Founded in
Total Before 1955 1965 1970 1975 1980
1954 to 1964 to 1969 to 1974 to 1979 and after
100.0 (109) 09 1.8 1.9 14.7 16.5 54.1
(2) Size of Capital
Total Less than ¥1M to ¥5M to ¥10M to ¥30M to ¥100M or
¥1M ¥4 .99 ¥10.99 ¥20.99 ¥99.99 more
100.0 (109) 4.6 30.3 18.3 27,5 12.8 3.7
(3) Turnover from the Temporary Service contract etc. in past 5 years
Substancially Slightly i i
Total : Slightly Sustanciall
increased increased Not chafged decreased decraasedy
100.0 (109) 41.3 40.4 46 1.8 6.5
Source: Same as Table 2.
Table 8: Registration System

(1) Existence of Registration System

(the number of the companies)

Total Yes No
100.0 (109) 62.4 37.6
(2) Ratio of the temporary clerical workers who were employed during the past one year
Toui Leszsof}:an 20% az:i more | 40% ag;:l more | 60% ag:i more PRy
less than 40% | less than 60% | less than 80%
100.0 (68) 14.7 41.2 23.5 10.3 8.8

Source: Same as Table 2.
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8 fi case can be explained by the following three reasons. First,
slncIt;;c'(égn:;any hires the new school leavers periodigally, no vacancy can
be filled with full time employees until the next perlodlcal. hiring season.
Second, though the company can fill the vacancy by transferring t'he': ex1s}'§mg
full time employees, it cannot afford the tlme:, nor cost for training (tl er{l
additionally. Third, the company hires the full time employees not periodical-
ly, but it costs the company to search for prospective employees.

The following points should be noted here. In Japap,.the interna! labor
market exists especially in the large-sized company. Apd it is usually said that
the vacancy is filled through promotion in the large-smed_company. B}lt ?,vetn
in such company there exist some kinds of the promotion ladders m’n a; .
Some of them are longer and others are shorter. Thej company may fl. t E
temporary vacancy with the temporary clerical st'aftt, if the vacant p031t10p is
located out of the longer promotion ladder or within the shorter promotion
ladder or the entry job becomes vacant as a result of promotion.

As mentioned before, it can be inferred that many of the temporary
clerical staffs are female. This is closely connected with the fact that the
promotion ladder for female clerical employees has been usually restricted so
far, compared with that for male employees. .

In the first and second cases mentioned above, the company which
utilizes the temporary clerical staff need not predict the nurpber of employfaes
who are to retire through the year strictly, and can cope with the fluctuation
of the total number of full time employees easily. In some case, the company
can avoid over-employment and therefore can save cost.

In the second case, the company does without the shc_)rtterm trammg.'ln
the third case, the company can save the cost of searching for prospective
employees. . :

The more specialized knowledge or the more higher skill is required for
the vacant job which the company fills with the temporary s_taff , the mor;a1 .the
company can economize the cost of over-employment, training, and searching.

We can conclude that the temporary clerical serfice which is temporan:ﬂy
utilized as it becomes necessary does bring about savings of those costs which
have been born by each company, that is, costs for over-employment, costs
for short-term training, recruitment cost and so on. And the latter .type of t}ﬁe
temporary manpower service may socially adjust t.he fluctuation of the
volume of employment in each company, too, as mentioned below.

Second, the companies utilize the temporary clerical staffs during speciﬁc
busy periods. Generally speaking, there are four measures to cope with

specific busy periods: . . .

1) adjust the number of full time employees to cope with busy periods, in
advance

2) over time work done by full time employees -

3) temporarily transfer the employees of other division to the busy division

4) employ part time workers.
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It is inconceivable that private companies which try to rationalize manage-
ment take method 1). Method 2) seems common. But it may bring about not
only the international problem but also the opposition of workers that the
companies continue to take this method. And the rapid increase of the
volume of the clerical work accompanied by the technological progress based
on information technology on the one side, and the restraint of the number of
the clerical staffs on the other side do not enable the companies to deal with
specific busy periods only through over time work. Method 3) is often taken
in production department, but it is doubtful that this is applicable to the same
degree in the clerical department. In case of method 4), not a little cost and
time are required in order to acquire certain number of the part time workers
with certain ability. Furthermore, as for 3) and 4), the more specialized know-
ledge or the higher skill is required for specific busy jobs, the more difficult it
is for the companies to take.

