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Fixed Form Training 1950 65

* Context Post World War 2, Korean War

* HR Style Seniority based, Job function based system

» Employee Development Aim The development of
employees for the company s post war recovery

» Employee development style Job training based on US
rationalismideas

* Methods US Employee development methods

» Effectson E& T System Methods such asMTP/TWI
became the root of the Japanese Supervisor and
Management training
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SKills Development 1966 72

Context High economic growth rate. Labor Shortage. Seek for
an individual Japanese method

HR Style Capability Based System

Employee Development Aim The development of employees
with high ability to perform their Jobs efficiently.

Job Enlargement & Enrichment at the Shop Level Jobs
Employee Development Style The improvement of each
employees job performing capability based on the Japanese
Job Quadlification System. Weight on management training.
Methods Carefully planned OJT and Off-JT, Highly skilled
laborer training, Job rotation etc.

Effect on E&T System Thestructureof the unique Japanese
HR, and E& T system, which is till the mainstream nowadays,
was established.
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Human Resources Devel opment

Context QOil &W,Jﬂ%gmno%%%rgmh Rate

HR Style Capability Based System

Employee Development Aim The development of employees
with the ability to react to and manage change. The
development of employees according to the corporate strategy.
Employee Development Style Strategic. Attempt to train and
strengthen employees individualy, based on the character and
ahility. Weight on change management and collaboration.
Emphasis on the strategic aspect.

Methods Focused training. Japanese Type Project
Management Systems (Quality Control circle activities)
Effect on E& T System  Increase of focused training
(Especially international training). And increase of new

traini n1g styles (ex. Communication based OD, Management
Skills for Change and w%r%ﬂggyﬁamdgy Objectives)

University)

Career Development 1990

Context Bubble economy burst. Diversification. Changing
Environment.

HR Style Shift to Performance based System.

Employee Development Aim  The development of
autonomous employees(Career Self Reliance)

Employee Development Style Self development training
based on theideaof “ Training for the individual ”. Starts by the
employee’ s selfassessment.

Methods Self development training programs, optional
training programs

Effect on E& T System The increase of Career Development
programs and self development programs
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Structure of the Japanese Education
and Training System
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. o 1 ofygFion and Training
— Form Donein classrooms or training facilities.

— Merit Enables very focused and advanced training and educationin a
short term.

— Demerit Isnot directly connected to the job and tends to be forgotten.
* OJT (On the Job Training)
— Form Done by actually doing the job.

— Merit Can be done according to the speed and degree of advancement
in each learner.

— Demerit Ishighly influenced by the instructors capability.
» Self Development Training
— Form Done based on the individual's will.
— Merit Has great effect because the individual is highly motivated.
— Demerit Needs assisting systems.
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S
Traini ng Programs
 Level Specific Training
— New Employee Training
— Regular Employee Training 3™ Year/6t Y ear
— Supervisor Training
— Management Training
— ExecutiveTraining
* Function Specific Training
— Job Based Training
— Focused Training Newly Emerging Business/
I nternational
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Current Issues

* Inthefirst three era (Fixed Form Training, Skills
Development, Human Resources Development) the
Japanese Employee devel opment was done basically
under the company’s lead. However in the Career
Development era, it will be based on the individua’s
own autonomy.

— Does the new career development systems function
consistently with the old employee development systems?

— Does the company redlly understand the vaue the
Individual Career system has on the company?

— Are the career development systems functioning properly?

— What isthe red purpose? What is the intention?
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Training Center CorporateUniv.

« Level Specific Training o Sdf Reli_an_o_emd
« Function Specific Training ~ Responsibility
+ Activation of Shop and * Value Creation and

Efficiency lead Training Utilization of K.M.
« OD,MBO, « Social Capital, New
Communication Networking
+ First and Second Stage & * CSand CRM
Learning « EHRM
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E-L ear ni ng Corporate University

 First Digitalization of Document
» Second:Interactive L earning(Asynchronous) ,\K,,rgg';dagﬁ f\:ﬂ?sge:nn;y“
* Third: Interactive L earning(Synchronous) - TEhrRD Tradtora
* Fourth;Leading Behavioral Change c -

) ) ommunity CR
* Fifth:E-Sharing(KM,Competency Of Practice

Management, EHRM)

* Sixth:E-Enliahtment(Third+Fourth+Fifth)
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Job Search Matching
Btaffing, Promotiol HRM support for
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| HRM& HRD(Existing Competency Mode|)|/
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E-CRM

How to follow individual career progress
based upon individual needs

— |-card at | setan

— Monitoring pattern of Shopping and follows
— Analyzing Individual preference and life style
— Proposing new services for better life care
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Conclusion

* There has dways been an aimin emplcg/ee development
and it has lead to the evolution of the Education and
Training system.

