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TheJapaneseCareerProgressStudy：
ASeven-yearFo1lowUp

MitsuruWakabayashiTakaoMinami
DepartmentofEducationalPsychology DepartmentofHumanSciences

NagoyaUniversity KeioUniversity

KatsuoSano

DepartmentofHumanSciences
KeioUniversity

Alongitudidalstudyontheprocessofmanagerialcareerprogresswasｂｃｇｕｎｉｎ

ｌ９７２ｉｎｏｎｅｏｆｔｈｅｌａｒｇｅｓｔｄｅpartmentstorechainsil1Japan、Thestudymonitoredthe

professionaldevelopmentofacohortgroupof80newlyrecruitedcollegegraduaｔｅｓ
ｏｖｅｒｔｈｅｉｒｆｉｒｓｔｔｈｒｅｅｙｅａｒｓｉｎｔｈｅｃｏｍｐａｎｙ、Ｒｅｓｕｌｔｏｆｔhestudyindicatedthatboth

pre-employmentselectiontestresultsandmeasuredqualitvofverticalexchagesbet‐
ｗｅｅｎｔｈｅｎｅｗｃｏｍｅｒａｎｄｈｉｓｉｍｍｅｄｉａｔｅsupervisoronthejobwerepredictiveofawide

rangeofcareerrelevantoutcomes（Wakabayashi＆Minamil978；WakabayashLMinami，

Hashimoto,Sano,Graen＆Novak，1980；Wakabayashi，1980)．Theseresultssuggestthat

twomanagerialprogressmodelsdevelopedi、America，ｔｈｅノtz”zα〃ＰＣ/ａｚｔｊａノ？"o`cノ

developedintheAT＆TManagementProgressStudy（Bray＆Grant，1966；Ｂray，

Campbell＆Grant，1974）ａｎｄｔｈｅｆ１ｅ〃ｊｃａ/ｃｒｃＡα）29Ｆ”(ん／developedintheManagement

RoleMakingProcessesProject（Dansereau、Graen＆Haga，1975；Graen＆Cashman，

1975；Liden＆Graen，1980）werebothgeneralizableacrossculturaldifferencesasa

meansofpredictingoutcomesofmanagerialprogressintheJapaneseorganization、Ｔｈｅ

ｐｒｅｓｅｎｔｓｔｕｄｙｅｘａｍｉｎｅｓｔｌ１ｅｐｒedictivevalidityofa1］integratedmodelwhichcombines

〃z`"uα〃ＰＤＺｃ"Ziα／ａｎｄｌＩｅ〃ｊｃａノ“でﾉｾα"Rcfactors．Ｆｏｒｔｈｌｓｐｕｒｐｏｓｅｆｏｌｌｏｗｕｐｄａｔａｏｎｐｒｏ‐

motion，ｓａｌａｒｙａｎｄｂｏｎｕｓｓｅｖｅｎｙｅａｒｓｌａｔｅｒｗerecollected、Resultsshowpredictability

aIterseveｎｙｅａｒｓｆｏｒｂｏｔｈｔｈｅｖｅｒｔｉｃａｌｅｘｃｈａｎｇｅｍｏｄｅｌａｎｄｔｈｅｉｎｔｅｇｒａｔｅｄｍｏｄｅＬＴｈe

implicationsoftheseresultsarediscussed．

ThismodeLhowever，payslittleattention

tothemanagementdevelopmentopportunities

thatoccurduringtheformativeyearsinan
organization・BerlewandHall（1966)，ｆｏｒｅｘ‐

ample，demonstrateｄｔｈａｔｏｎｅｉｍｐｏｒｔａｎｔｐｒｅ

ｄｉｃｔｏｒｏｆｃａreersuccesswastheexperience

ofa“successsyndrome'，duringthefirstyear、

Thisfirstyearexperienceremainedasignifi‐

cantpredictoroflatercareersuccessevenafter
theeffectofindividualtalentswerepartialled

out、Ｔｈｅｓｅｆindingspomttothefruitfulness

o「incorporatingdevelopmentalopportunitiesin
thestlIdyofmanagerialcareers、

Aseriesoflongitudinalinvestigationscon‐

ductedbyGraenandhiscolleaguesfocusing

uponthedevelopmentalopportunitiesofman‐

ａｇｅｒｓｆｏｕｎｄｔｈａｔｔｂｅｑｕａｌｉｔｙｏｆｔｈｅｖertical
exchangerelationshipbetweenmanagerand
his/herimmediatesuperiorpredictedａｎｕｍｂｅｒ

