Chapter 7

Human Resource Management of Japanese corporates with Regard to

Conversion to Standard Employment from Non-standard Employment

Makoto Fujimoto!

1. Introduction - Analytical Objectives of This Report

With the increased utilization of non-standard employees by Japanese
companies, non-standard employees have been making up most of employees at work
places in retail and service industries and they have become the essential existence in
business management. Also, with their work contents and ability improved, more and
more non-standard employees have come to work no more differently than standard
employees. The former is a phenomenon called “Development of quantitative
utilization” and the latter is one called “Development of qualitative utilization”
(Honda [2004]). Corresponding to this “Development of utilization” of non-standard
employees or for the purpose of taking further development of utilization, companies
have been reconsidering various treatments of non-standard employees (Nakamura
[1989], Honda [1998], Tokyo Labor Bureau [2002], Takeishi [2003b] et al.).
Concretely, large number of companies has been replacing the group management
system that controls non-standard employees with a unitary hourly wage with the
“Individual wage management” (Honda [1998]) system that reflects ability and
performance of individual non-standard employees as well as enforcing the system of
promotion and enhancement of status with their improved ability. Further, the
movement of converting a part of non-standard employees to standard employees has
also begun to be seen.

Recently, conversion to standard employment from non-standard employment

has been attracting social interests not only as an effective human management

1 Aresearcher of the Japan Institute for Labor Policy and Training
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method that accompanies development of utilization of non-standard employees but
also as a way to realize the equal treatment between non-standard employees and
standard employees? as well as an effort to promote career development® of young
non-standard employees. With regard to the effect of conversion systems to standard
employee on non-standard employee’s career development, from the analysis of data
that combined work place ballots and individual ballots of “Comprehensive Survey on
Actual Situation of Part-time Workers” by the Ministry of Welfare and Labour,
Ishihara, Sato and Hara [2006] suggested there is a statistically significant positive
correlation between existing conversion systems in the current work place and the
wish to become standard employees by non-standard employees, which as the result,
indicates that the conversion system to standard employees effectively promote the
staying of competent non-standard employees.

However, there are not enough investigational studies on conversion to
standard employment. Especially only little analysis has been done on how companies
have been proceeding on the conversion, what are the main factors affecting the
procedure of the conversion, or how the differences in the procedure have effect on
the conversion. Needless to say, companies have its initiatives in deciding
implementation and operating the conversion. When discussing the future of
non-standard employees and young non-standard employees who have already settled
in “Development of utilization,” it has becoming necessary to understand the actual
situation of conversion to standard employment in detail according to the corporate
management and human resource management.

This paper utilizes the results of questionnaire collected by Rengo Research

Institute For Advancement of Living Standards [2004], a unique research study on

2 Ministry of Health, Labour and [2002] proposes that the employees in charge of the similar
role and responsibility to standard employees among part-time employees should be treated as
“a short-time standard employee” that is subjective to evaluation of the capacity and the wage
determining system in the same way as standard employees although the fixed working time is
shorter than standard employees.

® For instance, in “Youth Independence and Challenge Action Plan” announced by the Youth
Independence and Challenge Strategy Conference in October 2005 as a way to promote constant
employment of young people subsiding on part-time work as Furita, development and spread of
a manual for constant employment of them are focused.
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conversion to standard employment. Firstly we will reveal the differences between
companies in implementation of the conversion or the establishment of the systems
and then discuss to which extent the factors for these differences can be required in
utilizing and rearing non-standard employees in companies. Next, focusing on the
companies that enforce the conversion to standard employment, we will confirm
differences in human resource management with regard to the conversions among

these companies and then verify the effect on the achievement of standard employees.

2. Data

This report utilizes the results of the answers to questions related to the
conversions to standard employment among “questionnaire inquiry on the
diversifications of employment method of young people and its human resource
rearing” performed by United General Life Research Institute over the period between
July 2003 and August 2003 (hereinafter referred as “United General Research
Institute Investigation”). As for the set of data, we received license and entrusting
from SSJ Data Archive of Japan Social Research Information center of Social Science
Research Institute of Tokyo University.

This research aims to reveal the employment and human resource rearing of
young standard employees (standard employees approximately under the age of 30)
and tries to understand the actual situation of mid-career recruitment of
non-experienced young people and the skill and career development of young people
inside companies as well as the conversion to standard employment®. Thus, the
method of extracting target companies for the questionnaire is different from general
random extraction. 3000 companies that met the purpose of the investigation were
extracted from recruitment advertisement in recruitment magazines or from websites

on Internet®.

* Concerning the overview of the investigation results including the situation of recruitment
welcoming inexperienced people, it is summed in Sato [2004] as well as in United General
Research Institute [2004].

® Concretely, the companies that say “have the conversion to standard employment of side-job
workers” and that employ job applicants without previous experience in the job they applied are
mainly extracted. Refer to Research Institute for advancement of Living Standards [2004:5] for
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The extraction way of questionees indicates that the companies surveyed,
which enforce the conversion, implementation of conversion to standard employment
aggressively most of Japanese companies and may be different from the general
situation for conversion to standard employment. However, it is also considered that
the actual situation and problems regarding the conversion can become obvious in the
companies which are positive to the conversion. Accordingly, although there are some
investigations on existence of conversion, this investigation by United General
Research Institute is the only research during recent years that has dealt even with the
actual situation of the conversion. Therefore, admitting the investigational targets
include some bias, we will adopt them as analytical targets in consideration of the
importance of the investigational targets and value of the investigational contents.