There are some difficulties with a varying degree in taking four measures
in order to deal with specific busy periods. The companies utilize the tempo-
rary manpower service in case of specific busy periods, because of these diffi-
culties. This type of the temporary manpower service enables the companies
to reduce the total working hours of the employees and virtually does have a
function of “‘sharing the working hours”. Also this service save recruitment
cost which might otherwise be incurred by taking method 3

In summary, this type may socially adjust the temporary fluctuation of
the volume of the employment in each company.

It can be said that both of the first and second types of utilizing the
temporary manpower service have developed because the companies have
pursued interests of social division of labor. Especially the low economic
growth since the oil crisis has required the companies to restrain labor cost

strictly, which in turn have pressed the companies to pursue the merits of
social division of labor.

Another type of utilizing the temporary manpower service has developed
since the problems that are inherent in the personnel management of Japanese
companies, especially of the large-sized companies have come out. This type is
to utilize the temporary clerical staffs almost daily and in a long term.

In general, the Japanese wage system is based on seniority and wages
increase in proportion to age and length of service. This system can be eco-
nomically rational only when the level of skill of workers increase proportion-
ally to age and length of service or when the workers whose level of skill turn
out far below the wage level can be let out of the companies.

However, in general, there has been no career prospect for female workers
which enables them to enhance their ability or qualification. Nevertheless, the
problems have not come out, because the latter of the above mentioned two
conditions has worked. In other words, many of the female workers have so
far worked for the same companies not for a long periods of time. Some of
them go out of the labor market when they resign the companies. Therefore
the companies have taken advantage of their voluntary departure.
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The situation is changing. First, the attitude of female workers is cl}anging Table 9: Character of the Female Temporary Clerical Workers |
and those who wish to work for the same companies for a long periods of (the number of the workers)
time are increasing in number. Therefore, it is becoming not so easy as before i B
for the companies to take advantage of their voluntary departure. Second, the 2
Equal Employment Opportunity Law was enacted and it is becoming difficult Total 19 years Botwoon 20 Botween 26 Between 30 0
for the companies to have de facto different personnel management for female ) or less ond 24 years and 29 years and 34 years w
workers. Third, the strong requirement of restraining labor cost under the low i 100 (1,824) 0.2 13.7 6.9 25.0
economic growth have made the companies consider the discrepancy between '3 Between 35 40 \Bire
wage level and skill level as a major issue. and 40 years or more N.A.
One way to deal with these changes is to form a career also for female 1 1.7 1.6 0.9
workers which enables them to enhance their ability. In fact, in the wholsale .
and retail industry the companies which prepare such career system are 4 (2)  Educational Background
increasing in number. But this method is still risky for the companies, because — Lower secondary | Upper secondary | Jr. coll. &
still many female workers want to work for the same companies not for a long school school tech, coll, University
periods of time. If the companies train the female workers at the same 100 (1,824) 0.8 31.1 27.2 2
expense as the male workers, the companies might run a risk of wasting the — - " i
investment in human capital. g b Others N.A.
The other way is to change the wage system of full time employees in 18.9 e Beh
itself and to introduce other wage system based on classification. But it does :
not seem that this method can be realized before long, because both the labor (3) Marital Status
and the management show strong resistance to this type of personnel man-
agement. Total Single Married sgsl)‘g:;::g g; N.A.
In summary, neither of two methods are not useful. As a result of this, the death
companies utilize the temporary manpower service on a long term basis. 100 (1,824) 58.1 38.1 3.7 0.2

The problems inherent in the personnel management of Japanese com-
panies, especially of the large-sized companies, have come out under the
changing situation, which in turn have prompted the companies to let out the
clerical work which cannot be integrated into a career system. As a result the
companies ask for the temporary manpower service on a long term basis.

Having said that, the above mentioned change in the situation is not a
drastic one. Therefore the utilization of the temporary manpower service on a
long term and daily basis has just started.

Background of the Development of the Temporary Manpower Service
— factors of the labor supply side —

Let us now examine the labor supply side factors which have contributed
to the development of the temporary manpower service. The discussion will
be based on the questionnaire survey for the female temporary clerical staffs.

Table 9 tells us that most of the female workers surveyed are in their
twenties and thirties and those around thirty years old are the largest in
number. Their educational background is relatively high. Nearly 60% of them
are single.

