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Japanese Selection System as seen from

evpre

the Functional View of Educational Credentials

Kazuhiro KOHNO*

1. Introduction

The advent of a higher-education society with an increasing number of students advancing
to higher education is a phenomenon shared at least by the world’s economically developed
countries. The functionalistic explanation is that technical demand and a high educational rate

of return based on industrialization prompted this phenomenon. On the other hand, however,

problems under scrutiny, paying attention to the role of educational credentials in the process
of selecting an occupation. Most of the problems they deal with are the problems innate to
American society. (Collins 1971 1979, Thurow 1975). Therefore, while using their approach as
reference, we must shed light on the question of how educational credentials have been accepted
in Japan. Moreover, in post World WarIl Japan, it is thought that “the company” was located
at the center of this unique Japanese acceptance, as it was not until after World Warll that
companies, after achieving great expansion, developed a strong communal status nature."

This paper’s hypothesis taken from the aforementioned point of view is as follows: The
demand for higher education seemingly is being brought about by individuals. In reality,
however, the phenomenon is led by companies, becoming a demand of an extremely dependent
nature. A more innocuous facet is that educational credentials are being used by the will of
corporations. Fig. 1 gives an outline of this fundamental relationship.

I will now articulate two specific examples: The first is, for a majority of young people
today, obtaining educational credentials is not a goal to necessarily set their sights on, rather
they passively go about getting a degree as it is something they cannot avoid. Companies
determine educational credentials as a requirement for employment. Nowadays, if one does not
have a high school diploma, it does not mean merely that that person is lacking in high-school
level academic skills.

It has now come to have the far more serious implication that finding work will be difficult.

Many young people who seek to go on to higher education are not necessarily determined to
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Fig.1 The Relationship of Educational Aspiration
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pursue further education. This kind of educational ‘inflation’ continues to increase, and

educational credentials are about to become a right guaranteed by society.
Secondly, looking at where college students hope to work after graduation, most of them
choose large corporations. Even if they fail to find work at big companies, working in a large

corporation continues to represent an ideal for them. Hypothetically, in the case of Japanese
college students, let’s say that their first choice is to work for a large corporation related to
finance. But, if they fail to obtain this kind of position, it is now common for the students to,
instead of trying to get into a medium- or small-sized company related to finance, alter their
hope and try to get into a large corporation in another field (for example, manufacturing, mass
media, trading, etc.). Consistency is lacking when making the choice of what industry to get
into. In other words, the obsession with large corporations is a salient feature of Japan today
as compared to the West. As it turns out, educational credentials in Japan today are really just
a permit to get a job with a large corporation.

What must be kept in mind is that, in all cases, the independence and identity of the side
that is going to be employed is weak and the side that is doing the hiring, namely the side of
businesses, has the advantage. Of course, there are certain to be exceptions in individual cases.
The problem is the structured selection style. Below is a summary of the status of educational
credentials in Japanese society. I will also attempt to confirm the effectiveness of the screening
theory. Next, while taking the position of the screening theory, I will take up the status group
nature that has existed in Japanese companies since the end of World Waril. This is an
attempt to look for what has created a buyer’s market for companies in the market for hiring
recent graduates. Furthermore, I will look at how companies become involved in educational

organizations through the medium of educational credentials.



Kazuhiro KOHNO 195

2. Four functional types of educational credentials
Fig.2 Four Theories of the Function of Educational Credentials
Theories abound as to what effect and role productivity
educational credentials play when someone is +

looking for employment. However, it is pos- ' human capital
reproduction theory

sible, to a certain extent, to boldly categorize theory
these theories. Fig.2 shows four categories of PERSONNEL
theories employing the functions of productiv- _ . ALLOCATION

ity evaluation and personnel allocation.

Because each of these theories has its own correspondence | Screening theory

. . theory
unique perspective regarding educational

credentials, it was possible to obtain four differ-

ent types. Here, the function of productivity evaluation is related to what degree individual
labor productivity is considered. The function of personnel allocation is related to what degree
social mobility between classes is considered. In this way,
as follows: the human capital theory (productivity+, personnel allocation+), the screening
theory (productivity —, personnel allocation+), the reproduction theory (productivity +, person-
nel allocation—) and the correspondence theory (productivity—, personnel allocation—).

his associates th labors are recognized as an index

productivity (Becker 1975). In addition, high educational credentials ensure that laborers have
high skill levels and high labor productivity. This means that investment toward both public
and private education brings about an increase in labor productivity as well as a stratification
of manpower as individual workers become more skilled. In other words, educational
credentials represented by the human capital theory are a sensitive index of both the productiv-
ity and personnel allocation functions.

Next, I will look at the reproduction theory of Bourdieu and his associates. According to
this theory, the structure of social control is basically reproduced and deliberately developed
through the educational system (Bourdieu and Passeron 1970), in other words, educational
credentials, institutionalized as social capital, and the cultural capital gained from life experi-
ence. The relationships of control can be maintained invisibly by inheritance of both educa-
tional credentials and the cultural capital from generation to generation. A prerequisite is
necessary with this theory, however, as one can easily assume, because educational credentials
are the medium of reproduction. The prerequisite is that an individual’s ability and talents are
necessarily related to labor productivity. This theory is meant to justify the existing control

relationship. Therefore, educational credentials in the reproduction theory are a sensitive
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indicator of productivity, but, in reality, they function only rigidly for the function of personnel
allocation.