The number of companies that replied to the questionnaire was 204 out of
3000 (effective replying rate is 6.8%). A part of them (8.8%) was the answers made by
other operational sites than the headquarters and head offices, the answers were not
about the whole company but about the situation of the operational sites. This report
took 129 companies and operational sites (11.6% of them are operational sites besides
the headquarters and head offices) which employ non-standard employees such as
part-time workers, side-job workers and contract workers under the age of 30 as
analytical targets among 204 companies and operational sites that replied to the
investigation®. Table 1 shows the basic attributes of these 129 companies and
operational sites. Service industry makes up approximately one third of all the
industries and manufacturing industry and retail industry are relatively high with
13.2% and 11.6% respectively. About the employment scale, companies with less than
29 employees is the highest as 27.1%, those with less than 100 employees is nearly
50% and those with less than 300 employees makes up nearly 70%. Thus, minor
enterprises make the majority part. In addition, companies and operational sites that

do not have either Labor Union or Employee Association reach nearly 60%

the details.
® Respondents were required not to include “Student side-job workers” in this “side-job
workers”.
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Table 1: Attributes (%) of Industries surveyed (n=129)

CIhdustrer <zcak of standard emplovessy {presence Dfa:istg:ri:t?;’g of efrployes
Construction 3.9|29 27 .1 |Prezence of Labar Union 171
Marufacturing 13.2|10-09 22 5| resenes of Employee 18.6
Wholezale 7.g|100-233 21.7 |Presenca of the both 0.8
Tranzport 1 /|300-433 5.4 |Prezence of none 897
Financial and Insurance 3.1/500-853 10.9
Immovable property 4 7 (1000-2563 3.9
Retail 11673000 6.2
Food and Lodgine 8.5
Service 326
Others 10.9

Data source: from the data set “questionnaire on the diversification of recruiting method of
young people and rearing of human resources” performed by Research Institute for
Advancement of Living Standards.

The same applies to the other figures below.

3. Utilization of Non-standard Employees and Conversion to Standard

Employment

3-1 Quantitative and Qualitative Aspect of Utilizing Non-standard Employees
and Conversion to Standard Employment

As is mentioned in the preposition, human resource management strategy of
the conversion to standard employment has been introduced as quantitative and
qualitative development of utilization of non-standard employees. However, it is
hardly revealed which sort of utilizing situation of non-standard employees is tied
with which sort of conversion to standard employment. Concerning these points, we
will confirm the trends observed in the data.

Table 2 shows the relation between the percentage of non-standard employees
in respondent companies and operational sites and the situation of the conversion.
When classifying the answers by percentage of non-standard employees to the
question whether the companies converted to standard employment from non-standard
employment during the past three years, less than 50 percent of the companies or

operational sites with less than 20% of non-standard employees have enforced
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conversion for the part three years, but those with over 20% and less than 50 % of
non-standard workers that enforced the conversion during the past three years reaches
56.7%. In case of the companies and operational sites with over 50% of non-standards
employees, the conversion rate increases to 84.6%. Especially the increase rate of the
percentage of the conversion implementation was high when the percentage of
non-standard employees reached more than 50%.

On the conversion to standard employment, Research Institute for
Advancement of Living Standards also asked the way of the conversion
implementation in addition the results of the implementation during the past three
years. This implementation method is divided into three: “enforce the conversion
based with the systems established,” “enforce the conversion without the system” or
“do not enforce the conversion at all.” The way of implementation and the
implementation result during the past three years are not always related. “Do not
enforce the conversion at all” is included in “no result of the conversion
implementation during the past three years” here. On the other hand, there are some
companies that had no result of the implementation during the past three years within
those that are categorized as “enforce the conversion with the systems established” or
“enforce the conversion without the systems”. Table2 shows the category of the
conversion methods depending on the percentage of non-standard employees in each
company. In the same way as in the implementation rate of the conversion, the rate of
the companies that have the conversion systems increases when the percentage of
non-standard employees versus the whole employees gets higher. However, about the
rate of the companies that have the systems, those with less than 20% of non-standard
employees have 22.7% while those with 50% of non-standard employees have 43.6%.
The rising rate with the increased percentage of non-standard employees is not as high

as the rate of the conversion implementation during the past three years.
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Table 2: The percentage of non-standard employees in the companies
and operational sites and the situation of the conversion
to standard employment (%).

Corwersion , No conversion Conversion : Corversion
n implement - ire|enent with the 1 without the
during the + during the systens ' systens
past 3 wears | past 3 vears \
T of non-ztandard emplovess : X
Less than 20% 44 455 455 227 . 545
20E-50% 30 a5.7 ! a0.0 5.7 ! 03.3
More than GO 9 a4 .5 ' 10.3 435 ' 487

How can be thought the changes in the number of non-standard employees
have an influence on the conversion to standard employment? According to Table 3,
among the companies and operational sites that had almost constant or decreased
percentage of non-standard employees during the past three years, approximately 60%
of them had a history of the conversion implementation during the past three years
and the situation is hardly different from those that had less than 20% increase in the
percentage of non-standard employees during the past three years. However the
companies and operational sites that had more than 20% increase in the percentage of
non-standard employees during the past three years had nearly 80% rate of the
conversion implementation during the past three years. Meanwhile, with regard to the
establishment of the conversion systems, only 40% of them established the systems
with no difference between among any groups divided by the fluctuation patter in the
percentage of non-standard employees. The increase and decrease in the percentage of
non-standard employees seem to have little to do with the establishment of the

conversion systems.
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Table 3: Fluctuation of non-standard employees during the past three years
and the situation of the conversion to standard employment (%)

Elu:urr-.fersim : Nulmnversiun Conversion : Conversian
n d'uf"fi':gf“i”é ! d'urfi':g"‘i”;e with the | without the
pazt 3 wears | pazt 3 wears systenis | systems
Fluztuat ion in the nmber of non- ! !
ztandard emplovees during the past I I
3 wears ' '
More than 20% increass a9 793 ' 17.2 414 ' 517
Less than 208 increass 43 505 ' 349 74 ' 44 2
Almozt constant or decrease A7 574 : 34.0 340 : 532

