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Abstract---Impatience with the prevailing wage system - due to its 
components that place too much emphasis on non-monetary rewards 

and too much emphasis on age and seniority - is evident among young 

workers. The Directors strongly felt that the growing pool of trained 
workers in the city did not fit into the current system of relations in 

the factory. These feelings are expressed both in training programs 

intended to instill traditional values and in prevailing recruitment 

procedures. There are no examples of other types of tension and 
anxiety-caused by lagging the current factory system from (to) the 

changes taking place. In society at large - rather than the role of 

women in Japanese companies. Perhaps more than any other 
interaction. The relationship between men and women in Japan is 

very different from what has developed in the West. Perhaps more 

than any other type of relationship, the changes caused and 
accelerated by the events of the last years have influenced the roles, 

attitudes and behavior of Japanese women. The resulting tensions 

were evident in factories and in the offices of large Japanese 
companies. It is difficult to observe any adjustment in policies or 

adjustments in the attitudes of companies to the broad changes in 

women's social standing. 
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Introduction  

 

It is a strong and deeply held belief among men in all parts of the company - 

especially in the staffing division - that women workers will continue to work and 
only until they get married, and that marriage should take place at the age of not 

more than 30 years. Mr. Watanabe in his small company is in a position to 

actively guarantee his employees' marriages, whether by helping out with the 
arrangements or arranging his own marriages. In large companies there are heavy 

pressures on women workers to leave the company after they have worked for the 

company for about 10 years, and this pressure is exacerbated by the fact that 
almost without exception women workers will have no chance of improving their 

status work within the company (Quesada et al., 2013). Problems regarding work 

status are not only a matter of doing work at the lowest level of proficiency and 
responsibility, but also reinforcing - albeit less formally - the differences in status 

such as preparing and serving tea drinks to male guests in the office, carrying out 

orders / orders at the request of fellow workers, and the implementation of other 

routine tasks or even menial tasks / jobs (Petersen, 2000).  
 

The only exception to the general rules governing the employment and job roles of 

women in enterprises is in factories which employ a large number of women. They 
are sometimes group leaders in workplaces that only employ women, sometimes 

as foremen. No example of a woman holding an official and responsible position is 

found in the rank of shokuin. It is possible that in Japanese history in the past 
few years, the placement of a woman in routine and menial tasks was accepted by 

them as inevitable and natural (Belman & Voos, 1995). Some female workers 

seem to be able to accept this role without difficulty. It is clearly incorrect to claim 
that all women accept their current employment status passively and happily 

(Bernstein, 1997). Increasing numbers of women graduating from colleges and 

universities were made possible in the postwar period. The number of women 

pursuing careers in business, laboratories, and other professional occupations 
has greatly increased (Duncan et al., 2012). In one company, where the issue of 

the role of women has been looked at rather closely (a firm very Western-style in 

its general approach to employment issues), a number of female college graduates 
have been employed since the war. They seem - at least to outsiders - to be 

blatantly unhappy and even badly positioned in the company. The company's 

response to this situation is to completely reduce the acceptance of female college 
graduates and limit the recruitment of female workers to high school and 

secondary school graduates (Greenberg et al., 2005). The situation has clear 

parallels with the situation in the West in the first decades of the 20th century.  
 

The underemployment of people 

 

A possible difference is the stern and unanimous rejection by those in this 
company of any suggestion that women might be useful and profitable if 

employed by the company in responsible positions. To support the company's 

position, references have been made to the underemployment of Japanese people 
and the instability that women perceive as workers (Duncan & Waddoups, 2020). 

The observation of the role of women in large Japanese companies shows that 

there are various problems within the company which are caused by social 
change and changes in workers' attitudes and the responses that companies 
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usually give to these problems. There is a strong conservatism in this problem, 

and a characteristic response to such problems is to deny or to avoid (Jayady et 
al., 2021; Fanani et al., 2021). But the pattern of interpersonal relations suitable 

for the factory as it prevails today - intimacy between workers and supervisors, 

dependence of workers on enterprises, and immobility of workers - can all be 
tensions as a result of changes in the backgrounds and thoughts of workers 

young educated in the city (Quesada et al., 2013). Tensions are likely to increase. 

Against this backdrop of apparent tensions in the arrangement of relations 

between companies and workers, it is possible to more effectively discuss issues 
of trade union and union membership. Figure 1 shows where trade union 

membership weakened the most. 