Thehumanpotentialmodelassumesthat

managerialprogresscanbeexplainedandpre‐

dictedonthebasisofindividualtalents（Dun‐

nette，1971)．Themanegerialassessmentcen‐

terwasdevelopedasaproceduretoenhance

thispowerofthehumanpotentialmodel（Bray

＆Grant，1966；Ｂray，Campbell＆Grant，

1974;Finkle,1976;Henrichs,1978)．Resultsof

thesestudiesandthoseofothers（Bentz,1971；

Greenｗｏｏｄ＆McNamara，1967；Thomson，

1970）indicatethatindividualtalentsassessed

beforeorveryearlyinemplｏｙｍｅｎｔｃａｎｐｒｅ‐

dictcareerprogressoutcomesformanagers．

ThisresearchwassupportedinpartｂｙＧｒａｎｔ

Ｎｏ、５７－２４８ａｗａｒｄｅｄｔｏｔｈｅｆｉｒｓｔａｕｔｈｏｒｂｙｔｈｅ

ｌｓｈｉｄａＦｏｕｎｄａｔｉｏｎ，Ｎａｇｏｙａ

Ａｐａｒｔｏｆｔｈｅｒｅｓｕｌｔｓｏｆｔｈｉｓｒesearchwaspre

sentedattheSecondJapan-UnitedStatesBusilless

ConferenceonApril4-6,1983,Tokyo．
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thirdyear・Finally，theverticalexchangewas

foundtomoderatetherelationshipbetween

humanpotentialandorganizationalｃｏｍｍＬ

ｍｅｎｔ,roledisillusionment，ｊｏｂneeds,ａｎｄjOb

problemsduringthethirdyear・Theinterac‐

tionshowedthatwhenthequalityofｔｈｅｖｅｒ‐

ticalexchangewashigh，ｈｕｍａｎpotentialhad
lowandnullcorrelationswiththeoutcomes，

butwhenthequalityoftheexchangeｗａｓ

ｌｏｗ，tbecorrelationsbetweenpotentiaｌａｎｄｔｈｅ

ｏｕｔｃｏｍｅｓｗｅｒｅｓｔｒｏｎｇａｎｄsignificant・

Theaboveresultssuggestthatbothpoten‐

tialandenvironmentalfactors（qualityof

verticalexchange）canmakeindependentcon‐
tributiontooutcomesrelevanttocareerpro‐

gress・Thus，itishypothesizedthatvertical
exchange，humanpotentialandtheirinterac・

tionwillallcontributesignificaｎｔｌｙｔｏｔｈｅｐｒｅ‐

dictionofcareerprogressoutcomes・Ｔｏｔｅｓｔ

ｔｈｉｓｈｙｐothesis,twosetsofcriteriondatawere
collected：（１）ｔｈｅａｍｏｕｎｔｏｆｂｏｎｕｓａｎｄｔｈｅ

ｒａｔｉｎｇｓｏfjobperformanceandpromotability

forthel972-1974periodand（２）thespeedof

promotion，monthlysalaryandtheamountof
bonusreceivedinl978．

ofcareerrelevantoutcomes：（１）leadershipat‐

tentionandsupportandseverityofvarious

jobproblems（Dansereau，Graen＆Haga，

1975)，（２）jobstatisfactionmembercontribu‐

ｔｉｏｎｔｏｔｈｅｗｏｒｋｕｎｉｔａｎｄｊｏｂｐｅｒｆｏｒｍance

rating（Graen＆Cashman，1975；Liden＆
Graen，1980)，（３）agreementbetweenleader

andmembeｒｏｎｊｏｂｉｓｓｕｅｓ（Graen＆Schie‐

man､,1978),ａｎｄ（４）turnover（Graen＆Gins‐

burgh，1977；Graen，Liden＆HoeL1982)．

Theselongitudinalstudyresultssupportthe

predictivevalidityoftheverticalexchange
measureforawiderangeofcareerdevelop
mentoutco1nes

Paststudiesonrolemakingprocessestended

tofocusupontheeffectofleader-memberex‐

changerelationsandtoomittheinfluenceof

humanpotentialortheinteractionbetween

verticalexchangeandhumanpotentialupon

managementprogress、Onemayassumethat

thehighqualityverticalexchangeopportunity

isofferedonlytothemosttalentedmemｂｅｒｓ

ｏｆｔｈｅｕｎｉｔ、Likewise，onemayassumethat

onlyhighlytalentedmemberscanachievea

highqualityexchangerelationshipwiththeir
leaders、Howeverthereisverylittleevidence

supportingtheseassumptions． Method

StZ"ゆ/ｅα'ｚｄＳど"ﾉﾌﾞZg

InApril，１９７２，８５malecollegegraduatesstarted

theircareerinoneofthelargestdepartmentstore

organizationsinJapan・Theywereallrecently

graduatedfromcollege，ｈａｄｎｏｐｒｉｏｒｆｏｒｍａｌｅｍ‐

ployment，andpassedthecompany,semployment

tests、Ｔｈｅａｖｅｒａｇｅａｇｅｗａｓ２３､６ｗｉｔｈ、oｒｅｔｈａｎ

８０percentbeingbetween23and24・Ａｌｌｎｅｗ‐
ｃｏｍｅｒｓｓｔｒａｔｅｄｔｈｅｉｒｊｏｂｓａｔｔｈｅｓａｍehierarchical

leveLEighty-sevenpercentearnedtheirbachelor

degreesinsocialsciencesandhumanitiｅｓａｎｄｔｈｅ

ｒｅｍａｉｎｉｎｇｌ３ｐｅｒｃｅｎｔｉｎｅｎgineering，industrial

artsordesignfields・Thelattergroupofrecruits
wereoIferedaslightlyhigherstartingsａｌａｒｙｔｈａｎ