Table 10 shows their work experience. According to this, most of them
have previous work experience. Many have fairly long periods of work experi-
ence. More than 70% registered as the temporary manpower staffs within one
year after leaving their previous work.
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Source: Same as Table 3.
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Table 10:

(1) Previous Work Experie

Work Experience of the Female Temporary Lerical Workers
(the number of the workers)

nce

No Unknown
Total Yes (Not student) Student
100 (1,824) 95.9 1.6 15 0.9
(2) Number of Years of Work Experience
1 year or 2 years or 3 years or
Total Less than more & less more & less more & less
1 year than 2 years than 3 years than 5 years
100 (1,824) 43 10.0 18.0 3241
5 years or
more & less 10 x‘e::: or Unknown
than 10 years
27.2 78 0.6
(3) Period of time during which the worker was away from work
1 month or 6 months or 1 year or
Total Less than more & less more & less more & less
1 month than 6 months than 1 year than 3 years
100 (1,824) 16.5 33.5 231 16.1
3 years or
more & than 5 z:zrrzor Unknown
than 5 years
2.9 6.3 156
Source: Same as Table 3.
= T4 ~

These results tells us that they are completely different from the part time
workers in the wholesale and retail industry who are also often referred to as
an example of the diversified forms of work, in terms of the source of labor
supply. As for the latter, many of them are elder than the former and are
married. Furthermore, some of them enter the labor market for the first time
and others after the long periods of rest.

Next we will examine the reasons why they chose to work in the tempora-
ry manpower service industry. Table 11 shows the working style which they
desired. According to Zable 11 (6), more than 40% of them, the largest in
number, wish to work regularly throughout the year, for 20 days or more per
month and for 6 hours or more per day. About 25% of them wish to work
regularly throughout the year, for less than 20 days per month or for less
than 6 hours per day. Those who wish to work only during specific periods of
the year and have a long periods of rest constitute about 20%.

More than 40% of the female workers surveyed, who wished to work like
regularly employed full time workers, chose to work in the temporary man-
power service industry, not because they desired the different working style
from that of the full time workers. Some of them may have become tempora-
ry clerical staffs because they wanted to be engaged only in the jobs that
could enable them to make use of their skill and qualification. Also those who
desired to be the regularly employed full time workers may have become
temporary clerical staffs, in order to gain the same level of remuneration as
the corresponding full time workers. It is because it is difficult or disadvant-
ageous for those who are not new school leavers to be employed by the
medium- and large-sized companies.

This type of workers are expected to constitute many of those workers
who answered ‘“able to utilize the acquired skill, qualification”, ‘““unable to be
employed as a full time employee”, “not bothered by human relations™,

“good remuneration” (Table 11 (1)) .

About 25% of the workers surveyed, who wished to work like part time
workers may have become temporary clerical staffs, compared with part time
workers in the wholesale and retail industry. They may have thought that
they could make more use of their skill and qualification and could gain
better remuneration than the latter. This type of workers answered, it is ex-
pected, ““able to work according to my schedule”, ‘“able to utilize the acquir-
ed skill and qualification”, “‘good remuneration” (Table 11 (1)).

About 20% of the workers surveyed, who wished to work only during
specific periods of the year, may have considered the working style of the
temporary service, that is, ‘“You can work whenever you want”, as suitable
for themselves. Many of them seem to answer’ able to work according to my
schedule”.
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Table 11:  The Reason of Choosing to Work in the Temporary Manpower Service

Indust Industry and the Desired Working Style
(the number of the wakers)
(1) Reason
Total A B C D E F Other N.A.
100.0 (1,824) 18.6 9.8 41.2 8.8 3.8 145 29 0.5
Note: A = Able to utilize the aquired skill and qualification

B = Good remuneration

C = Able to work according to my schedule

D = Not bothered by human relations

E = Recommended by someone

F = Unable to be employed as a full-time employee

(2) Desired number of annual working days

r——

Table 12 of the temporary clerical staffs. Now,
we will look at the wiges, While about 20% of the workers
surveyed gain “less Ih:l“l ' about 30% gain “1000 yen or more and
less than 1200 yen" ' galn 1200 yen or more and less than
1500 yen”, and 15% gain yen or more”, Hourly wages of the tempora-
ry clerical staffs are greater than that of part time workers (572 yen) and that
of female full time workers (average contractunl hourly wage is 776 yen, and
average hourly wage including special eurnings s 965 yen). (Source: both of
these figures are calculated from the Basic Survey of Wage Structure 1984 by
Ministry of Labor.)

