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Benefits of global talent 7 a—N )0 N TEFOF| R

- Increase opportunities for international business & scientific

’i‘w - Bring unique, complementary skills to the economy
collaboration

® - In-depth knowledge of foreign societies / technical skills
K3

- Fi1ll labor shortages

- Reduce deficits

(Borjas 1999; Regets 2007; Chaloff & Lemaitre 2009)



Japan’s foreign global

Foreign Residents i1n Japan
on Skilled Visas
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Japan’s foreign global talent 1In International

comparison
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Survey A BIOFHEIZOVNT: B

Survey Target: Foreign and Japanese white-collar employees, working in
the same sections at the same firms

# of Firms: 11 (most 1000+ employees, manufacturing, wholesale)
# of Respondents: 520 (440 Japanese, 80 non-Japanese)

Survey Period: February-April 2015

Survey Method: Internet

Survey Languages: Japanese, English, Mandarin Chinese



Foreign survey respondents
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All survey respondents

Japanese

% Women 30%
% Younger than 30 20%
% Education MA or higher 21%

% Seishain 68%
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Foreign
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Overall
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Japan’s strengths and weaknesses A ADOEFTLEFT

Percent of Respondents Who Prefer Japan Compared to Other
Countries Where They Have Lived
(Various Aspects)
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mForeigners = Japanese with International Experience
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Importance of job satisfaction for intent to stay
RHIHTEDT-OIZITBER B E S EHE

Job Satisfaction

Relationship between job satisfaction and future
plans
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Japan & elsewhere
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Individual choice In career path
F X UT SRZBITHEANDZER

“l1 don"t see a path for me to get above a ceiling now unless | take a
role 1 don"t want to take....[l] was offered to take a [XYZ] role. I am
not iInterested in doing that. I"ve been doing [ABC]. If you take a role
as head of [XYZ], 1"m never going to get out of [XYZ]. And I"ve been
saying for several years, 1 don"t want that role. They keep coming back
to me with 1t. I was telling them, 1 would like to do this, 1"d like to
go here. And still no. So just a total ignoring what somebody wants to
do... Shot myself In the foot. Guess I"m not going to get necessarily
any other promotions.”

— 40s, Oceania, male
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Individual choilce In career path
F V7 /SR BITHE N DR

KIBSAIFBREDELT 15 FMEFBFLTLET, TOM. KIBEAXAVEL—EFTI =TT DEM
RERY, — A TR THEYRSBELEL: BEZEROI VS =7OF—LEIEELTEYIDLEEE
BELELTWETA, KIBSAIFLET-BIZ, GBOGBDIF5INFE>I-OTELZTOLETITHRELL =LY
LIEAFET . LHOLZOESHITFHLOVESEZRELTHY., LA-LIIKIBSADZTOBEIZHITHZPIE0E
EEFENS. IO T T F—LDEEERGITTIELLWEEZTWET,

KBSAIXHLE-OEHATEHELTWSES. ARSI XRBSADBRRICOVWTESITHEBNETHI?
ABBIEEFAKRIBESAZLRICERT 5.
& mmmmm G4

ABBIEBETAKRBEIAZIVO =TI T DEERICERT 5.

ABBEBEAKRBEAZLRICLIOO=7I T OEEBICLEBLEL , BEoMMAERT S,

Company Averages:72% - 95%
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Individual choice In career path
FxUT RRIZBITAHE AN DR

Predicted Job Satisfaction by the Degree to which Individual
Preferences are Reflected in Job Placement
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Individual choice In career path: job change
F VT NRIZRITHENDZRIN: Esh

Coworkers” Attitude Towards Job Changers and Job
Satisftaction
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Job changers critisized Job changers not critisized
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Individual choice In career path: job change
F X VT NRIZRITHENDZRIN: L

“An environment where job change i1s accepted i1s easier for foreigners
to work In. IT there are job changers from other companies, they create
an more open environment where different i1ideas and perspectives are
valued. That’s a good environment for foreign workers.”

— 30s, China, female
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Lack of information NSO TE IR AL

Proportion of Respondents Who Say Company
Provides Enough Information About Careers
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Information about career options and job satisfaction
RO DF VT SR T DIF RIBHE LB 6 2 B

Relationship Between Receiving Enough Info About
Careers & Job Satisfaction

Predicted Satisfaction

Foreign women Japanese women Foreign men Japanese men
oNot enough info mEnough i1nfo 18



Beyond improving communication

IIz=T—ar EEDOMIT . .