ｔｈｅｆｏｒｍｅｒ，ｂｕｔｗｉｔｈｉｎｅａｃｈｃａｔｅｇｏｒｙｎｏｆｕｒｔｈｅｒ

ｐａｙdifferentialswereobservedAllrecruitswent
tllroughthetwo-month，in-housetraining・Ｔｈｅｙ
ｗｅｒｅｇｉｖｅｎｔｈｅｉｒｆｉｒｓｔｆｏｒｍａｌａｓｓｉｇｎｍｅｎｔａｔｅｉｔｈｅｒ
ｂｒａｎｃｈｓｔｏｒｅｓｏrmainoffices、About70percent

wereengagedinsalesjobs，whiletheremaining
wereassignedtoimport/export，interiordesign，

personneLandaccounting･Apaircomposedofa
focalnewcomeraｎｄｈｉｓｓｕｐｅｒｖｉｓｏｒｗａｓｃｈｏｓｅｎａｓ

ｔｈｅｕnitofobservation･Thisnewcomer-supervisor

S"“/jo"αノハ化d1/fＡＳＷｚﾉﾙesislncontrastto

thetraditionalsingle-factormodels,thepresent

situationalmodelassumesmanagerialcareer

progressrequiresboththetalentvariablesof
thehumanpotentialmodelandtheexchange
variablesoftherolemakingmodeL

ResultsoftheJapanesemanagemenｔpro‐

gressstudy(Wakabayashi，1980;Wakabayashi，
MinamLHashimoto，Sano，Graen＆Novak，

1980）indicatethatthequalityofverticａｌｅｘ‐
changeexperiencedbythenewcomerduring
thefirstyearintheorganizationwaspredic‐
tiveoftheleveloforganizationalcommitment，
roledisillusionment，jobneedsandproblema

andjobperformancecriteriaevaluatedinthe
secondandthirdyears・Inaddition，ahuman

potentialmeasurethatwasacompositeof
selectiontestsadministeredbythecompany

beforeemploymentwasfoundtopredictjob
performance、Thepotentialmeasurealsoshow‐
edasigificantcorrelation（γ＝､30,Ｐ＜､01）with
thebonusthatnewcomersreceivedduringthe
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thenewcomer，sreportsforthefirstthreeyears