Thirdly, I introduce the correspondence theory of Bowles et al. This theory has much in
common with the aforementioned reproduction theory from the point of view of the fundamen-
tal composition of the maintenance of control relationships through education (Bowles & Gintis
1970). Nevertheless, the role that education plays differs slightly from the reproduction theory.
In other words, in the correspondence theory, education is forced by the side of the controller
and is a form of ideological indoctrination. Objective figures, such as labor productivity, are
not necessarily the primary meaning behind educational credentials. The problem is of an
ideological nature rather than something as concrete as labor productivity. And, it goes
without saying that the educational credentials in the correspondence theory only bring about
an extremely weak function of personnel allocation.

Lastly, I take up the screening theory. The most salient feature of this theory is the fact
that it does not highly evaluate improving productivity as an effect of education.® According
to this theory, educational organizations simply confirm innate ability, and as a result, can only
grant educational credentials and academic grades. Therefore, the correlation between educa-
tional credentials, academic grades and labor productivity is a weak one. However, this
confirmation gives credence to educational credentials and acts to carry out personnel alloca-

tion formally and effectively. Furthermore, the Collins theory and the Thurow theory come

status group. In addition, labor productivity at the workplace is not related to academic
success; it is instead based on-the-job-training (OJT) and other in-house training. On the other
hand, according to the job competition theory advanced by Thurow, rather than selling their
own skills in the labor market, workers merely compete in looking for limited work offered by
companies. Supply and demand do not revolve around wages, they revolve around the
opportunity for work. The aforementioned correspondence theory and the screening theory
both assert that the employer side does not use educational credentials as an index of skill.
Therfore, when we look at this situation, we must decide the most appropriate theory with
which to explain educational credentials in Japan. First, the personnel allocation function of
Japanese educational credentials is strong. In other words, the personnel allocation of educa-
tional credentials functions effectively among young people through the so-called system of
“Juken-senso,” examination hell. If that is really the case, graduation from junior high school,

high school, or college creates an informal vertical ranking of academic history, and graduating
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from first-or second-class schools creates an informal ranking of horizontal academic history.
Educational credentials are also involved in making a further detailed ranking. And that
ranking determines whether one is employed by a large corporation or a small company.
Second, from the point of the function of productivity evaluation, we must look at how
educational credentials operate in Japan. It is certain that when companies and other
employers carry out their hiring activities it can not be denied that they use educational
credentials broadly as an index to judge productivity. However, in Japan, where the lifetime
employment system is the norm and job hopping is still rare, the productivity of each individual
worker is not so important. What is required, however, is personal character and the general
skills of corporation. If companies do have an interest in productivity, it is only as far as the
company as a whole is productive, differing from concern about the productivity of each

individual employee. In particular, in Japan, the sacrifice of many workers in the company (for

entire company. Therefore, when we look at how educational credentials operate in Japanese

The screening theory itself merely provides a platform from which to start towards
problem solving. The question that must be asked is how the screening theory can explain the
Japanese treatment of educational credentials. The key is identifying the main organization
that actually screens people. Educational credentials, an index of the screening theory, are
granted corresponding to elementary, middle and high school educational levels. Obtaining
educational credentials at any of these levels means movement to the next educational opportu-
nity. In particular, in Japan, a rigid system called the ladder educational system is prevelant.
This selective system, which reaches all the way from elementary education to higher educa-
tion, seems at a glances as if it might represent autonomy of the educational system. The
concept of democratization, which led education in Japan after World Warll including the
objective selective system which supported the systematic reality of this democratic ideal,
appear to have heightened the autonomous mechanism of the educational system.

When we question once again, however, the screening organizations, we must turn our
attention to the party that makes the most use of educational credentials. Formally, the
screening organizations are educational in nature, but in actual fact they are companies,
abundant in the employment society of Japan. When looking for terms that symbolize post
World Warll society, Japan has been repeatedly characterized as a “corporate capitalism
society”, “company society”, “corporate society” or a “workaholic society” (Okumura 1991,
Baba 1988, Matsumoto 1983, Nihon Keizai Newspaper 1991). As the activities of corporations
are now the defining characteristic of the personality of Japanese society, the relationship

between companies and education simply cannot be ignored. Furthermore, for-profit com-
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panies have a special interests in education. This is a good reason to keep watch over

companies, which act as screening organizations.

3. Companies as status organizations

In any society at whatever level of development, social classes exist. As is well known, in
the many developed countries of the West, firmly entrenched status groups that are the source
of this long tradition continue to this day.®) Even in America where the pace of social mobility
is dizzying compared to Europe, status groups compete with each other. For example, Collins
gives the example of the racial and religious status groups that have become strongly rooted
in the U.S. Along with elucidating the mechanism of the structure of those groups, Collins
studied the effects on education that the battles between status groups have. According to his

ty is essential for individu

this reason, various kinds of status groups naturally arise (Collins 1971, p.112 of translation). A
status group can be formed based on nearly anything, including race, religion, academic history

and birth place. The status groups can be as varied and as many in number as the society
allows.