Concerning the relation between qualitative aspect of utilization of
non-standard employees and the conversion implementation, first of all, how the
situation of the conversion implementation can change depending on the difficulty of
work that non-standard employees are in charge of at the companies and operational
sites was investigated (Table 4). Research Institute for Advancement of Living
Standard asked the difficulty of the work non-standard employees are responsible for
as a period required for an inexperienced person to learn the work. There were no big
difference in the rate of the conversion implementation between the companies or
operational sites where the work that non-standard employees are in charge of
requires less than three months for an inexperienced person to lean it and those where
it requires more than three months; the former has the 66.2% of the conversion
enforce and the later has 61.8%. On the contrary, concerning the percentage of the
companies or operational sites that have the conversion systems, there was a
difference in the answering situation depending on the difficulty of work non-standard
employees are in charge of; the sites where non-standard employees’ work requires
less than three months for an inexperienced person to learn have 29.9% and those

where it requires more than three months have 45.5%.
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Table 4: The difficulty of the work that non-standard employees are usually
in charge of and the situation of the conversion (%)

Corwersion | No conversjon Conversian : Corwversian
n implement 1 ire|enent with the | without the

during the | during the syt elis | =yt s
pazt 3 wears | past 3 vears Y ! Y

The period required to learn the ! !

usual work I I

Less than 3 wears G5 GR.2 ! 27 292 ! ah.9

More than 3 vears 55 1.9 ! 327 45 5 ! 436

As far as is seen on the basis of the difficulty of the work non-standard
employees are usually responsible for, there is no difference in the conversion
implementation. However taking it into consideration that the presence of
non-standard employees whose work have become highly advanced enough to be
similar to standard employees triggered the conversion as a personnel management
policy, what is controlling the conversion implementation may be the situation of
non-standard employees that are doing more advanced work than usual non-standard
employees. Therefore, the situation of the conversion implementation was tallied up
depending on the difficulty of the most advanced work that non-standard employees
are in charge of in the companies or operational sites that answered (Table 5).
However, the conversion implementation was not affected by the difficulty of the
work even based on the most advanced work non-standard employees are in charge of:
the percentage of the companies or operational sites that have enforced the conversion
during the past three years was approximately 64% in both two groups; one is
companies or operational sites where the most advanced work of non-standard
employees requires more than three years for a inexperienced person to learn and the
other is those where it requires more less than three years. On the other hand, with
regard to the percentage of the companies that established the conversion as a system,
the companies or operational sites with high difficulty of work have high scores,
approximately 15 points higher. It was the same as when they were tallied up
depending on the difficulty of the work non-standard employees are usually in charge

of.
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Table 5: Difficulty of the most advanced work that non-standard employees
are in charge of and the situation of the conversion (%).

Corwersion , No conversjon Conversion : Conversion
" d'u’“rF;':g‘“i”IL d'urfi':g"‘i”;e with the 1 without the
past 3 wears | past 3 wears systens : systens
The period required to learn the ' :
most advanced work ! '
Less than 3 vears 53 63.5 ! 30.2 285 ! 57.1
More than 3 vears g5 G35 ! 309 455 ! 43.6

About the relation between the qualitative aspect of utilization of non-standard
employees and the conversion implementation, as far as looking at the situation of the
conversion implementation based on the differences in the difficulty of the work
non-standard employees are in charge of, the conversion rate does not increase in the
companies or operational sites with high difficulty of the work non-standard
employees are in charge of. On the other hand, it is suggested that the companies or
operational sites with more difficult work non-standard employees are responsible for
may tend to establish the systems for the conversion. In addition, as a qualitative
aspect of utilization of non-standard employees, let’s look at the relation to the
conversion by taking into consideration the position non-standard employees are
assigned to (Table 6).

Depending on the highest position where non-standard employees are assigned,
the situations of the conversion implementation were tallied up. Different from the
tally based on the level of the work non-standard employees are in charge of, there
were differences between different groups depending on the existence of the
conversion implementation during the past three years and also on the existence of the
conversion systems. With regard to existence of the conversion implementation
during the past three years, the percentage of the implementation was 56.6% in the
companies or operational sites where non-standard employees are not assigned to a
position where instruction or evaluation is to be performed while the percentage was
75.7%, about 20% higher in the companies or operational sites where non-standard

employees in the highest position can get a position to perform instruction or
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evaluation. Also, about the percentage of the companies or operational sites that have
the conversion systems, the percentage was 45.9% in the group where the highest
position can be a position to perform instruction or evaluation and nearly 15 points
higher than the group where non-standard employees never get a position to perform
instruction or evaluation. The results of tallies in Table 5 and Table 6 show that the
conversion implementation is not promoted by the development of utilization in the
content of the work but there is a possibility that the conversion is promoted by the

development of utilization in terms of office organization.

Table 6: The highest position non-standard employees are assigned to
and the situation of the conversion (%).

Corwersieon : No carvers ion Conversion : Corversion
n implement -, ire|ement with the ' withaut the
during the | during the " ' n
pazt 3 wears 1 past 3 vears FYFLENE o EYSLEME
The pozition of non-standard I I
enp | ovees : |
Wot & pozition to do instroction : |
ar evaluat fon g3 6B : 337 301 : a6.B
& position to do instruction ar ' I
evaluat ion 37 = ! 216 459 ! 378

3-2 Guidelines and Strategies for the Staying and Rearing of Non-standard
Employees and the Conversion to Standard Employment

In addition to the aspects related to utilization of non-standard employees as
itself including the scale of non-standard employees utilized and sorts of work and
position they are assigned to, what can be thought to have an influence on the
conversion to standard employment is the attitude and strategies of companies and
operational sites toward staying and rearing of non-standard employees. There is a
possibility that companies and operational sites more positive to staying and rearing
of non-standard employees promote the conversion implementation or systemize it for
the purpose of enhancing the motivation of non-standard employees toward their
staying and career development. The analytical result in the preposition by Ishihara,

Sato and Hara [2006] suggests this possibility. It is also possible to consider that
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companies or operational sites that put their efforts on rearing non-standard
employees promote the conversion and try to take further advantage of them in order
to recover the rearing cost.