(ｆｒｏｍｗａｖｅ２ｔｏｗａｖｅ７)onthisinstrumentwere

aggregatedｔｏｃｏｎｓｔｒｕｃｔａｍｅａｓｕｒｅｔｈａｔｉｎｄｉｃａｔed

theaveragelevelofverticalexchangethatthe

newcomerexperienceｄｄｕｒｉｎｇｈｉｓｉｉｒｓｔｔｈｒｅｅｙｅａｒｓ

(1972-1974）intheorganization・

Ｔｈｅ肱w"α〃Ｐｏｊｅ"が｡ノscalewasconstructedby

usinginformatiｏｎｄｅｒｉｖｅｄｆｒｏｍｔｈｅｃｏｍｐａｎｙ,s

proceduresforscreeningapplicaｎｔｓｆｏｒｅｍｐｌｏｙ‐

ｍｅｎｔ・Ｔｈｅcompany，sproceduresconsistedofthe

folloｗｉｎｇｔｗｏｓｔｅｐｓＦｉｒｓｔ，allapplicantsattended

aone-daypaper-and-penciltestsession、During

thissession，ｔｈｅｙｃｏｍｐｌｅｔｅｄｔｈｅｉｎcompletesent‐

encesblank（Sano＆Makita,1960),anessaytest，

andatestofEnglishprohciency、Ｐｅｒｓｏｎｎｅｌｓｔａｆｆ

ｏｆｔｈｅｃｏｍｐａｎｙｓｃｏｒedandevaluatedalltests、The

incompletesentencesblankwasscoredregrarding

thetypeofpersonalityandintelligencelevelby

trａｉｎｅｄｃｏｍｐａｎｙｓｔａｆｆｗｉｔｈｔｈｅｈｅｌｐｏｆapsycholo‐

ｇisLTheessaywasgradedusinga4-poｉｎｔｓｃａｌｅ；

thetestofEnglishproficiencywasratedusinga

lOO-pointscale・Ａｂｏｕｔｔｗｏｗｅｅｋｓｌａｔｅｒ，ｔｈｅｇｒｏｕｐ

ｏｆａｐｐｌｉｃａｎｔｓｗｈｏｐａｓｓｅｄｔhefirst-stagescreening

basedonｔｈｅｅｖａｌｕａｔｉｏｎｏｆｔｈｅａｂｏｖｅｔｅｓｔｒｕｓults，

academicachievement，apersonalhistoryblank

andreferences，ｗｅｒｅｃａｌｌｅｄｉｎｆｏｒｔｈｅｉｉｎalselec‐

tionillterview・Ｔｈｅｉｎｔｅｒｖｉｅｗｗａｓｃｏｎｄｕｃｔｅｄｂｙａ

ｔｅａｍｏｆｆｉｖｅｅｘｅｃｕｔｉｖｅｓ・Interviewersweregiven

testscoresandbackgroundinformationoneach

applicant、Baseｄｏｎｔｈｉｓｉｎｆｏｒｍａｔｉｏｎａｎｄａｎｅｖａｌ‐

uationofapplicant，sperformanceininterview

session，ｔｈｅｙgeneratedagroupratingforeach

applicant・Acompositepotentialscalewascreated

usingscoresonintelligence,essay，Ｅｎｇｌｉｓｈ１ａｎｄｔｈｅ

ｉｎｔｅｒｖｉｅｗ・Thesefourscoreswerestandardizeｄ

ｗｉｔｈａｍｅａｎｏｆ５０ａｎｄａｓｔａｎｄａｒｄｄｅｖｉation20・

Ｔｈｅｎ，ａｈｕｍａｎｐｏｔｅｎｔｉａｌｓｃｏｒｅｗａｓｃｏｍｐｕｔｅｄ

ｂｙｓｕｍｍｉｎｇａｎｄｄｉｖｉｄｉｎｇｔｈｅａｇｇｒｅｇａｔｅｂｙｆｏｕｒ・

Intercorrelationsamongthesefoursubscalesｗｅｒｅ

ｆｏｕｎｄｈｉｇｈａｎｄｃｏｎｓｉｓｔｅｎｔ：withcorrelationco‐

eHicientsrangingfrom・l７ｔｏ５９（media、γ＝､38)．

Ｉｔｗａｓｆｏｕｎｄｔｈａｔｔｈｉｓｐｏｔｅｎｔｉａｌｓｃａlehadasatis‐

factorylevelofinternalconsistency（Cronbach's

alpha-76）ｔｏｂｅｕｓｅｄａｓａｐｒｅｄｉｃｔｏｒｆｏｒｏｕｔｃｏｍｅs

ofthecareerdevelopmentprocessｏｆｔｈｅｎｅｗ．

cOｍｅｒ（Wakabayashi，1980)．

Ａｎｉ"teracjzojztermbetweeｎＶｅｒｔｉｃａｌＥｘｃｈａｎｇｅ

ａｎｄＨｕｍａｎＰｏｔｅｎｔｉａｌｓｃａｌｅｓｗｅｒｅｃｒｅａｔｅｄａｓａ

ＶＥｘＨＰｆｏｒｍ，bymultiplyingvertlcalexchange

byhumanpotentialscales、Thistermpermits

theregressioneqｕａｔｉｏｎｔｏａｃｃｏｕｎｔｆｏｒａｐｏｒｔｉｏｎ

ｏｆｃｒiterionvariancebyacombinationoｆｖｅｒ‐

ticalexchange（VE）andhumanpotential（HP）
(Kmenta，1971)．ＳｉｎｃｅｔｈｅＶＥ×ＨＰｓｃｏｒｅｓｗｉｌｌ

unitcalleda“verticaldyad,，（Graen，1976）was

monitoredusingaquestionnairemethodatseven

differentpointsintimeduringthefirstthreeyears

oftherecruit，scareer、Ｄｕｒｉｎｇｔｈｉｓｐｅｒｉｏｄ，all

recruitschangedtheirsupervisorsatleastonce・

Wheneverchangesoccurred，newverticaldyads

wereidentinedforfurthermonitoring、

Ｂｙｔｈｅｅｎｄｏｆｌ９７４,８０recruits（includingtheir

supervisors）completedallquestionnairesandthey

wereavailablefortheanalysisinvoving6differ-

entmonitoringperiods（excludingthefirstex‐

ploratorysurvey）overthreeyears・Noquestion‐

nairesurveywasconductedsincethｅｎ１ｂｕｔｔｎ

ｌ９８２，updatedcriteriondatawerecollectedfrom

personnelfilesofthecompanyforthel978period・

Ｂｙｔｈｉｓｐｏｉｎｔｉｎｔｉｍｅ，thenumberofrecruits

availablefortheanalysishasdroppｅｄｆｒｏｍ８０ｔｏ

７２ｄｕｅｔｏｖｏｌｕｎｔａｒｙｔｅｒｍinations．

Ｍ膠ａｓ"γｅｓ

Ｐ７ｅ〃crorscα/Cs・Fivedifferentscaleswerecon‐

structedtobeusedaspredictors（independent

variables）intheregressionanalysis：（１）Vertical

Exchange(VE)，（２）HumanPotential（ＨＰ)，（３）an

interactiontermbetweenthetwo（ＶＥｘＨＰ)，（４）

UniversityRanking（ＵＲｌａｎｄ（５）characteristics

oftheFirstJob(FJ)．

ＴｈｅｔｗＺｉｉｃａ咋兀cﾉﾚα"gcscalewasdevelopedbased

ontheEnglishlanguagequestionnaireuseｄｂｙＧｒａｅｎ

＆Cashｍａｎ(1975),andCashman,DansereaUGraen

＆Ｈａｇａ(1976)．Forthepresentstudy，l2questions

wereemployedtotaptheleader-memberexchange：

approachabilityandilexibilityofthesupervisor，

hiswillingnesstousehisauthoritｙｔｏｈｅｌｐｔｈｅ

ｎｅｗｃｏｍｅｒｓｏｌｖｅｐｒｏｂｌｅｍs1clarityofexpectations

andfeedback,thenewcomer'slatitudetoiniluence

hissuperviｓｏｒｔｏｃｈａｎｇｅｈｉｓｒｏｌｅｓｉｔｕａｔｉｏｎ，and
chancestoshareafter-hoursocｉａｌａｎｄ］eisure