What kind of status organizations can we come up with if we look at Japanese society after
World WarlI? Now, at a time when the legalized status system is defunct, the most recogniz-
able status group is probably the company.” That company is the Japanese company,
controversial because of “revisionism” or the “Japanese-style management theory”. Conclu-
sively, it can be said that Japanese business corporations are status groups that have a certain
kind of religious function (Sataka 1990, Akimitsu 1990). This is because the relationship
between the individual and the company reaches as far as the private life. And rather than
being a rational contractual relationship, it is reminiscent of a religious connection. In addition,
we regard corporations to have status functions because one’s reputation depends on to which
company one belongs. However, Japanese companies of this nature have not necessarily
existed ever since the 1868 Meiji Restoration. Certainly, for-profit companies talked about here
are a product of the period of time following World WarlII.

In general, characteristics of Japanese management are the following: (1) lifetime employ-
ment; (2) the seniority system; and (3) in-house unions. Among these, the characteristics of the
seniority system and the in-house unions have been brought about by the lifetime employment
system. And the lifetime employment system is what regulates the treatment of educational
credentials by companies. Therefore, I will concentrate from this point forth on the lifetime
employment system.®

Concerning when the custom of lifetime employment was established, there are many
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theories (Hazama 1988). It is clear, however, that the custom was established after World War
II. Prior to that war, it was natural that primary labor was clearly distinguished from
secondary labor even within the same company in terms of treatment, so that blue collar
workers were freely laid off. However, among these workers, horizontal labor markets in each

industory were being established and movement between companies occurred frequently.

White collar workers, the elite class, were pro d lifetime employment, but in any case, these
workers represented only a very small faction. After the war, this situati hanged all at once
Companies throughout the society benefitted from the decline in agriculture and grew rich.

This led to the establishment of a system of corporate control of the working life of workers
that reached much further into their private lives.

There were three reasons that companies after the war strengthened their group status
character. The first was the breakdown of the “ie” (or familial) stystem. Concerning class
distinctions before World Warli, in addition to the common status relationships of the couple,
parent and child, and family, the family unit (otherwise called “ie”) was recognized by law
(Wagatsuma 1970 p.39). The head of the household had the considerable authority to actualize
the “ie” and had the responsibility to achieve solidarity with all members that constituted the
heart of the “ie” unit. Following World WarII, however, under the new Japanese constitution,
the social connection called the “ie” disappeared, at least formally. And individuals gradually
lost the “ie” consciousness. The significance of this phenomenon is that the preparation toward
democratization on the spiritual dimension was prepared. Secondly, the severe decline of
agriculture that took place mostly in the decade after 1955 prompted a rural exodus, breaking
apart regional communities in rural areas. As a result, many people lost their regional
community consciousness, and the many rootless laborers flocked to cities. The third reason
was the vast increase of the number of employees that made up the work-force population. The
decline of primary industries, starting with the agricultural industry, made a majority of people
a member of a company, or a member of company’s related family, and through this relation-
ship, a foundation that formed a new self-identity was forged. Due to these three reasons,
Japanese companies following World Warll absorbed many of the common workers who had
been freed of the bonds of tradition. Moreover, the industrial democratization orientation that
was the historical characteristic of Japanese management practices after World WarIl further
strengthened the system whereby companies would provide everything for their workers,

starting with the custom of lifelong employment. In this way, the company system, sometimes

referred to as “pseudo-familialism” or “familial communalism”, was formed.

1 1 a —=eu 1allilllliallslill i AQillllial LVLLANIKILIRLISI Was i 1984

[t goes without saying that in companies in the West, human relations are based on reason,
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of view of behavior patterns, Japanese companies have logic that makes them seem as if they
were religious communities. This is because competition between companies is not competition
regarding productivity, profitability, or the relative share of labor, but competition that
revolves around fighting for shares with other people in the same industry. Or perhaps the
keynote is the endless expansion of work of comparing relative indices (against the previous
month, previous period, or previous year) with other companies in the same industry. This is an

act similar to competition for expansion that takes place among religious sects. Secondly, if
talking about the behavioral style of companies, the emotional connection
solidarity among workers and the spirit of cooperation can also be mentioned as being a
priority in Japanese companies. This tendency is characterized by the labor union system
where a union is formed by a company unit within one company and also the recent cooperative
alignment between labor and management. This over-unification sometimes leads to overwork

1 Mg, I

and even death on the job, which is very difficult t

0 understand from a Western point of view.
This act is much like one of the faithful achieving martyrdom.

If companies are indeed extreme cases of status organizations, several characteristics in
the hiring of that organization’s members can be given. First, among the so-called first-level
and second-level companies, a gap in the social perception of these companies arises. In the
case of Japan, generally speaking, first-level companies are major cooperations and second-
level companies are medium-sized or small-sized business. Because workers tend toward major
cooperations, particularly in Japan, companies enjoy a structural buyer’s market in the search
for labor. Concretely speaking, it is completely up to the company as to what educational
credentials to set for hiring conditions. Furthermore, the greater the company, the greater the
buyer’s market it becomes.

The second reason is that companies as status groups are essentially closed. As long as a
closed labor market is functioning, the educational system where companies train newly hired
graduates in the ways of the company will continue to be beneficial. The most efficient way,
in fact, of getting the most suitable worker for that company is to deliberately employ
screening at hiring time to select workers on the basis of educational credentials. In other
words, because larger corporations enjoy a buyer’s market, their technique is deliberate.