Table 7 shows the tallied situations of the conversion classified by the period
for which non-standard employees under the age of 30 usually hope to work.
According to this cross tally, there are hardly differences in the conversion
implementation or in the presence of the systems between different lengths of the
period for which non-standard employees hope to work. Looking at the history of the
conversion implementation during the past three years, the percentage of the
conversion implementation is higher in the group where non-standard employees hope

to work for less than three years.

Table 7: The working period non-standard employees under the age of 30
usually hope and the situation of the conversion (%).

Einmwlee:nseinci‘:-l ! NDime;ﬁ’iDn Conversion | Conversion
n ; P e | dm. ih with the 1 without the
uring t during the svstens ! sy=tens
past 3 wears | paszt 3 wears X
Warking period non-standard \ :
emplovees hope ! !
Lezz than 3 vears 61 B5.5 \ 230 344 : EE57
More than 3 vears G0 G0.0 : a7 203 : 46,7

Concerning the relation between the rearing of non-standard employees and
the conversion, first of all, it will be confirmed how the situation of the conversion
can change depending on the way of assigning work to non-standard employees.
Research Institute for Advancement of Living Standards asked the way of assigning
work to usual non-standard employees and that to especially competent non-standard
employees. There were not significant differences in the history of the conversion
implementation during the past three years between companies and operational sites
that allot supplementary or certain range of work to usual non-standard employees

and those that allot various or highly-skilled work to them. Rather, higher percentage
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of the companies or operational sites with a history of the implementation in the
former. Also, about presence or absence of the systems, the latter has 10-point higher
percentage of the companies or operational sites that have the systems (Table 8).

On the other hand, looking at the changes in situation of the conversion
depending on the way to allot work to especially competent non-standard employees
(Table 9), there were hardly differences in the conversion implementation during the
past three years depending on the way to allot work to them. In addition, with regard
to existence of the systems, there was little difference, although companies or
operational sites that allot various or high-skilled work to non-standard employees
have higher percentage for it. It may be the case that the differences in rearing
guideline seen in the way of allotting work to non-standard employees affect slightly
the presence of the systems but they are hardly related to the situation of the

conversion implementation.

Table 8: The way to allot work to usual non-standard employees
and the conversion (%)

Comversion 1 Mo conversion 0 . : o .
implement | irplement onversion . Conversion
h - ! , with the ' without the
during the ' during the !
! vt ens ! zystemz
past 3 wears ! past 3 wears !
The way to allat work to usual :
non-standard enplovess !
Eﬁilemen’tary or certain rarge of a5 57 1 N7 310 E 55 2
Yariouz ar high-zkil led work =1 BG. 7 30.0 38.9 : 47 .8

Table 9: The way to allot work to especially competent non-standard employees
and the conversion (%)

Coversion | Wo conversion Conversion : Comversian
n implement 1 ire|enent with the | without the
during the | during the t I i
past & wears ! pazt 3 years SYELEMNE ! SYSLENE
The way to allat work to : '
ezpecial |y competent nom-standard I I
enp | ovess : |
Supplementary or certain rarge of : :
wark =l E5.9 X 2.4 Q3.0 X a8.2
Yarious or highrskilled work 29 S35 ! 379 44 8 ! 27 b
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Next, it will be seen how much the situation of the conversion changes
depending on existence of various approaches toward the rearing of non-standard
employees. Among the approaches taken to train non-standard employees under the
age of 30, those that are in operation in relatively large number of companies or
operational sites were picked out’. Fig.10 sums up the situation of the conversion in
companies or operational sites for each approach. About the history of the conversion
implementation during the past three years, the percentage of the implementation was
slightly high in the companies or operational sites that answered, “Training is given in
employment” or “In-house training is given regularly.” However the percentage in the
companies or operational sites that take all the approaches including these two
approaches was not significantly different from the percentage of the whole
companies and operational sites subject to the analysis.

On the contrary to this, concerning the rate of the companies or operational
sites that answered they have the systems for the conversion, companies and
operational sites that take several approaches have a higher rate compared to all the
companies and operational sites subjective to the analysis. With regard to the rate of
the companies or operational sites that established the systems, the rate was 34.4% in
the whole companies or operational sites subjective to the analysis while it was over

50% in those that take such approaches as “give regularly in-house trainings”, “give

trainings at the time of employment,” “hold occasions for consultation on career” and

“support license acquisition inside and outside the company”.

" Here, approaches are picked out which more than 20 companies operational sites operate for
the rearing of non-standard employees
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Table 10: Approaches taken to rear non-standard employees
under the age of 30 and the situation of the conversion (%).

Corrersion Mo conversion

; P Conversion | Conversion
no | gmelenent o relenent with the © withaut the
uring the o+ during the " I N
past § wears | past 3 vears FYELEMS Lo EYSLENS
The number of all the companies : :
ard operational zites analvyzed 129 62.8 ! 295 348 ! 51.2
Make a manual of the duties 73 E7 .1 ! 274 315 ! 3.4
Wake bosses or senior emplovess I I
responzible for training 72 B3.4 \ 250 431 : 471
Training in employmert 49 71.4 | 265 810 | 30.6
Regular in-houss trainings 39 71.8 | 231 538 | 35.9
Support self-edification 25 B0.7 | 393 429 | 357
Hold consultation opportunities : :
for carest 25 92 : 231 0.0 : 432
Make a =skill list for each skill I I
| icense 22 E3.b ! 314 4049 ! 50.0
Support |icenze acquizition inzide : :
and outzide the company 20 B5.0 ! 300 S0.0 ! 35.0

*Note: Numbers in the column “n” mean each number of the companies or operational sites that
take each corresponding approach listed in the left column for non-standard employees.