 

 
Figure 1. Where trade union membership weakened the most 

 

Without underestimating the potential importance of trade unions in Japanese 

factory relations or the importance of trade unions in the minds of today's 

workers as part of a good and necessary work environment, the absence of union 
influence and a lack of discussion of union relations when conducting interviews 

and the observation of the factory situation is a striking and disturbing fact 

(Radziwon et al., 2014; Baker, 1998). Of course, the Japanese trade unions were 
almost all a product of the aftermath, because they were formed now. They grew 

rapidly in the first days of the occupation, and in every large factory a trade union 

was organized, had a trade union shop system and had a contract with a trade 
union (Petersen, 2000). Observer the Japanese political arena will be accidentally 

exposed to the enormous and impressive size of the trade unions, a force which is 

likely to grow. However, if one observes not the headquarters in Tokyo as a 
political platform, or the history and statistics regarding the trade union 

movement in Japan, but the actual workplaces, then trade unions are unlikely to 

be an important factor in day-to-day labor relations (Lee & Baek, 2020). The day 

the workers interact with company officials, or in their activities in residential or 
community areas outside the factory (Duncan & Waddoups, 2020). The position 

of trade unions in Japanese factories is of course striking in comparison to the 
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role played by trade unions in large American factories, where the resolution and 

avoidance of grievances demonstrates the importance of trade unions in factories 

and where discussion of matters of relationship Work between the company and 

personnel in the personnel, foremen, workers, or managers, inevitably - if it is 
carried out to a certain extent - touches something or centers on labor unions 

and their relationship with the board of directors (Johansson & Abrahamsson, 

2009; Antonioli & Mazzanti, 2017). To give an example of the differences, it turns 
out that not a single company has been found in which a procedure for filing 

complaints that is equivalent to that generally applies to American companies is 

in place. Unlike contracts in America, labor union contracts in Japan - although 
often lengthy, do not involve details of the actual employment relationship - limit 

the role of the foreman, regulate the relationship between supervisors and 

workers, and limit the role of directors in their work. Furthermore, although it 
has the form of a contract, the union agreement does not have the legal 

implications of an American contract.  

 

The agreement regarding the existence of a trade union 
 

The contract deals primarily with the agreement regarding the existence of a trade 

union, its relationship with workers, and regarding wages and working hours. In 
fact it is a flexible document. In some companies there can be a quarterly review, 

which essentially means that the wages - the main concern of the agreement - are 

constantly being negotiated (Hendrik et al., 2020). Bonus payments, negotiated 
on a semiannual basis, are a critical period in trade union relations. In 

conversations with those on the board there was no indication of genuine concern 

about the presence and potential strength of the trade union in the factory 
(Bronkhorst, 2020). Given the labor surplus in Japan and a brief history, erratic 

leadership, the weak role of trade unions in factories, the directors do not seem to 

see local trade unions as a genuine threat to the functioning of an essentially 

autonomous factory (Hwang, 2021). At the same time, it would be inaccurate to 
claim that the average factory worker is indifferent and unconscious of the trade 

union. The responses to the questionnaire containing matters relating to trade 

unions indicate a general feeling that a trade union is needed (Wang & Ouattara, 
2020; Chang et al., 2007). Don't be too strong now and that it should continue, at 

least at the current level of strength. The uncertain and limited role of trade 

unions in the actual work place can be explained by two factors. The first factor, 
the history and leadership of the trade unions and, secondly, the arrangement of 

relations between workers and enterprises - which have so far been successfully 

maintained - leaves little room for active local trade unions. This study is not 
about Japanese trade unions unless it is a factor in the local factory situation. 