Thirdly, for each worker it becomes very important as to which company he or she should
become a member, as employment is essential to how one acquires status in Japanese society.
In addition, to change jobs is to be at a disadvantage in a number of ways, necessitating a very
careful choice of initial employment. In other words, the opportunity to determine one’s own
social status is concentrated in one point of time. This arrangement makes the search for

employment by students severe indeed. It is obvious that in the back

2R Y S A A T L LR 1 v A . v “ i i 1 12N il i 1 il 2112,
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desire to become employed at a major corporation.

With this in mind, in the negotiations between workers and companies in the realm of
hiring activities, companies clearly have the upper hand. Generally speaking, in the case of high
schools, official recruiting routes on the side of the high school exist in the career guidance
room led by the guidance counselor. Nevertheless, in the case of universities, students and
companies come into direct contact to negotiate; the university is not directly involved in the
employment process. This is called the free public application system. Nevertheless, even in
the case of this application system, it must still be remembered that companies are obsessed
with educational credentials as long as they make university graduation a minimum hiring
standard. In addition, as long as the hiring practices of these status groups, or companies, are
strongly focused on educational credentials, their advantageous position will continue. Next,

I want to look at this structure more closely.

4. Selection of company leadership

When companies carry out hiring practices, they have an overwhelming buyer’s market in
the relationship with applicant. The situation is reserved, however, for small-and medium-sized
companies as large corporations attract away many applicants. Ultimately, most of the people
who obtain work with these smaller concerns carry around latent desires to join a large
corporation. Therefore, corporations still have a structural (formal) buyer’s market when it
comes to hiring. In this kind of labor market, the important key for companies and students,
as can be understood from the context of the paper thus far, is educational credentials. The
following is a study of how companies are taking initiatives using educational credentials as a
key and what kinds of effects are produced as a result.

Firstly, I will take a look at what kind of academic conditions most companies demand.
The fact that companies have the upper hand shows the establishment of educational credential
conditions at the time of employment. Even in America, where, generally speaking, credential
criteria for employment are considered more clearly defined than in Japan, employers’ stan-
dards for judging credentials are vague.(Collins 1971 p.106 of translation) For example, there
does not seem to be a clear reason even in the judgment whether to hire a high-school graduate
or a college graduate. From the point of view of worker productivity, an opinion exists that
graduates from elementary and junior high school contribute largely to productivity but more
should not be expected from graduates of colleges or universities (Collins 1971 p.103 of transla-
tion, Dore 1976 p.58 of translation, Walters & Rubinson 1983). In the case of Japan, however,
the minimum standards for educational credentials for employment for the period from roughly

1955 to 1965 shifted from graduation from junior high school to graduation from high school,
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and the shift from high school graduation to university graduation took place in the period
ranging roughly from 1975 to 1985 (Inui 1990 p.164, Amano 1982 p.205)® The key is how these
standards for educational credentials are related to the rate of students proceeding on to higher
education, in other words, why students sought to further their education. Typically, it is
thought that there are different reasons for hiring school graduates and hiring college gradu-
ates. As for hiring high-school graduates, one point of view sees it that high school graduation
became a minimun condition because workers who are high school graduates have become
greater in number than workers who have only graduated from junior high school. The other
point of view says that the arbitrary establishment of high school graduation as a condition of
employment by business has prompted an increase of people studying at high school. This
second reason is probably applicable concerning graduation from the university system, as it is

not the case in Japan where the graduates of universities outnumber the graduates of high

As a result of most people going on to high school, high-school graduation is now consid-
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neans that companies have led the
demand for college graduation. Nevertheless, to actually prove a cause and effect relationship
is difficult. What we can point to, however, is the reality that the grading up of the establish-
ment of educational credentials by business creates statistical discrimination. This discrimina-
tion almost certainly leads to an increase in demands for students to further their education.
Essentially, the demand for educational credentials over and above the necessary level for
employment conditions has transformed screening based on achievement into screening based
on ascription.” For this reason, the advantage of companies when they establish educational
credentials is essential.

Secondly, companies do not recruit new grads from open labor markets, but directly from
the ranks of educational institutions. This tendency for white collar university graduates
already started appearing during the period between the Taisho era and the beginning of Showa
era, but we had to wait untill after World WarlI to see this recruiting include junior high and
high school students as a general trend. There are many reasons why companies are bent on
hiring new graduates instead of people who have graduated in the past. The common explana-
tion is that it is easier for companies to train workers who have a clean slate as the company
will hire them for the long term based on the system of lifetime employment (Nishida 1990,
Nishikawa 1987, Urabe 1989). Nevertheless, it is unclear as to what degree it would be more
difficult to train someone who had graduated in the past and was hired in the intermediate stage
of employment compared to those who had recently graduated. One has to believe that the
tendency toward the hiring of new grads can be interpreted as a function of initiation. A more

convincing reason perhaps is that this tendency is a way to maintain the status order within the
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company. This so-called “intermediate stage hiring” can be seen as negatively affecting the
maintenance of the status order within the company. In other words, this tendency toward
hiring new grads is quite simply the choice of extreme corporatism. This practice puts extreme
pressure on the new graduate, causing strange actions on the part of university students. For
example, if a student cannot find employment in the field he or she is aiming for at the time
of graduation, the student will voluntarily delay the date of graduation by one year,

student will decide to go on to graduate school. It is not uncommon for students to aim to be
t