As far as looking at the tally above, the possibility is high that the likeliness
for the staying of non-standard employees does not have much influence on either the
conversion implementation or the arrangement of the systems. On the other hand, the
guideline and approaches for rearing non-standard employees, especially practice of
such approaches as trainings and career development seem to have something to do
with the arrangement of the conversion systems, although they have little influence on

the conversion implementation.

3-3 Utilization and Rearing of Non-standard Employees and the Conversion to
Standard Employment

From the result of the cross tallies so far in this section, it has been revealed
that the following relation can be found between the utilization of non-standard
employees and the situation of the conversion. First of all, the higher percentage of
non-standard employees versus the whole employees that companies and operational
sites hold, that is, the more advanced development of quantitative utilization they

have, the higher possibility there is for the conversion implementation. Secondly, the
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companies or operational sites where the number non-standard employees have
increased recently are more likely to enforce the conversion than those where the
number of non-standard employees has been almost constant or decreased. Thirdly,
different from the quantitative aspect of utilization of non-standard employees above,
even if the level of work that non-standard employees are in charge of gets higher
than the position they are disposed to, it does not affect the conversion
implementation. However, fourth, the higher level of work and limitation of the
position for non-standard employees companies or operational sites set the higher
possibility there is for the arrangement of the system. Fifth, the likeliness toward the
staying of non-standard employees by the companies or operational sites and presence
or absence of the human resource management strategy for rearing non-standard
employees must have something to do with the conversion systems although they have
little to do with the conversion implementation.

There is a question if the relations above can be found if the influence of basic
characteristics such as types of industry of companies or operational sites and the
scale of the whole employees, trend of the demand for labor inclusive of standard
employees and other variables are made constant. With the aim to confirm this aspect,
probit analysis was performed with variables listed in Table 11 as independent
variables and with presence or absence of the conversion implementation during the
past three years and that of the conversion systems as dependent variables®.

There is a statistically significant positive correlation between the conversion
implementation during the past three years and the rate of non-standard employees in
companies and operational sites (Tablel2, analysis (1)). However there is no
significant correlation with increase or decrease of the number of non-standard
employees. In addition, as for the level of work usual or most advanced non-standard
employees are responsible for and the position of non-standard employees, they do
not have correlation with the conversion implementation during the past three years.

It was the same as shown in the cross tally. This result shows that the conversion to

® Regarding to the variables on achievement of non-standard employees during the past three
years, “with achievement” = 1 and “without achievement” = 0. About the variables on presence
or absence of the systems “with the systems”=1 and “without the systems”=0.
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standard employment is not likely to happen in reality unless there is an increase in
the rate of non-standard employees that occupy companies or operational sites, even if
development of qualitative utilization of non-standard employees is promoted.

On the other hand, presence or absence of the conversion systems has a
significantly positive correlation to the level of usual work non-standard employees
are in charge of. On the contrary to this, with regard to the level of the highest work
non-standard employees are in charge of and the position non-standard employees are
disposed to, neither of them has a statistically significant correlation to presence or
absence of the conversion systems. Also, about the rate of non-standard employees in
companies or operational sites and the recent increase or decrease in the number of
non-standard employees, they do not have any significant correlation to presence or
absence of the conversion systems. In other words, concerning the systems, in the
opposite to presence or absence of the conversion implementation, they are not likely
to be established despite the promoted development of quantitative utilization of
non-standard employees unless there is development of qualitative utilization such as
enhancement of work for non-standard employees. It seems that development of
qualitative utilization arising among only a part of competent non-standard employees
does no lead to the conversion systems and that the establishment of the systems is
not likely to be promoted unless there is a movement toward development of
qualitative utilization of the whole non-standard employees working in companies or
operational sites (Table 12, analysis (2)).

What can be the relation between presence or absence of the conversion
systems and the guideline or strategies for training non-standard employees? The
analysis was performed by changing following variables as independent variables:
variables on basic characteristics of companies or operational sites and the demand
for labor, the way to allot work to non-standard employees, presence or absence of the
implementation of strategies that seem to be related to presence or absence of the
conversion systems in cross tabulation (Table 12, analysis (3)). There was a
significant positive correlation observed between holding consultation opportunities

on career and establishing the conversion systems. The reason that there were
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correlations between

them is probably because both holding consultation

opportunities on career and establishing the conversion systems are outcomes that

companies or operat

ional sites are considering the time-consuming career

development of non-standard employees.

Table 11: Definitions of independent variables used in the analysis

The rate of norrstandard
enp | ovees ()

The number of norrstandard emplovess<the number of the whole emplovess =

100

Increase and decrease of
non-standard erp lovees

“The mmber of ron-standard emplovess was increased during the past 3
years.” =11 “The nurber of non-standard enplovees was constant or
decreazed during the past 3 years.” =0

Leve!| of wark for non-
standard emplowvees (usual )

Period required for an inexperienced person to learn the usual worke non-
standard enployess are in charge of . “Less then 1 montH™ =15, “between 1
otk and 8 monthe™ =80, “between 3 months and half a wear™ =135, “more
than half a wear” =270

Level of wark for non-

standard emplovees (the most
advanced)

Period required for an inexperienced perzon to learn the most advanced work
non-stardard emplovess are in charge of.  “Less than half a wear™ =30,
“between half a vear and 1 wear™ =270, “between 1 wear and 3 wears™ =720,
and “more than 3 wears” =1620