activities・Ｂｏｔｈｎｅｗｃｏｍｅｒｓａｎｄｔｈｅｉｒｓｕｐｅｒｖｉｓｏｒｓ

ｗｅｒｅａｓｋｅｄｔｏｒｅｓｐｏｎｄｆｒｏｍｔｈｅｉｒｏwnpointof

viewregardingexchangebyusinga4-pointscale・

AnaggregateVEscalewasconstructｅｄｂｙｕｓｉｎｇ

ｔｈｅｎｅｗｃｏｍｅｒ，ｓｒｅｐｏｒｔａｔｅachmonitoringpoint・

Ｔｈｉｓscalewasfoulldtohavesatisfactorilyhigh

reliabilitycoeHicients（Cronbach，salphasranging

from､８７ｔｏ、92)．Also，test-retestcorrelationco‐

efIicientswerecomputedforallpossiblecombina‐

ｔｉｏｎｓｏｆｔｉｍｅｐｅｒｉｏｄｓＦｉｆｔｅｅｎｓｕｃｈｃorrelations

wereproducedrangingｆｒｏｍ､3７（thelowest)ｔｏ､８０

(thehighest）withmedianγ-60．A11correlations

werefoundsignifｉｃａｎｔａｔｔｈｅＰ＜Ｄ１１ｅｖｅｌ（Waka‐

bayashi,1980)．Theaboveresultsindicatedthatthe

VEscalemaintainedveryhighinternalconsistency

andgoodtest､reteststabilityovertime・Therefore，
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adjusttheeffectofHP，Ihecombinedtermis

expectedtotakｅａｍｉｎｕｓｓｉｇｎａｆｔｅｒｔｈｅｐｏｓｉｔｉｖｅ

ｅｆｆｅｃｔｏｆＩｌＰｉｓａｃｃｏｕｎｔｅｄｌｏｒｉｎｔｈｅｒegression

equation・

Twocontrolvariableswereused･Ｔｈｅｎｌ･stone1

calledU)ZizwSj〃Ｒａ"んj曙（UR)，wascreatedto

evaluatethequalityofuniversi[iesfromwhich

newcomersgraduated・Ｉｔｗａｓｆｏｕｎｄｔｈａｌ７２ｎｅｗ‐

comersrepresented22differentuniversitiesthat

werelocatedeitheｒｉｎｔｈｅＴｏｋｙｏｏｒｔｈｅＯｓａｋａ

ａｒｅａ・Ｔｗｏｇｒａｄｕａｔｅｓｔｕｄｅｌｌｔｓａｎｄｏｎｅｆａｃｕlty

memberratedtheseuniversitieｓｕｓｉｎｇａ４－ｐｏｉｎｔ

ｓｃale（ｆｒｏｍｒａｎｋｌｔｏｒａｎｋ４）withrespecttoits

prestigebelievedtobeattributedbythegeneral

public・Threeratersagreedquitewell・Agreement
measurescalculatedintermsofcorrelationcoeBHci‐

entsamongraterswere、92,.90,ａｎｄ、88．The

universityrankingrepresentsｔｈｅｑｕａｌｉｔｙｏｆｅｄｕｃａ‐

tionprovided，ｑｕａｌｉｔｙｏｆｔｌｌｅｓｔｕｄｅｎｔｂｏｄｙａｎｄ

ｑｕａｌｉｔｙｏｆｅｘｐｅｒｉｅｎｃｅｓｂｙｗｈｉｃｈｓｔｕｄｅｎtsbecome

socializedintobusinesscareersinJapan（Waka‐

bayashi,Grflen,SanqnIinami＆llashimoto,1977)．

Itishypothesizedthatthisvariablewillhavea

positiveeffectuponcareerdevelopmentoutcomes・

Thesecondcontrolvariablewascreａｔｅｄａｓａ

ｄｕｍｍｙｖａｒｉａｂｌｅｔｏａｃｃｏｕｎｔｆorcharacteristicsof

theFjrsノノpl）（FJ）towhichthenewcomerwas

assigned・Withinthecompany1itwasgenerally

believedthatstartinginasalesｊｏｂｓｉｎｔｈｅｌａｒｇｅ

ｂｒａｎｃｈｓｔｏｒｅｗｏｕｌｄofferthemostfavorableop‐

portunitiestolearntheropes・Ｂａｓｅｄｏｎｔｈｉｓｉｎ‐

formation，newcomers,iirstformalaSsignments

wereclassifiedinto（a）salesjobsiIllargebranch

stores（Tokyo，OsakaandKyotoBranches)，ａｎｄ

(b)ａｌｌothers．Ａvalue“１，，ｗａｓａｓｓｉｇｎｅｄｔｏｔｈｅ
ｆｏｒｍｅｒａｎｄ“0”tothelatter・

Amongtheiivepredictorvariables，ｔｈｅＵＲ，ＦＪ，

ａｎｄＨＰｓｃａｌｅｓｒｅｐｒｅｓｅｎｔｉｌｌｌｌｕencesthatbeginoper‐

atingbq/上)r2joiningtheorganization・Inother

words，theypredatecareerexperienceintｈｅｃｏｍ‐

ｐａｎｙ、Incontrast,ｔｈｅＶＥｓｃａｌｅａｌ１ｄｔｈｅｉｎｔｅｒａｃｔｉｏｎ
ｂｅｔｗｅｅｎＶＥａｎｄＨＰｒｅｐｒｅｓｅｎｔｉｎｆｌｕｅｎｃｅｓｔhatbegin