0
employed as a new grad
Thirdly, there is the issue of how companies evaluate the major that university students
studied. Up until the period when the rate of advancement into university was less than 20
percent, the students hired by companies mainly graduated from departments including law,
economics, commerce, and engineering. The reason for that was because compared to students
in literature, philosophy or education, “managers had it in their heads that these students are
worth more, as far as business was concerned.” (Ushiogi 1987, p.236) In fact, they actually were
worth more. Therefore, during the period when companies determined what department
students should graduate from, this kind of designation became an effecting screening tool.
Nevertheless, after about 1975, companies gradually eased designating appropriate university
departments, and even though now a university diploma is sought after by companies, it is
uncommon for them to ask what a student’s major was.®
With this situation in the background, companies assume that most college students have
the character of salaried employees. If, in fact, the chance for employment is available for
students no matter the department from which they graduated, the thought process of high
school students that says “what school can I get into” rather than “what do I want to study”
will become even stronger because what school one graduates from is considered more impor-
tant than what one studies. The increase of so-called “involuntary attendance” lies in this kind
of mechanism. For example, if we take a look at the ratio of new grads in the office and sales
related work, we find that in 1955, 84 percent was made up of people who had graduated from
social science related departments. By 1991, the number was 88 percent, an almost identical
figure. Concerning this in humanities, the rate was 40 percent in 1955, and 72 percent in 1991,
a considerable increase. Concerning those graduating from education, in 1955 it was less than
1 percent and in 1991 it had risen considerably to 31 percent. The trend of companies not to
ask about majors at the time of employment has apparently exerted considerable effect on the
path that a student chooses.
The fourth point I would like to mention is the system of designating appropriate schools

from which to hire. Of course, this system does not exist officially. Despite that many

19 93 J 2az &

testimonies to the contrary prove the existence of an actual designated- school system. (Asahi
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shimbun Newspaper, 1992) For example, the hiring policies of a certain life insurance company
is reported to be the following: “Publicly, we do not adhere to the system of school designation,
but in actual fact, the universities from which we will hire people are already determined.
These schools number slightly less than 50, and the targeted number of students we hire from

each school is also pre-determined.”(Takeuchi 1988, p.7) Furthermore, this company further

S
classifies the

o

niversities into which will supply the potential managers, salespersons, and
technicians when it hires new employees. After hiring, however, it is usually the case that
itest mobility among them rather than sponsored mobility based on this classification is
developed. The problem with this designated-school system is its inherent social exclusion.
The employment opportunities for people who did not graduate from targeted universities are
taken away. If companies are indeed free to hire who they choose, then at least they should
publicize the designated schools beforehand.

Originally, the point of view that Japanese companies held about ability was divided into
a flock of high talented laborers of limited number and a populous flock of general laborers.
What expressed this phenomenon symbolically was the famous economic council report entitied
“The subject and countermeasures concerning the development of human ability in economic
advancement”(1963). Nevertheless, the boom starting in the latter half of the 1960s and lasting
to the latter half of the 1970s that saw a dramatic increase in the number of people going on
to university education mass produced college graduates who had, until that time, been
regarded as highly talented workers. As a result, companies shouldered the burden of choosing
the small number of truly highly talented people from among them. As a result of the
compromise between the true purpose of the companies and the public opinion that favored
abolishing the designated-school system, the system was swept under the rug. If a certain
company has actually decides ahead of time to hire only those people who have graduated from
schools that they have designated while officially insisting that they grant equal opportunity for
everyone, then those who have not graduated from one of the designated colleges are forced to
make extra efforts to seek employment, making this situation inherently unjust.

The fifth point I want to look at is how companies evaluate graduate school. What can be
raised as an index to express this in the extreme is whether there actually is a hiring frame that
includes graduates from graduate school. According to a survey by Recruit Ltd., 10 percent of
the companies surveyed about their hiring practices said that they had a framework for hiring
graduate school students who had graduated from the sciences. Only 4 percent of the com-
panies had the same framework for graduates of humanities. (Recruit 1988). For most
companies, the graduates of graduate school fall into the same category as university gradu-
, ar ! W ] ex W 1ese students. Again, ng to the

same survey, concerning whether the company specifies the major of the graduate student at
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the time of hiring and position the company would offer, the largest number, 47 percent, said
that for students graduating in sciences “we specify a major, but not the position they will
take.” For those students in humanities, an overwhelming number, 60 percent, said that they
“did not specify the major or the position.” Especially for the students in humanities, companies
are lacking in the attitude that considers the added value brought about by their graduate
school education and they are really trying to foster more generalists based on the system of
lifetime employment rather than specialists.