Table 12: Average Hourly Wages of the Tomporary Clerioal Workers
(the number of the workers)

¥1,000 or ¥1,200 or ¥1,600 or
Total Lfff ég%" more & less more & less more & loss
. than ¥1,200 than ¥1,500 than ¥2,000
100 (1,824) 198 30.0 201 7.4
¥2,000 or
more & less ¥2,500 or Unknown
than ¥2,500 s
3.2 49 14.6

Regularly throughout Work at specific periods
Tazl the year and have a long rest Other N.A.
100.0 (1,824) 70.4 20.3 6.7 3.6
(3) Desired working hours a day
Total Lfssp o 4-6 6-8 M Jpen N.A.
100.0 (1,824) 1.8 17.0 76.6 2.7 2.0
(4) Desired working days a week
Within
Total 3 dyas 4 days 5 days 6 days N.A.
100.0 (1,824) 13.2 13.2 65.6 3.2 4.9
(5) Desired working days a month
Less than 10 —-14 15-19 20 — 25 More than N.A
Total 9 days days days days 26 days L
100.0 (1,824) 4.6 9.6 19.6 58.9 11 6.1
(6) Desired working style
Regular & Regular & Specific
Total full time part time periods Other N.A.
100.0 (1,824) 424 248 20.3 5.7 6.8

Note: Classification is based on the combination of (2), (3) and (5) above;
* Regular & full time; “regularly throughout the year”” and “more than 6 hours a day’’ and

“more than 20 days a month"’

* Regular & part time; “regularly throughout the year’* and “less than 6 hours a day'’ or
“less than 19 days a month"’

* Specific periods; ‘‘work at specific periods and have a long rest".

* Other

Source: Same as Table 3.
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Source: Same as Table 3.

Remuneration of the temporary clerical staffs is on average higher than
that of part time workers and full time workers.

As mentioned above, there are some types of the female workers who
wish to work in the temporary manpower service industry.

1) those who want to make use of their skill and qualification,

2) those who choose to become temporary clerical staffs because it is diffi-
cult or disadvantageous to be employed by the medium- and large-sized
companies as full time workers,

3) those who prefer the same working style as part time workers in the
wholesale and retail industry but do not want to be those part time
workers,

4) those who want to work flexibly and so on.

The temporary manpower service industry has enlarged the scope of
choice for female workers who have various attitude toward work. Moreover,
the industry has offered them chance to gain greater remuneration. These are
the factors of the labor supply side which have contributed the development
of the temporary manpower service.
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5. Personnel Management in the Temporary Manpower Service
~ case study of A company —

}Ve 'will discuss on the personnel management in the temporary manpower
service industry, based on the results of the interview conducted by author.

\ 'A Company was established in 1973. Its turnover in 1985 was about 6.6
bllllon' yen and the number of registered staffs was about 15,000. A company
now dispatches its staffs to about 8,000 companies.

(1) Registration and ranking of workers

Eyery year 5,000 to 6,000 workers apply for registration. Working
experience of at least two years is required for a worker to apply for
registration. Applicants for registration are interviewed for verification of
working experience and willingness to work. Furthermore, the company
tests them to study the level of their skill and knowledge. According to
the results of these examinations, all of the applicants are registered and
ranked in their own occupations. Ranking is based on skill, knowledge and
experience each of them has. They are in general ranked either of three
ranks: A, B, or C.

If the registered staffs want to change their occupation or to be up-
graded, they are requested to take examinations. They can take the
examination for upgrading at any time. Actual number of those who
apply to be tested are less than 10%.

There are a few who re-enter the labor market after a long periods of
rest, for example because of bringing up their children. It is said that it is
difficult for them to work, even if they want. The reason is that they are
not ready for work while registered staffs are strongly asked to be.

Applicants for registration are not screened. All the applicants are
registered as the temporary clerical staffs. Of course, to be registered does
not always mean to be dispatched at once. Unless there is request which
meets the level of skill or knowledge the registered worker has, the worker
will remain registered and will not be employed to be dispatched. But
such case does not happen so often.

(2) Dispatching of workers

Once a client requests a worker to be dispatched, the company selects
the appropriate person from the list of registered workers, after obtaining
the detailed information as to the occupation, the level of skill and the
term of utilizing the dispatched worker and so on from the client. Then
the company contacts the appropriate person and asks her/him whether
she/he agrees to being dispatched to the client or not. If the worker
agrees, the company concludes employment contract with her/him.