operatingonlymCrjoiningtheorganization．

Ｃγｉｊｅｒｊ０〃”z“s”Cs・Twosetsofcriterionmeas‐

ureswereavailablefortheanalysis･Ｏｎｅｓｅｔ

ｉｎｃｌｕｄｅｄｔｈｒｅｅｍｅａｓｕｒｅｓｔｈａｔｗｅｒｅｃｏｌｌｅｃｔｅｄｄｕｒｉｎｇ

ｔｈｅl972-1974questionnairesurveyperiod，ａｎｄｔｈｅ

ｏｔｈｅｒｓｅｔｃｏｎｓｉｓｔｅｄｏｆｔｈｒｅｅmeasuresthatwere

collectedfromｃｏｍｐａｎｙ'spersonnelfilesofthe

l978period・

Ｔｈｅａｍｏｕｎｔｏｆｂｏｎｕｓｅａｒｎｅｄｂｙｔｈｅｎｅｗcomer

duringl974,ＥＣ"zJs(Ｊ９７ｊ),wasderivedfromcom‐

ｐany，ｓｐｅｒｓｏｎｎｅｌｉｉｌｅｓｉｎｔｈｅｌａｓｔｙｅａｒｏｆｔｈｅｑｕｅｓ‐

tionnairesurveyperiod、Ｔｈｅｒａｗｙｅｎｖａｌｕｅｗａｓ

subjecttoanalysis・ＴｈｅＰｒ”zolabj"Ｚｙｉ"dbjr(１９７４）

ｗａｓｃｒｅａｔｅｄｂｙｕｓｉｎｇｔｈｅｃｏｍｐａｎｙ'sappraisalof

thenewcomer,spotentiaLTheappraisalwascon‐

ｄｕｃｔｅｄａｔｔｈｅｅｎｄｏｆｔｈｅｔｈｉｒｄｙｅａｒｕｓｉｎｇａ‘`ｍｕｌ‐

tipleratermethod”(Sano,MakitHh＆Sekimoto,1970)．

Foreachnewcomer、ａｔｅａｍｏｆｒａｔｅｒｓ（several

bosses，tllesupervisor，theassistantsupervisors，

severalpeersandseveralpersonnelstaffmembers）

wereidentined・Theyevaluatednewcomer'８pro‐

motabilityonthebasisoftheirday-to-dayinterac-

tionwithhiｍｏｎｔｈｅｊｏｂ・Usinga6-poinLscale

theyratedeacｈｎｅｗｃｏｍｅｒｏｎｔｅｃｈｎｉｃａｌｓkill，ａｄ‐

ministrativeskill，interpersonalskill1energyand

intelligence･ForthepresentanaIysis，apromot‐

abilityscorewascomputedforeachnewcomerby

aggregatingallratingsacrossbothdimensionsand

raters・Anaveragemeasureof〃ｂ比r/11γ"3α"Ｃｅ

(1974）wasconstructedbasedupondatacollected

atsixdifferentpointｓｉｎｔｉｍｅｄｕｒｉｎｇｔｈｅｌ９７２－１９７４

ｓｕｒｖeyperiod・Thejobperformanceinstrument

employed9items：（１）accountability,（２）alertness，

(3)interpresonalskills，（４）planning，（５）technical

skills,（６）know-how，（７）thelevelofcontribution，

(8)interpersonalattraction，ａｎｄ（９）wilIingnessto

contributetothecompany・Ｔｈｅｓｕｐｅｒｖｉｓｏｒｗａｓ

ａｓｋｅｄｔｏｒａｔｅｔｈｅjobbehaviorofhissubordinate

oneachdimensionusinga5-pointscale・The

compositeratingwastheaggregateof9scores・

ReliabilitycoeHicients（Cronbach，salpha)computed

ｆｏｒｔｈｉｓｍｅａｓｕｒｅａｔｅａｃｈｔｉｍｅｐｅｒｉｏｄproduced

satisfactoryresults，ｗｉｔｈａｌｐｈａｓｒａｎｇｉｎｇｆｒｏｍ８８

ｔ０．９４．Also，coefTicientsoftest-reteststability

werecalcL11atedforallpossiblecombinationsbe‐

tween6timeperiods･Fifteencorrelationcoeffici‐

entswereproduced，whichdistributedfromthe

lowest・ｌ５ｔｏｔｈｅｈｉｇｈｅｓｔ､７０withamedianγ-46．

AllcoefYicientsexceptthelowestoneweresignifi‐

ｃａｎｔａｔｔｈｅＰ＜､O11evel(Wakabayashi，1980)．Ｂａｓｅｄ

ｏｌｌｔｈｅａｂｏｖｅｒｅｓｕｌｔｓ，performanceratingsat6

dilferentｐｏｉｎｔｓｉｎｔｉｍｅｗｅｒｅａｇｇｒｅｇａｔｅｄｔｏｂｅｕｓｅｄ

ａｓａｍｅａｓｕｒｅｏｆｔｈｅａｖｅｒａｇｅｐｅｒｆｏｒｍａｎｃｅｌｅｖｅｌＯｆ