This kind of treatment of graduate school graduates by companies affects the path that
students choose after graduation. For example, 15 percent of those who graduates from
engineering related departments in university go on to graduate school. However, only 3
percent of those who graduate from humanities and less than 1 percent of those who graduate

from the social sciences do the same. When looking at the percentages of people who are

nm , ! righ t 43 p Y
percent of the entire body of the three majors science, engineering and agricultural sciences),
humanities stands at 10 percent, and the social sciences are at a very low 9 percent. In terms

of the capacity of master’s courses, engineering departments are at 122 percent of their capacity
while the social sciences are at 55 percent of capacity. (Miura 1991). However, 88 percent of
those who have completed master’s degree programs, even in engineering related fields, would
choose to be company employees. What these figures indicate is that for white collar employ-
ment, university graduation is sufficient as an educational credential. In addition, even in the
hiring of employees related to technological fields, companies judge that a master’s degree is
enough. One company that hires those who have graduated from graduate school says,
“university graduation is enough for us, but because everyone is going on to graduate school,
we now have to hire students with master’s degrees.”(Kobayashi 1992, p.32) The attitude of
Japanese companies toward people going abroad to earn M.B.A. is symbolic of this. Namely,
the true purpose of a company sending an employee in order to get an M.B.A. is merely “giving
the employee a chance to come into contact with international ways, not acquiring the business
ways of the West.”(Greenless 1992) Generally speaking, companies do not expect that getting
an M.B.A. will result in an immediate return regarding business. Furthermore, companies do
not increase remuneration for these employees. The reason why Japanese graduate schools are
in a weaker position compared to those abroad lies in the fact that Japanese companies do not

place much importance on graduate education.

5. Conclusion

As stated above, companies have a large influence on education through educational
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credentials. It goes without saying, however, that it is not companies that grant educational
credentials, but in fact it is the educational organizations themselves. In this sense, it would not
be accurate to say that companies directly interfere with education as selecting
organizations."” As the contract parties, the student being hired and the company are equal.
However, how companies have manipulated the selection system rules has become clear
through the actual examples we have looked at.

There are two remaining problems. One is the consciousness of the side that is being hired.
We now know the aggressive influence placed on education by companies, a necessary condi-
tion in understanding the Japanese selection system. It is also necessary, however, for us to
come into contact with the consciousness of the side that is being hired by companies. And, as
long as companies continue to keep this selection system functioning effectively, it is probably
a sufficient condition. The key to thinking about this problem is the concept of underemploy-

ment. This is defined as the condition where a worker is engaged in work that does not take

typical cause of underemployment is the inflation of educational credentials. In Japan,
however, despite the fact that the demand for going on to higher education is so deeply rooted,
the evil of underemployment is not debated very much. Many college graduates, especially
women, are resigned to doing simple labor, a situation unique to Japan. Generally, according
to the we
worth. But, when workers reach middle age, they get paid more than their ability indicates.*?
In other words,the japanese wage system does not necessarily accurately reflect worker
productivity. This reality suggests that the underemployment of young people in Japan is
institutionalized into the work system. Put another way, this also means that the self aware-
ness toward an appropriate use of skills for the people being hired by companies is extremely
weak. We have to further explore this problem.

The second issue is how companies will respond to educational credentials in the midst of
the movement toward the modernization of employment. This kind of modernization, is a
movement that will shift companies from a Gemeinschaft character to a Gesellschaft character
through the introduction of an ability evaluation system based on merit. This is a movement
that will change the company from a status group to a functional group with contracts serving
as the medium. In fact, the shortage of young labor and the excess of middle-aged labor that
Japan now faces are forcibly changing the face of Japanese management practices. If this is
true, the kind of companies described above cannot help but become more sensitive to labor
productivity. In fact, in the organizational structure of the company the specialist system, the

merit system and the yearly salary system have all been tried before. In the facet concerning
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company hiring policies, hiring by type of work, hiring throughout the year, and hiring without
asking for academic records have all been employed at one time or another. However,it will
be very difficult for these movements to completely change the status group system that makes
up present day companies. In order for companies to change their characters, the breakup of
the lifetime employment system must be a precondition, thereby creating a situation where
changing jobs would not be disadvantageous for workers in social affairs, rather it would be an
advantage as it is in the West. When this kind of situation arrives in Japan, it is possible that
educational credentials will be taken full advantage of in the future. Therefore, due to this kind
of viewpoint, it will become necessary in the future to seek a procedure for accepting educa-

tional credentials.

NOTES

S ¢ 1 P 2 TT Taman ke hio
pre-World Warll Japan, he ha

companies after World Warll. (Amano, 1982)

not treated the great changes in the social role of

w

(2) In the screening theory, there are many variations. Some representatives are as follows:
Arrow’s filtering theory (1973), Spence’s signaling theory (1974), Thurow’s job competition
theory (1975), and Berg’s (1970), Collins’ (1971, 1979), and Dore’s (1976) credential theories. In
addition the theories of Layard and Psacharopoulos (1974), Riley (1979), Stiglitz (1975),
Taubman (1973), and Wolpin (1977) can also be mentioned.

(3) According to Collins’ categorization (1988 p.152), a status group is a community composed
of people sharing a sense of identity with a common life style.

(4) The group based on academic career can be regarded as a statistical one but it is not
necessarily a status group.

(5) Strictly speaking, the lifetime employment system is long-term stable employment that
mainly takes place in major corporations.

(6) During the decade following 1955, the rate of advancement to high school increased to 70
percent from 50 percent (1955: 51.59%, 1965: 70.7%). In addition, by the end of the decade
starting in 1965, the rate of advancement to high school had increased to 90 percent and after
that gradually increased to within the 90 percent range (1974: 90.8%, 1985: 93.8%).