In selecting a worker and dispatching her/him, the company must
select an appropriate worker as quickly and as carefully as possible. Other-
wise the company could not meet the client’s needs quickly and would
suffer the complaints made by both of the client and the staff, or by
either of them. In order to select the most appropriate worker for the
client, the company must grasp accurately not only its needs as to the

— 118 —

level of skill and so on, but also ity preference, As far as the latter is con-
cerned, the company often must know, for example, whether the client
prefer young female workers or the able workers regardless of age. On the
other hand, the company must undemtand the character and the desire
of the registered workers. For example, it Is necessary to know who are
suitable for a Japanese client, who are adequate for a foreign affiliated
company, who want to work in the center of the city, who want to work
in the suburbs, etc.

However, it is always difficult to know the client’s needs exactly. That
is mainly due to communication gap. In a largesized company, a request
for dispatched workers comes not directly from the section concerned,
but through a personnel department. There can occur certain misunder-
standing between the section concerned and the personnel department as
to the necessary level of skill and so on. There is possibility of another
misunderstanding between the personnel department of the client com-
pany and A company and further possibility of misunderstanding between
A company and registered staffs.

This misunderstanding will result in complaints from both of the
client and the registered staffs, or from either of them, It is said that this
kind of trouble happens very often. In case of trouble, the company
replaces the dispatched worker to another one or persuades the dispatched
worker to continue working in the same client company.

(3) Education and training

A company has its own institution for education and training. The
courses are: English conversation, English typewriting, word processor
operation (English and Japanese), basic computer operation etc. Some
courses are divided into three levels: biginners level, middle level and
upper level. The registered staffs who work for A company as dispatched
workers for 1,500 hours are entitled to take any of these courses free of
charge. In that case, they can take only one course and they must take it
within three months after being entitled. It is said that many of those who
are entitled attend the courses.

Those who are not entitled can take the courses, too, by paying
charge. Now about 30% of the students are those who are not registered.
When the registered workers want to take the courses by paying charge,
they are admission free and benefit from reduction in tuition.

A company established the formal institution for education and train-
ing two years ago. Before that it had had unorganized training courses, for
example, in typewriting, in order to improve the registered workers’ skill
level. The main objective of training remains to improve their skill level.
Therefore, though the institution has been in a deficit, the company has
run it in behalf of the registered staffs.

(4) Terms of employment

As mentioned before, each registered worker is ranked in each rank of
each occupation. The wage system is based on time rate fixed for each
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rank of each occupation. Neither length of service nor age are not taken
into account.

Time rate is revised once a year, around in July. At that time, the dif-
ferential of time rate is also adjusted. The revision of time rate is made by
the President of A company, who takes the general wage increase into
consideration and decides the level of increase of time rate for each occu-

pation in A company.
There is neither bonus system nor retirement allowance.
The registered staffs who work for 1,500 hours as dispatched workers

for A company are given paid holidays of five days and also entitled to
take the training courses free of charge.

A company is affiliated to the occupational accident insurance scheme
and is now studying the affiliation to the unemployment insurance

scheme.

6. Structural Change of the Labor Market

Let us look at how the industry which has developed, supported by both
demand and labor supply side factors mentioned above, influence the labor
market structure.

First, we will look at the labor market in the temporary manpower service
industry.

Each registered staff is ranked in each ranking in each occupation and
time rate is fixed according to the occupation and the ranking, not to the
length of service and age. The registered staffs are employed and dispatched
according to the clients’ needs. All these things enable us to say that the labor
market in the temporary manpower service is an occupation-based labor
market where a certain specialized labor is traded.

The temporary manpower service companies like A company are the de
facto organizers of such an occupation-based labor market. This can be easily
understood when considering the following.

First, though all applicants are registered by A company, virtually A
company does not conclude employment contract with those who are inferior
in terms of skill, work experience, knowledge and willingness etc. In the
result, A company does a de facto screening of workers through the registra-
tion system. In other words, through the registration system, A company
maintain the quality of temporary clerical staffs at a certain level.

Second, A company ensure qualification of each of the registered staff,
through ranking.