Pozit ion of nomstandard
enp | ovees

Thazizred o a pozition to perfom instruct ion or evalwation =1,  not

assigned to a position to perform instroction or evaluation” =0

The waw to allat worl ta
uzua | non-standard emplovess

“bllat warious or high-level work to usual norestandard emplovess™ =1,

“do not allot warious or high-level work to usual non-standard emplovees™
=0

The waw to allot worlk to
competent non-standard

enp | ovees

“bllot wvarious or high-level work to competent non-standard emplovess" =1,
“do not allot various or high-level work to competent mon-standard
enp loyees” =

Supporting | icense
acquizition inside and
outzide the company

Supporting |icenss acouizition inzide and outside the company for nome
stardard enplovess  “perform”™ =1, “do not perform™ =0

Holdire consultation
opportunities on career

Conzultat ion opportunities in the company for non-standard emelowvess,
“hold™ =1, “do not hold™ =0

Holdire irhouse trainirgs
regular |y

Regular in-housze trainings for norrstandard employvees,  “hold™ =1, “do not

hold” =0

Service industry

Companies or operational =sitez in zervice industry” =1, “companies aor

operational sites in nom-ssrvice industry™ =0

IMaruf acturing indust ry

“Companies or operational sites in marufacturing industry™ =1, “companies

or operat ional sites in non-manufacturing industry™ =0

The nmber of the whole
enp | ovees

T ompanies or operalional sites with more than 100 enployess. =1,
“companies or operational sites with less than 100 employess™ =0

Increase or decrease in the
number of standard emplovess

“Imcrease in the nurber of standard emelowvees durirg the past 3 wears™ =1,
“constant or decrease in the number of standard emplove=s during the past

3 wears” =l
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Table 12: Probit analysis on presence or absence of the conversion
implementation and presence or absence of the conversion systems

Prezence of absence of

the implementation durine Presence or absence of the svstems
the past 3 vears
finalyzis{1 ) fnalysig {2 fnalysis {3

L B S.0. B =0, B =0
The rate of non-standard
enp | oyess (3 0.015 0.00r 0.004 0.005
Increase ard decreasze of
non-standard emplovess 0.020 0.295 0171 0.300
Level of work for nom 0001 0002 0005 0002 *

standard enelovess (usual)

Level of worke for nore

standard emplovess (the 0.000 0.000 -0.001 0.000

|t advanced)

Pozition of non-standard
ermp | ovess

The waw to allot work to
uzua | mon-standard 0415 0347
enp | ovess

The waw to allot waork to
competent mon-standard 0151 0334
enp | ovees
supporting | icense
acquizition inzide ard 0.0 0392
out zide the company
Holding comsultation

oppartinities on caresr 0622 0362 *
Holding in-house trainings
rezularly 0.445 0.307
Service industry 0.547 0.337 0.577 0319 = 0427 0344

Werufacturing indust ry 00E8 0385 0F93 0396 * | 0221 0434
The nuiber of the whole 0821 0295 | 0574 0298 % | DB44 0334

ermp | ovess
Increase or decrease in

the nurber of standard 0.163 0.256 0.132 0.283 -0.035 0314
enp | ovess

0.188 0.358 0.370 0.340

Note. ***: 1% significant standard level **: 5% significant standard level *: 10% significant
standard level

4. The Way of Promoting the Conversion for Standard Employment and the

Possibility of the Conversion

4-1 The purpose and the Way of Promoting the Conversion
So far, we have analyzed the utilization of non-standard employees in
companies or operational sites in relation to the situation of the conversion such as

presence or absence of the implementation history in the past and presence or absence
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of the conversion systems. In the following, we will focus on the conversion itself and
look at the content of the conversion in 81 companies or operational sites that have
actually enforced the conversion during the past three years as well as the difference
and similarity depending on the presence or absence of the conversion systems.

First of all, as a function of the conversion, despite presence or absence of the
conversion systems, the largest number of the companies or operational sites
supported “enhancement of the staying of competent non-standard employees and
their motivation for work” and the second largest number of companies or operational
sites supported “supplementation for standard employees”. With regard to the
function of “enhancement of the staying of competent non-standard employees and
their motivation for work”, the indication rate was slightly higher in the companies or
operational sites that have the conversion systems. On the contrary, concerning
“supplementation for standard employees”, the indication rate was slightly higher in
the companies or operational sites that enforce the conversion without the systems
established. Other than these 2 items, with regard to “the trial period to choose human
resource to employ”, there was difference in the indication rate depending on
presence or absence of the conversion systems and the companies or operational sites
that have the conversion systems had nearly 9 points higher indication rate. Although
the roles expected to conversion to standard employment in the companies or
operational sites that enforced the conversion are not significantly different depending
on presence or absence of the conversion systems, there is a tendency that the
companies or operational sites that have the conversion systems have slightly stronger
attitude toward using the conversion so as to choose competent human resources

among non-standard employees (Table 13).
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Table 13: Functions of the conversion (%)

Impkement the Implement the
comversion with the conversion without
zystems the systems

h 4 40
Erharncement of the staving and the matiation for work
of competent non—gtandard emplovess 978 fad
Supplementation for standard emplovess 4349 R25
The trial period to choose human resource to employ 415 a7 5
Erhancement of the staving and the motiation for work 217 29 E
of the whaolke non—standard employvess : :
Givne hieh education opportun ties to competent non— 5o 00
standard emplovees . .
Faciltating hiring of non—standard emplovees 122 10.0

As for the range of non-standard employees that were informed of the
conversion implementation, there is a difference depending on presence or absence of
the conversion systems. The rate of companies or operational sites that informed all
the non-standard employees of the conversion implementation reached approximately
80% in those that have the conversion systems while the rate stayed only at about
approximately 40% in those that enforce the conversion without the systems. Among
the latter, approximately 20% of them do not inform the non-standard employees at all

(Table 14).