* Higtoricaly, in Japan, the system was mainly comﬁlaed in
the Skills Devel opment required by Corporations. Now
Japan is facing a Career Development based on individua
initigtive that may make a fundamental changein
employee development inevitable.

* Inmany cases in Japan the New Education and Trainin
systems are reproduced from the systems aiming for otheer
purposes.
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What is coming to traditional
Japanese Firms
Balanced Score Card
Competency Based HR Systems
Employability and Market Value Becomes
Key
Psychological Incentives: CSR, Career

Design, Ex. Coaching & Mentor, Future
Leader Selection, Mind Set for those care

for individnal and far carnorate innavatinn

New HR Issuesin Japan

» Mobility and Turn Over
» Career Based rather than Promotion Based

« Structures of Training-Reward-Evaluation-
Staffing Systems Would Be Changed

» Changing Role of Boss-Subordinates
» New Working Environment & Life Design
« Logic of Mgt. Processto Capital Logic




A ) } Future Leader
High Potential A Selection
Staff sTraining g
A-
Traditional Management
B Training
J
B
C+
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New HR Paradigm:A Group

 Early Selection and Succession Plan
« But Importance of Mentor and Executive

Coaching rather than Succession Plan
Importance of Incentive for Retention : But
Psychological rather than Financial
Incentive Become Keys

Changes of Leader Role: Change Leader
and Business Producer/ Integrity Leadership
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Needs of Executive Education
Past Present

No Market « Strong Market Needs
Traditional Role of * New Role of Exect.

Exect. & Knowledge (Change Leader &
Business Producer)

* Selection Based on
Future Strategy
* New Strategy Needed

Selection Based on
Past Winning Model

Traditional Approach
would fail

copy right: M Hanada(Keio
University)

Four Key points
Past Present

Cost * FujitsuB0OK Xerox 40K
Benessed0K (per head)

* mid-late 30s(Fast
Career Track Group)

» New Position, Mentor,
Coaching, (Succession
Plan: failing)

» Recognition by Top
Mgt. Committee,
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Early Selection

Support Mechanism

HR Decision

New HR Paradigm:B Group

Importance of Career Self Reliance
Knowing oneself through Self-Assessment
Job-Posting and Job Matching

M utual-Support Mechanism for Training in

Utilizing Information Community Across
Traditional Boundary

Integration of Life Plan and CDP: New

Paradiom of | ife Desian and Career

New HR Paradigm:B

» These Approaches change Traditional HR

Structures(Pay-Promotion-Training-
Staffing)

* They reguires New HR Implementation:

Immediate Supervisor srolefor Career
Support and Utilization of Career Counselor

» They also requires New Concept of Org.al
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New HR Paradigm:C Group

Negative Impact on Long Term Enclosure

Feedback of Negative Information in Early
Stage(Assessment and 360 degree)

Repechage(Second Chance) for Career
Anchor

Support for Outplacement in Early Stage
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I mplementation-Psychol ogy

* New Modes and Devices
— Career Counselor: Training and Implementation

— Establishment of Career Center within
Corporation

— Data-Base, Job Search Application and Self
Assessment for Job Posting and Matching

* New Rationalization and Rule
— Developing and Utilizing Objective Tests
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New HR Paradigm: Structure-
I mplementation-Psychol ogy

New Grading System Necessary:

Competency Based

New Concept of Employability &

Employmentability needed

Information Sharing Rather than
Information Enclosure:Digitalization &
Feedback of Negative Information
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|CDP and Life Plan: Traditional Approacﬂ
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Integration and Life Design Concept

New Life Design Program:
Promotion to Career
e 25& 28:Importance of Self Awareness of
Career Anchor
* Orgled CDP and Self Aware CDP:Late 20s

« 30-34:Providing Opportunities for Career
Design(Based on Self Awareness)

. :Lifing Anchor
 50s: Continuous CDP Utilizing Mutually
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Motivation tor Future Leaders

Providing businessopportunities
Existance of informal mentor
Followers are agressively supporting
activities of future leadersinformally
Given opportunities to overlook total
corporate activitiesin early 30s

Given upper management positionsin
subsidiaries
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