(7) Refer to Kajita (1981). The public employee test is limited by age. The reason the
establishment of limits based on academic and educational credentials has not been estab-

lished is considered to lie in this point.

-+

(8) The employment rate of graduating college students in the spring of 1992 fell for the firs

time in five years for men and the first time in 16 years for women. On the other hand, the
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rate of advancement to graduate school for both men and women reached an all time high
(Nihon Keizai Shimbun, Inc., Nov. 7th 1992). There were many reasons for this phenomenon,
but one of them was the lack of hiring on behalf of companies due to the economic downturn.

(9) As of 1990, the number of university departments reached the highest number at 91.
Moreover, considering the increase in the number of inter-disciplines departments, it has
perhaps become more difficult to inquire of a student’s major field of study. It is difficult to
imagine, however, that this provides the major reason for the lack of questions about a
student’s major.

(10 It is necessary to note that the response of companies regarding employment agreements
is something that effects the selection process. From this point forth, the constructive
reaction as seen in the college relations programs of American companies is interesting as it
is completely different (Saito 1991).

(1N Regarding thig iggue refer to Clooo and Shockev (1084)
(1) Kegarding this issue, reter to CLlogg and >hock ey (1904)

(12 Ono considers this to be derived from the cost-of-living security wage structure that

attaches more importance to age than skill (Ono 1989).

P g g e e p—— 1 o, o,

KEFERENCES

Akimitsu, Sho. 1990, Bunka to shiteno Nihonteki Keiei (Japanese Management as Culture), Chuo
Keizai Sha.

Amano, Ikuo. 1982, Kyoiku to Senbatsu (Education and Selection), Daiichi Hoki.

Arrow, K J. 1973, “Higher Education as a Filter”, Journal of Public Economics, Vol.2, pp.193
-216.

Asahi Shimbun. 1992, The reader’s columns, May 23rd and Sep.8th.

Baba Koji. 1988, Kyoikukiki no Keizaigaku (Economics of Educational Crisis), Ochanomizu
Shobo.

Becker, G.S. 1975, Human Capital, Columbia University Press.

Bowles, S. & Gintis, H. 1976, Schooling in Capitalist America, Basic Books.

Burris, B.H. 1983, No Room at the Top, Praeger Publishers.

Burris, V. 1983, “The Social and Political Consequences of Overeducation”, American Sociologi -
cal Review, Vo0l.48, pp.454-467.

Clogg, C.C.& Shockey, J.W. 1984, “Mismatch between Occupation and Schooling”, Demography,
Vol.21, pp.235-257.



Kazuhiro KOHNO 209

Collins, R. 1971, “Functional and Conflict Theories of Educational Stratification”, American

Sociological Review, Vol.36, pp.1002-1019.
1979, The Credential Society, Academic Press.
1988, Theoretical Sociology, Harcourt Brace Jovanovich.

Dore, R. 1976, The Diploma Disease, George Allen & Unwin Ltd.

Greenless, J. 1992, “Why Japan Scorns MBAs”, The Times Higher Education Supplement, Feb.
14, p.10.

Hazama, H. 1988, “Syushin Koyo Kanko (Lifetime Employment)”,in Nihon Romu Kanri Shi,
Dai 1 kan, Koyosei (History of Japanese Personnel Management, Vol.1, Employment System),
edited by Nakajo & Kikuno, Chuo Keizai Sha.

Inui, A. 1990, Nihon no Kyoiku to Kigyo Shakai (Japanese Education and Company Society),
Otsuki Shoten.

Kajita T. 1981, “Gyoseki Shyugi Shakai no nakano Zokusei Syugi (

Lo 2 N Yy Aai 2y

ment Society), in Shakaigaku Hyovon (Japanese Sociological Review), Vol.32-3, pp.70-87.

Maigalrisinca n

1 P : B T TN 7 o WIS SN
Cobayashi, S. 1992 hingaku to Daigakuinsei no Syushoku {Going on to

Kobayashi, S. 1
Graduate School and Employment of Graduates of Graduate School), IDE, Vol.337, pp.26-32.

Layard, R. & Psacharopoulos,G. 1974, “The Screening Hypothesis and the Returns to Educa-
tion”, Journal of Political Economy, Vol.82, pp.985-998.

Matsumoto, K. 1983, Kigyoshugi no Koryu (The Rise of Companyism) Nihon Seisansei Honbu.

Miura M. 1991, “Daigakuin Shyushi Katei no Kino Bunka ni kansuru Ichi Kosatsu (A Study of
Diversification in the Function of Master Courses)”, in Kyoiku Shakaigaku Kenkyu (The
Journal of Educational Sociology), Vol.48, pp.124-145.

Monbusho, Gakko Kihon Chosa Hokoku Sho (A Report of basic Inquiry of Schools), Okura Sho
Insatsu Kyoku.

Nihon Keizai Shimbun, 1991, “Japanese and Company”, in May 5th edition.

Nishida, K.1990, Nihonteki Keiei to Jinzai (Japanese Management and Talent), Kodansha.

Nishikawa, S. 1987, Rodo Shijyo (Labor Market), Nihon Keizai Shimbun Sha.