ｔｈｅｎｅｗｃｏｍｅｒｆｏｒｔｈｅｆｉｒｓｔｔｈｒｅｅｖｅａｒｓｉｎｔｈｅ

ｃｏｍｐａｎｙ、

1,1978、ｓｅｖｅｎｙｅａｒｓａｆｔｅｒｔｈｅｉｎｉｔｉａｌｑｕｅｓｔｉｏＬ

ｎａｉｒｅｓｕｖｅｒｙ，mostnewcomersweregrantedthe

firstformalmanagementposition（ａｈａんαγ』.cﾉｾD

rank）ｉｎｔｈｅｃｏｍｐａｎｙ,smanagerialhierarchy・

However，ｔｈｅｙweredifferentiatedintothree

groｕｐｓａｔｔｈｉｓｐｏｉｎｔｉｎｔｅｒｍｓｏｆｔｈｅＳｐ“αCl/Ｐ７ｐ．

〃ＩＣ"o〃（１９７８)．Thefirstgroupconsistedofthose

wｈｏｗｅｒｅｐｒｏｍｏｔｅｄｉｎＭａｒｃｈ０１９７８；ｔｈｅｓｅｃｏｎｄ

ｏｎｅｏｆｔｈｏｓｅｗｈｏｗｅｒｅｐｒｏｍotedinNovember，

１９７８；ａｎｄｔｈｅｌａｓｔｏｎｅｗｅｒｅｔｈｏｓｅｗｈｏｗｅｒｅｎｏｔｙｅｔ

ｐｒｏｍｏｔｅｄｔｏｔｈｅｐｏｓｉｔｉｏｎｂｙｔｈｅｅｎｄｏｆｌ９７ａＴｈｅ
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sentstheuniqueeffectsofverticalexchange

variablesuponeachcriterion，ｔｈａｔｉｓ，thechange

thattakesplaceafterstartofthecareerdevelop‐

ｍｅｎｔｐｒｏｃｅｓｓｉｎｔｈｅｏｒｇａｎｉｚａｔｉｏｎ、Thisanalysis

tests（１）whetherincreasesinR2islargeenough

tohaveastatisticallevelofsignificance,ａｎｄ（２）

ｗｈａｔｐｏｒｔｉｏｎｏｆｖａｒｉａｎｃｅｉｎｅａｃｈｃｒｉterioncanbe

explailledbycombiniｎｇｔｈｅＤグリ”ａｎｄｍＣｒｖａｒｉ‐

ablesintoregressionequation・Inaddition，the

effectofnewcomer，sfirstthree-yearperformance

upoｎｔｈｅｌ９７８ｃｒｉｔｅｒｉｏｎｍｅａｓｕｒｅｓｉｓｅｘａｍｉｎｅｄｂｙ

ｅｘｔｅｎｄｉｎｇｂａｓｉｃａｌｌｙｔｈｅｓａｍｅｐｒｏｃｅｄｕｒｅｓａｓｏｕｔ‐

linedabove・Forthispartofanalysis,JobPerfor‐

mance(1972-1974）andPromotabilitylndex(1974）

ａｒｅｉｎｃｌｕｄｅｄｉｎｔｌｌｅｒｅｇｒｅｓｓｉｏｎｉｎａdditiontothe

6q/Ｗ'ｅａｎｄ”花γvariablestoexplainSpeedofPro･

motion(1978),Salary(1978）ａｎｄＢｏｎｕｓ（1978)．

value“3,,ｗａｓａｓｓｉｎｇｅｄｏｎｔｈｅＳＰ(1978）scaleto

thosebelongingtothefirsｔｇｒｏｕｐ（５１percentl

whilethosebelongingｔｏｔｈｅｓｅｃｏｎｄ（３６percent）

andthethirdgroup（l3percent)receivedthevalue

``２，，ａｎｄ“1'，respectively・Thisscalehadarestricted

rangeandaskeweddistribution・Nonetheless，ｉｔ
ｗａｓａｎａｐｐｒｏｘｉｍａｔｉｏｎｔｏｔｈｅｆｕｌｌ－nedgedpromotion

variable、Ｃｏｍｐａｎｙｐｅｒｓｏｎｎｅｌｆｉｌｅｓｆｏｒｔｈｅl978

businessperiodprovidedanotherpiecesofcriLerion

data：Ｓαﾉα”(1978）ａｎｄＢｏｌｌａｓ（１９７８)．Ｒａｗｙｅｎ
ｖａｌｕｅｓｗｅｒｅｕｓｅｄａｓｄｅｐｅｎｄｅｎtvariablesforthe

regressionanalysis．

ＡｊｚａｊｙｔｉｃＰｍｃｅ`”es

ThepresentanalysisfollowsthemethodoflL
erarchicalregressionanalysis（Cohen＆Cohen，

1975)．Thismethodhasbeenusedextensivelyin
leadershipstudiesforevaluatingthateffectof

leaderbehavior(Katerberg＆Ｈｏｍ,1981；Rousseau，

1978；Vecchio,1982)．Themethodwasemployed
inthepreseｎｔａｎａｌｙｓｉｓｆｏｒｔｈｅｐｕｒｐｏｓｅｏｆｐａｒｔｉ･

tionmgcriterionvarianceintotwoparts：（a）the

onetobeexplainedbytheb2/ｂγeentryvariables

(HumanPotential,UnWersityRankingandtheFirst
Job)ａｎｄ（b)ｔｈｅｏｔｈｅｒｔｏｂｅｅｘｐｌａｉｎｅｄｂｙｔｈｅ城〃
entryvariables（VerticalExchngeandVExIIP)．