Table 14: The range of non-standard employees informed of the conversion
implementation (%)

i Only the i
" Al ! candidates ! None

Inplement the conversion with the ' '
sy=tems 41 78.0 | 145 | 73

Implement the conversion without | |
the svstems 40 436 ! 359 : 205

What are the requirements asked for the candidates when the companies or
operational sites with a conversion implementation history during the past three years

choose the candidates for conversion to standard employment (Table 15)? What the
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largest number of the companies or operational sites indicated was “recommendation
by the boss” and almost the same number of the companies or operational sites
indicated “adaptable to the working conditions required for standard employees”.
Among others, “satisfy the standard level for duty achievement”, “adaptable to
changes in the content of work and of the position” and “able to accept moving with
transfer” are the requirements that relative significant number of the companies or
operational sites ask from the candidates. “A non-standard employee applies for a
standard employee” is also one of the requirements. In addition, concerning most of
the requirements asked by the these companies or operational sites, there are a few
differences in indication rates between the group with the conversion systems and the
group without the conversion systems except for the requirement “satisfy the standard
level for duty achievement”. What is required from non-standard employees by
companies or operational sites in the conversion is getting recommendation from a
boss of the department they belong to and being flexibly adaptable to changes in
working time or the content of work as well as being able to perform certain level of
duty achievement. These requirements are not different depending on presence or

absence of the conversion systems.

176



Table 15: Requirements for choosing the candidates for the conversion (%)

Implement the Implement the
corversion with the| conversion withoot
ayztens the swyztems
n 41 40
Recommendat ion by the boss 8.0 725
ddaptable to the working conditions
required for standard emplovess 73.2 7.5
Satisfy the standard level for duty
achievement 58.5 42.5
ddaptable to changes in the content of wark
and of the position 512 50.0
dpplicat ion by oneself 415 450
dble to accept the moving with transfer 341 275
Working duration longer than a certain
period. 3.7 15.0
Mot having a plan to change jobs or leave
the company 258 17.5
Younger than certain aze 12.2 7h
License inside the company satisfies the
standard 44 25
Educat ion background zatisfies the standard 449 25
Older than certain age 2.4 12.5
Within a range of the age 24 25

Note: About the requirement “working duration shorter than a certain period” that no company or
operational site supported is not listed on this table.

About the standard for actually choosing non-standard employees for the
conversion, Research Institute for Advancement of Living Standards investigation
asked one more aspect that is important for choosing the person for the conversion
among the candidates (Table 16). The answers that were regarded as important among
large number of companies or operational sites that have enforced the conversion
during the past three years include such items as “motivation toward work”,
“knowledge or skills on duties”, “duty achievements” and “cooperative personality”.
On the contrary, only a few companies or operational sites indicated “result of paper
exams for the conversion”, “result of interviews for the conversion”, “long period of
working for the company”, “licenses inside the company” or “being young”. There
was no company or operational site that emphasized on *“education background” or
“the financial necessity of the person (such as being married or having a child)”. With

regard to the difference in indication rates caused by presence or absence of the
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conversion systems, although there was a relatively significant 10 points in “result of
paper exams for the conversion”, in other items there were slight differences in the
indication rates. There are few differences depending on presence or absence of the
systems in the aspect regarded as important in choosing the person for the conversion
among the candidates, and it was the same situation as requirements asked for the

candidates.

Table 16: Aspects regarded as important in choosing a person for the
conversion (%)

Inplement the Inplement the
converszion with thel conwersion without

avstens the zvstems
n 41 40
Mot ivation far waork a80.5 750
Knowledze ar skills on duties 51.2 a7 .5
Duty achievement 34.1 27 A
Cooperat ive personal ity 3.7 40.0
Leadership 2R.8 250
Hopefulness after the conversion 24.4 275
Result of paper exams for the conversion 12.2 25
Reszult of interviews for the conversion qa 75
Long working duration 449 oo
License inside the company 24 oo
Being wounz 2.4 a0

Note: “Being old”, “Education background” and “Financial necessity of the person” that no
company or operational site supported is not listed on this table.

Looking at how the conversion has been promoted in the companies
operational sites that have enforced the conversion recently, majority of them are
utilizing the conversion for the purposes of maintaining the motivation of competent
non-standard employees, supplementation for standard employees and choosing
human resource to be employed as standard employees. Also, about the selection of
non-standard employees for the conversion, there is a tendency that these aspects are
regarded as important such as being able to get recommendations from a boss of the
department they work for and cooperative personality and being adaptable to changes

in working time or the content of work as well as knowledge or skills on the work,
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performance of work and motivation toward work. As for these purposes of the
conversion of non-standard employees or the items regarded important in the
selection, there is not so much difference between the companies or operational sites
with the conversion systems and those without the conversion systems although there
are some exceptions. However, there is a significant difference depending on presence
or absence of the conversion systems as for the range of non-standard employees that
were informed of the conversion implementation. Among the companies or
operational sites that have conversion systems, the majority of them have informed
non-standard employees of the conversion implementation while among those that do
not have the conversion systems, the majority of them inform only the candidates for

the conversion or do not confirm non-standard employees at all.