Okumura, H. 1991, Hojin Shihon Shyugi (Capitalism based on Corporate Body), Ochanomizu
Shobo.

Ono, A, 1989, Nihon teki Koyokanko to Rodo Shijo (Japanes Labor System and Labor Market),
Toyo Keizai Shinpo Sha.

Recruit, 1988, “Kigyo kara mita Nihon no Daigakuin (Japanese Graduate School from a
Viewpoint of Company), The College Management, Vol.30.

Riley, J.G. 1979, “Testing the Educational Screening Hypothesis”, Journal of Political Economy,
Vol.87, pp.227-252.

Rumberger, R.W. 1981, Overeducation in the U.S. Labor Market, Praeger Publishers.



210 Research in Higher Education — Daigaku Ronshu No .23 (March 1994)

Sataka, M. 1990, KK Nippon Shyushoku Jijyo (Current Situation of Ewmployment in Japan as
Company), Kodan Sha.

Saito, K. 1991, “Beikoku daigaku ni okeru Shinsotsu Saiyo no Genjyo to Gurobaru Ka (Present
Situation of Recruitment of New Grads from American Universities and Globalization), in
Kikan Rodo Ho (A Quarterly Magagine: Labor Laws), Vol.159, pp.86-92.

Sanyal, B.C. 1987, “Graduate Unemployment and Education”, Economics of Education Research

and Studies edited by G. Psacharopoulos, Pergamon Press, pp.172-179.

Smith, H.L. 1986, “Overeducation and Underemployment: An Agnostic Review”, Sociology of
Education, Vol.59, pp.85-99.

Spence, M.A. 1974, Market Signaling, Harvard University Press.

Stiglitz, J.E. 1975, “The Theory of Screening, Education and the Distribution of Income”,
American Economic Review, Vo0l.65, pp.283-300.

Takeuchi, Y. 1988, “Shushoku to Gakureki (Employmen
pp.5-12.

Taubman, P.J. & Wales, T.]. 1973, “Higher Education, Mental Ability, and Screening”, journal
of Political Economy, Vol.81, pp.28-55.

Thurow, L.C. 1975, Generating Inequality, Basic Books.

Urabe, K. 1989, Nikhonteki Keiei wo Kangaeru (Thinking of Japanese Management), Chuo Keizai
Sha.

Ushiogi, M. 1987, “Gakko kara Shokuba e (From School to Place of Work), in Kyoiku wa Kiki
ka (Is Education in a Crisis?), edited by Amano et al., Yushindo, pp.228-239.

Wagatsuma, S. 1970, Minpo (The Civil Law), Keiso Shobo

Walters, P.B. & Rubinson, R. 1983, “Educational Expansion and Economic Output in the U.S.
1890-1969”, American Sociological Review, Vol.48, pp.480-493

Wolpin, K.I. 1977, “Education and Screening”, American Economic Review, Vol.67, pp.949-958.

P A o~ PRSI o IR, -
t and Academic Career)”, IDE, V0l.292,



211

X B L RE R TEU s > H ANRRERH B
A H SOV iBerY R 2= D A0 O ARY IS IX PRI

WoW OB

DWXDEMIL, DFEC) — FINTARFRBRER 2N TEHI L TH D, —RIREHER
*%H

i, ARRAHEG, HAEEER, MSHER, X7V = 7E#HRADDL, INH0) B
HE2DBBBRESMTHICLEZb LV, X2 ) —=  7BRTH D, 87 519604 LI

~ TN ~ & PARAY

DEBLEBRRPKRFEADEEFENIL, FBA 7V —varvibhbl, BERBICL - TEEY
FNFNOHEHMICE LV SN ARKAVEHENLTWE2LTH 5,

BARDZ NDEBEVFRERE KD 2BAIL, FNP—THAEERB~NDOLERGLL->T 1D
PoTHb, ~HERICHERNLKGERNEIOELHAMMNGIERLILL, SWREEBRES

S/l ) o Ay 2 R4 ) 3 L sk o2 NNl o B b el e - 2 A\ l‘l/!\n—.l.-‘/\-'l-'l,-mb
CRELTEHEECERL L) LA D, CORBEMOBRFHEVRILT 5, SHOBARDENE
CUdy, FRBEETRAZZEATELZLE W) 28 LN D, FREFEORIKBEICEHLE D> TWD,

COBLEIRALHT, BEVRATACHEERIZIL TS, B1ICOEIrr2BEFL5I & T
58T, HERFFDOICHFEIN TV, E2XLEIrFXRBICILLEIEIREST, FY
DB TELVEEICHBEI M) TARBOIEREL > TV b, &3 ICHEIRARICER
R b w@ny, FHBREOMEEH T A INITLTWE, 4124 07+ —2LLRIFER
HIEE %S, MBS CEALREIALZ D726 LTw 5, 85 ICRFE D 6 D KEFREFE DK\ FHE 4%,
KERMEEZIZ 2BEEZRL TV, TNHDBRRIZ, BEIFIBELERLBROTEMICFHELT
WBRZEERLTWS, ZLTZDIEITE-T, MEMNICLENREIC LK - 7B R
INTwb,

* RBILRY BEFHBIHIIE (KFRERELY s —KANRA)