Third, though time rate of each occupation is decided by the President in
the case of A company, it can be said that the decision reflects the demand of
the registered staffs, more or less. Otherwise, the registered workers would
change the company and would be registered by another temporary man-
power service companies. It follows that the temporary manpower service
companies do ask for the wage increase in place for the registered workers.
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However, it is difficult to estimate to what extent the companies reflects
the demand of workers, and also difficult to predict the future trend.

Fourth, A company has its own Institute for education and training, and
offers the registered workers various convenlence to take courses. In other
words, the company positively trains the registered workers in order to
improve their skill and knowledge.

Fifth, the case of A company shows us clearly how it manages to meet
both needs of demand side (it means user compuany side) and of labor supply
side.

All these things enable us to consider the temporary manpower service
companies as the de facto organizers of the labor market,

The competition in this industry is expected to be severe in the near
future. Under such situation, the companies will be obliged to enrich the
training courses in order to enhance the quality of the service, If, as is the case
of A company, the cost of education and training is paid by the company, it
will have to take the measures to retain the registered workers, for not wasting
the educational investment.

Next, we will look at the impacts of this industry on the enterprise-based
internal labor market especially in the large-sized companies.

When the temporary clerical service is temporarily utilized as it becomes
necessary or when it is utilized during specific busy periods, it can be said that
there is almost no impacts on the internal labor market.

However, when its service is utilized on a long term basis, there is expect-
ed to be some impacts. It is because the temporary manpower service is
utilized in the clerical work which cannot be integrated into a career system
based on seniority. Consequently, there is a possibility that the labor market
within the enterprise, especially large-sized enterprise, is divided into two
parts.

One is the enterprise-based internal labor market for regularly employed
full time workers. The other is the labor market for the temporary manpower
staffs utilized on a long term basis.

Having said that, the following points should be considered.

First, the impact of the temporary manpower service on the internal labor
market has not been clearly known yet, because its utilization has just become
available.

Second, furthermore, we do not know how far the service will be utilized
in the future. Therefore, even if the labor market within the large-sized enter-
prise is divided into two parts, we are not quite sure that the division will be
between regularly employed full time workers and the temporary clerical
staffs.

Because the cost of utilizing the service is expensive due to the additional
management fees, at least the following two cases are expected as regards the
division of the labor market.
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First, the user companies may directly employ the workers who are dis-
patched to the companies concerned for a long time, with the higher remune-
ration on different form of employment contract from that of regularly em-
ployed full time workers. For example, the companies may employ tl}em as
part time workers, who have the employment contract with fixed periods of
time while the regularly employed full time workers have the employment
contract without it.

Second, the user companies may make their related companies employ
those workers with the higher remuneration, and may subcontract the work
to their related companies.
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Introduction

The purpose of this report is to discuss how the occupations relating to
medical care adapt to technological development and a variety of social
changes, with particular emphasis on education and training in each occu-
pation.

The sources for this report are (1) the reports written by the government,
researchers and workers in each occupation, and (2) my interviews with
specialists. Some complementary interview surveys in hospitals were also
conducted. We interviewed staff in the Ministry of Welfare, researchers in
National Institute of Hospital Administration, staff in the Japanese Nursing
Association, and others. However, this report contains the opinions of the
author and not those of the Japanese government or any institute.

Outline of the Medical Care System in Japan

In Japan, private clinics and hospitals are the centre of medical care. One
characteristic in Japan is the high ratio of private operations not only in
clinics but also in hospitals (See Table ]). All Japanese people are covered by
one of the several public health insurance schemes. Each insurance scheme is
aimed at a different group of people and has different insurance tax details.
This means that most of medical expenses are paid by the insurance systems,
and the income of medical institutions is influenced by the reimbursement
regulations. Medical care expenses are rapidly rising, as shown in 7able 2, but
please keep in mind that Japanese statistics only show expenses spent directly
on the treatment of diseases and injuries and does not include expenses for
prevention or indirect costs. In 1961, all nationals were covered by public
health insurance schemes, and expenses showed a remarkable growth of 25%
over the previous year. When all expenses for old people came to be reimburs-
ed by health insurance systems in 1973, the expenses rose further.

The ratio of medical expenses to GNP is now about 5%, which is not as
high as the U.S.A. or European countries. The problem is the much faster
increase in the ratio in Japan. The following points can be considered as
reasons for the growth of medical expenses. On the demand side, we can point
to the advance of the age structure of the population, the increase of diseases
like cancer which require high medical expenses, and the increase in the rate
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