Interviewer: Do you think 1f companies improve communication about career
options, foreign workers will feel more satisfied with career options?

Respondent: No. The important thing iIs for companies to provide BETTER

options, not to just improve communication.
but 1t’s not enough. — 30s, China, female

Improving communication is good,
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Income profiles TSk 1
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Why @ncome inequality matters TSk 22D EE M

Tenure
Predicted Income  <- 29¢
Education
Working Hours
Actual Income - Predicted Income = Measure of Advantage

>0 = Advantage <0 = Disadvantage
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Why income inequality matters SR ZEDORENE

Income Disadvantage and Job Satisfaction
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Mentoring and information

Proportion of Respondents
Who Get Enough Info About
Compensation
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Mentoring and pay inequality  A¥—HlELFTEHKE

Income Advantage and Mentoring
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How 1s mentoring linked to i1nequality?
A B —Hl B LTS 2= L D BR

Non-causal

Companies assign mentors to poorest paid employees

and mentors are i1neffective at Improving career
outcomes.

Causal

Mentors somehow damage theirr mentees’ career
prospects, for example by providing iIncorrect
information.
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Diversity training and job satisfaction
B ALY VR AHE L5 2 B

Participation in Diversity Training and Job

Satisfaction

Job satisfaction
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mDiversity training @No diversity training
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Diversity training and pay inequality
RIVALRE VR AWHE LT it 2=

’tﬁ Nationality gap = -500
ual 1ncome of foreigners i1s ¥500,000 less than

o
o
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How 1s diversity training linked to i1nequality?
RIVALEE VR APHE LT et 2L O R

Non-causal

Companies aware of their problems with 1nequality are
more likely to introduce diversity training.

Causal

Presence of diversity training makes people less likely
to notice or acknowledge i1nequality.

Diversity training “activates” stereotypical beliefs
or creates resentment, leading to discrimination.

(Kalev et al 2006; Kaiser et al. 2013: 504; Dover et al. 2014)
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Merit pay mMREZROEA

“Japanese employment practices take long-term career development and
stable employment for granted. This employment system can®"t adequately
meet foreign skilled workers® expectations for pay based on performance,
which can push skilled foreign workers to depart for labor markets iIn
foreign countries.”

RIERK - ZERM 2R & Lz B AROMLEHEE TIE, RARICES < @l 2R 25 E A #D
RIS ZE T SMEAM DI O T @ TSR T 2R E R 0155,

-Report for MHLW, #RaUsttsE wd@iasf, 2011
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Merit pay & job satisfaction FRERLESEE

Foreign workers” job satisfaction, by merit pay

00
(]
®
® S
c © - ® o ® e ® e ® ® ®
o @ ® ( J ®
1 [ J ® o9 > ® ®
- o ® o
2 e e
0 ®
|; ® * ®
®
()] N - ®
S 0
o
)
o

2 4 6 8 10

Degree to which raise and bonus are determined by
performance evaluation
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Merit pay & inequality R EREFTERZE

Income Advantage by Merit Index
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How 1s merit pay linked to itnequality?
R EREFTEBZELDOBELR

Neutral

Foreign workers lack the language or cultural skills
they need to receive good performance evaluations.

Discriminatory
Foreigners receive lower performance scores even if
they perform equally with their Japanese colleagues.

Even when foreigners receive the same performance
scores as Japanese, they receive lower raises and
bonuses.
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Summary

y
T

Poor career prospects for global talent

Japan’s Global Talent Gap
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Summary 2L

Challenges

« Lack of flexibility &

e Lack of Information

G

Responses

-—  Diversity training

 Merit pay
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Recommendations =

[

Assess 1nequality and investigate reasons
(Consider participation In this surveyl!)

Assign designated staff to i1dentify problems, propose and
implement solutions, and monitor progress
(e.g. Kalev et al. 2006)

Broadly foster responsibility for addressing inequities
(e.g. Castilla 2015)

Invest (equally) 1n training foreign workers

Hire foreign managers
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