For a more detailed and in-depth study of the Japanese trade union movement, it 

is necessary to point to several existing historical analyzes. Only by looking at the 

local situation, from history. Figure 2 shows quarterly GDP in volume terms for 
the G20 economies. 
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Figure 2. Quarterly GDP in volume terms for the G20 economies 

 
The first postwar negotiations of the year on a factory would be Inspirational 

Inspiration of the inexperience of trade union leaders. In a liberal atmosphere in 

the 20s, this factory has free workers. Although initially opposed by the company 
and later by organizations supported by nationalistic and right-wing companies, it 

survived until the depression days of 1931. Since then no free trade unions have 

existed until the postwar period, when Japan became aware of the positive 

attitude of the Occupying Power towards the trade unions. With the promulgation 
of the orders / instructions of the Occupying Power regarding trade unions, local 

organizations and national labor groups (Lee & Son, 2020). The Board of Directors 

became aware of the existence of local groups when three local representatives 
went to the factory manager on the morning of New Year's Day 1946. This 

presumption put forward three instructions: first, that democratization should 

begin in the factory; second, that the union must; and third, factory wages must 
be doubled (Zavodny, 2000; Machin & Puhani, 2003). Since the first document is 

very general and the second has sufficient grounds, it is not difficult to approve it 

under these circumstances (Suhartini et al., 2020). Third, the immediate doubling 
of wages is another matter. Finally, approval of a wage increase of 20% was 

reached, the directors reported that this was actually a suitable solution, because 

the Japanese word for 2 times, nibai, is the same as the word, niwani, which is 

20%. The board of directors at least asked that this question was enough to make 
the union leadership resign from excessive participants on their first orders (Lollo 

& O’Rourke, 2020). Whatever the wisdom of this story, this anecdote has 

portrayed the slackness of trade union development and a lack of experienced 
and trained leadership (Greaney & Tanaka, 2020). Although a number of 

individuals who are known nationally can and have been mobilized to lead trade 

unions in terms of national policy and politics national, it seems that in the local 
trade unions there has not yet been such experienced and dedicated leadership 

necessary to strengthen his position in local work situations. However, regardless 

of leadership, for strong local trade unions there was little room for movement in 
the relations system at large Japanese factories (Akinwale & Olusanya, 2020), 

that is, apart from wages. The miserable payment of wages in many industries 

and factories has led to violent and fierce strikes in the postwar era to raise wage 

levels [20]. In the factories observed where the level of wages is at least equal to 
the average national wage, it appears that the relationship between the ordinary 

members of the trade unions and the large national trade unions is very little.  
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Many factors affect the entire system of wages and rewards to increase 

productivity in factory apart from those discussed in this article, including: 

Attitudes: (Kholisoh & Ali, 2020); Compensation: (Purba et al., 2017);  Creativity: 

(Desfiandi et al., 2017; Yacob et al., 2020; Richardo et al., 2020; Prayetno & Ali, 
2020; Widayati et al., 2020); Knowledge: (Mukhtar et al., 2016);  Leadership: 

(Limakrisna et al., 2016; Bastari & Ali, 2020; Ali et al., 2016), Learning 

Resources: (Elmi et al., 2016); Organizational Commitment:  (Harini et al., 2020; 
Prayetno & Ali, 2017).  

 

Conclusion 
 

It may further be noted that in factories owned by large companies with standard 

wage rates, it was common for workers in every company-owned factory to group 

into a single organization rather than being affiliated with a workers' organization. 
As long as the gap between directors and workers is concerned - for example, 

differences in background and training between newly hired coins and shokuin 

will continue to increase - it is likely that trade unions will play an important role 
in the local situation. In the current Japanese system, there is little room for 

movement for trade unions if this system functions effectively. The loyalty that 

this system enforces and the intimacy of this system leaves little wiggle room for 
loyalty to third parties still present in the actual workplace. Workers in large 

corporations view trade unions as a potential counterweight to excessive work on 

the part of the director because of his prerogative. When viewed from the point of 
view of the local work situation, the position of national-level trade unions in 

Japan appears to be similar to that of the federal government in the United 

States, the third party within the workplace, is not active as much as it should be 

but in essence friendly to the workers and a necessary force to curb the free play 
actions of the board of directors (Reddick, 2004; Parent et al., 2005). In 

considering the potential of trade unions in local situations there is one thing that 

must be considered. Although weakness at the local level may be due to a lack of 
effective leadership, the promotion system currently in use in factories allows for 

future trade union leadership. Usually - only with the blatant and rare exceptions 

- ambitious young people whose parents are laborers or farmers and only have 
high school education, have no chance of realizing their ambition of working for 

the company. It seems that it is possible that such a young man will hope for a 

career in the trade union, or a political career with trade union support, as a 
channel for his hopes and ambitions. The board of directors not only loses 

capable leaders because of its recruitment and promotion policies, it will also 

result in antagonistic leadership within the local trade union. 
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