4-2 Presence or Absence of the Conversion Systems and the Possibility of the
Conversion

How can it affect the conversion to standard employment as a result of
establishment of the conversion systems? Here, it will be analyzed how the possibility
of the conversion can change depending on presence or absence of the conversion
systems. There is hardly any change in requires asked from non-standard employees
that can be the candidate for the conversion or aspects regarded as important in the
selection depending on presence or absence of the conversion systems. In other words,
as far as the data concerned, in the companies or operational sites that have the
conversion systems or those that do not have them, the conversion from non-standard
employees to standard employees is not particularly difficult to enforce. The
difference because of presence or absence of the conversion systems was seen in the
range of non-standard employees that were informed of the conversion
implementation. Majority of the companies or operational sites that have the
conversion systems have informed all of the non-standard employees about the
conversion implementation and if there is little difference in requirements to become
standard employees depending on presence or absence of the conversion systems, it is

also considered that there is a higher possibility of the conversion because of more
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frequent conversions enforced in the companies or operational sites that have the
conversion systems.

Here the possibility of the conversion will be regarded as the rate of the
converted employees versus the whole non-standard employees. However, Research
Institute for Advancement of Living Standards investigation did no ask the rage
directly. What the investigation asked was the number of converted employees during
the past three years since the point of the investigation and that of non-standard
employees at the point of the investigation. Then, the average value of the converted
employees per year was calculated by dividing the number of the converted
employees during three years by 3. This mean value was divided by the number of
non-standard employees at the point of the investigation to produce the approximate
value® of the rate of the converted employees. Making this approximation as a
dependent variable, presence or absence of the conversion systems as an independent
variable, and using control variables including those on the basic characteristics of
companies or operational sites and on the demand for labor, and those on quantitative
and qualitative utilization of non-standard employees, multiple linear regression
analysis was performed.

As a result of the analysis, there was a significant positive correlation between
the conversion systems established and the possibility of the conversion even by
controlling basic characteristics and the situation of the utilization of non-standard
employees. The conversion systems for standard employment can contribute to the
growth of the conversion opportunity for non-standard employees through the broader

range of acknowledge among non-standard employees.

% In this investigation, the rate can exceed 1 in case the number of current

non-standard employees is lower than that of the converted employees per year
because of the unclear number of non-standard employees at the point of the
conversion. There was such a case among the companies or operational sites that
enforced the conversion during the past three years and it was excluded from the
subjects for the multiple regression analysis.
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Table 17: Multiple Linear Regression Analysis on the Conversion Opportunity
from Non-standard Employees to Standard Employees

i 1
Constant 4 805 #x%
Presence or abzence of the swstems 0,269 2147 ww
Rate of non-standard enplovess (X) -0.443 S3.487 ek
Eggrease or decreaze in non-standard emplovees 0104 0837
Worl: Leve| of non-standard emplovees (usual) -0.207 -1.659
Manufacturing industry -0.070 -0.601
Service industry 0.033 0.260
The number of the whole emplovees -0.293 2304
Increase or decreaze in standard emplovees 0.053 0.440

Note 1. ***: 1% significant standard level **: 5% significant standard level *: 10% significant
standard level

Note 2. “Presence or absence of the systems” is set as dummy variables with having the systems
= 1 and Not having the systems = 0. Refer to Table 11 for the other variables used in the
analysis.

5. Summary and Conclusion

In this report, with regard to the conversion that have been penetrated with the
expansion of the utilization of non-standard employees, the situation of the
implementation in companies was seen from two different points of view, that is, the
achievement of recent years and the arrangement of the systems. Then relations with
the utilization and the training of non-standard employees were investigated. As a
result, it was found that in the companies or operational sites that allow some
non-standard employees to be in charge of advanced work, despite the promoted
arrangement of the conversion systems, the possibility of the conversion
implementation is not enhanced. What is affecting the conversion implementation is
the rage of non-standard employees in companies or operational sites. In other words,
it is the extent of progression in development of quantitative utilization and the more
progressed the development of quantitative utilization in companies or operational
sites is, the more likely the conversion is enforced in the companies or operational
sites.

Concerning the companies or operational sites that enforced the conversion in
recent years, the situation of the conversion implementation was looked at while

focusing on similarities or differences caused by presence or absence of the
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conversion systems. Although there was no difference in the requirements for the
candidates for the conversion among non-standard employees depending on presence
or absence of the systems, there was a broader range of non-standard employees
informed of the conversion implementation in the companies or operational sites that
have the conversion systems. Then, by analyzing the relation between presence or
absence of the conversion systems and the conversion opportunity, it was found that
the conversion opportunity is higher in the companies or operational sites that have
the systems and that the broader acknowledge of the conversion implementation
among non-standard employees attained by the system arrangement contributes to
further conversion opportunity.

From the analytical result above, it is clear that the arrangement of the
conversion systems is effective for promoting the conversion to standard employment.
In other words, even if the conversions are enforced in reality, there is a high
possibility that the demand of non-standard employees for the conversion to standard
employment is neglected so that the career development of motivated non-standard
employees can be more hindered unless the systems are arranged.

However, the arrangement of the systems itself is not enough for the
conversion implementation. From the situation of the conversion and the analytical
result in this report of the relation with the utilization and the training of non-standard
employees, it is understood that if the rate of non-standard employees is small, the
conversions are not likely to be enforced even in companies or operational sites where
development of quantitative utilization of non-standard employees is promoted and
the conversion systems are established. In this case, dissatisfaction of non-standard
employees can get worse than any other cases owing to the promoted development of
qualitative utilization, if there is a demand for the conversion among non-standard
employees but it is not realized because of the absence of standing non-standard
employees. While, it does not matter so much if a small number of non-standard
employees hope for the conversion to standard employment because of the small rate
of non-standard employees occupying the companies or operational sites.

Either about the arrangement of the conversion systems or about the appropriate
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operation of the arranged systems, what is required for the improvement of the
situation is the efforts in human resource management of companies or that in labor
and management that affects human resource management in each company or
operational site. In the same time, social and strategic efforts will be asked for such as
provoking interests in the conversion to standard employment and collecting,
analyzing and modeling of successful examples in order to promote these efforts

inside companies.
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