Forthelirststep，ｔｈｅｂＱ/Wevariablesenterthe

regression・Thesquaredmultiplecorrelation（Ｒ２）

generatedforeachcriterionrepresentstheportion
ofvarianceexplaｉｎｅｄｂｙｔｈｅｂｅ/Drcfactorsof

careerdevelopment・Forthesecondstep,ｔｈｅ城cγ
variablesareincludedintheregressioninaddi‐

ｔｉｏｎｔｏｔｈｅｂＥ/iDrevariables、IncreasesinR2re‐

ｓｕｌｔｉｎｇｆｒｏｍｔｈｅｉｎｃｌｕｓｉｏｎｏｆｔｈｅｓｅvariablesrepre‐

Results

此花"pγγe/tz''０"ｓα郷o'ＺｇＶｔｚ〃αb〃ｓＵＳｅ‘

Tablelshowscorrelationcoeificientsamong

variablesusedintheanalysis・Theresults

indicate（１）Criterionmeasurescorrelatewith

eathothermoderately，ｎｏｔｏｎｌｙｗｉｔｈｉｎｂｕｔ

ａｌｓｏａｃｒｏｓｓｔｗｏｔimeperiods（l974andl978)．

(2)JobPerformanceratedbythesupervisor

usingthequestionnairemethodcorrelatesquite
wellwithcriterionmeasuresderivedfromthe

company，spersonnelfiles．（３）VerticalEx‐

changehassigniiicantcorrelationswithall

criterionmeasures，Thissuggeststheimport‐

Tab"ＺＣｂγγemZj〃2ＣＯ”c/c"ｔｓα"zo）ZgVtzｱﾉαb化ｓ２ｲSc‘んアノ"ｅＳｊ好ａｙ

Variables 1１２１３１４１５１６１７１８１９１１０

1．SpeedofPromotion（1978）

2．Salary（1978）

3．Bonuｓ（1978）

4．Bonuｓ（1974）

5．Promotability（1974）

6．JobPerformance（'72-'74）

６
３
２
９
５

４
１
９
０

５
８
４
４
５

５
７
４
５

１
４
７
４

５
２
４
３

１
２
０
２

､４８*＊

､５１*＊

.４４*＊

･’２

．１２

．２１

．３３*＊

、６３*＊

、６２*＊

、１８

－．１２

．２２

．３３*＊

､６６*＊

＊

＊
＊

⑪
⑪
ｑ
Ｊ
『
ｒ
’
０

〈
Ｕ
〈
Ｕ
ｎ
色
、
。

●
●
●
の

＊＊

〔
ｂ
旬
Ｉ
Ｏ
白
く
ｂ

〈
Ｕ
、
〉
Ｏ
白
、
。

●
●
●
●

ＵｎｉｖｅｒｓｉｔｙＲａｎｋｉｎｇ

ＦｉｒｓｔＪｏｂ

ＩＩｕｍａnPotential

VertibalExcange('72-,74）

７．

８．

９．

１０．

､１１

．３２*＊

､２３＊

一．２０

－．１８ ､２１

＊ｐ＜､05,＊＊ｐ＜､Ol

jWtaVariablesfromlto6representcriterionscales，ｗｈｉｌｅｔｈｏｓｅｆｒｏｍ７ｔｏｌＯａｒｅｐｒｅｄｉｃｔｏrscales．
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Tab/Ｇ２ハルα"ｓａｗ‘Ｓ/qMuIαγｄＤｃＩｊｊａｆｊＤ"ｓｑ／Ｑ９ｒｒ“γＤＣ['c/”"2e"’リ'ｂｒ７ｉａＤ/“
ノｂγ/"ｃノIiLJ/lα"(/LpzDVie"icα/EXC"αJLgFGγひlMps

VerticalExchange（1972-1974）
Variable Total（人『＝72） '

Low（』V＝35）’ＨｉｇｈＣＶ＝37）

SpeedofPromotion（1978）

Salary（1978)I

Bonus（1978)I

Bonus（1974)l

JobPerIormance（1972-1974）

PromoLability（1974）

ＵniversitvRanking

HumanPotential

２．１７

１７６．５

９２９．９

１３９．８

４７．２

５１．７

２．６９

４８．３

（0.79）

(10.3）

(74.2）

（1.3）

（5.7）

（7.2）

（0.90）

（7.5）

２．６０

１８１．３

９６２．５

１４０．７

５１．１

５６．１

３．１６

５０．５

（0.55）

（３．０）

(51.2）

（1.4）

（4.4）

９
３

３
０
６
３
２
９
９
４

●
●
●
■
●
。
●
●

９
】
９
６
０
９
３
２
９

７
４
４
５
５

４
１
９
１

（0.70）

（7.8）

(66.3）

（1.4）

（5.4）

（6.2）

（0.94）

（7.6）

２．６６*＊

2.68*＊

2.14＊

2.93*＊

3.24*＊

3.25*＊

２．２１＊

１．２０

（4.1），

(!:iｌ
IUnitbythousandyen．＊Ｐ＜,05,＊＊Ｐ＜､０１

」ｗｉｅ・Numbersinparenthsesindicatepercenta

anceofdynamicaspectsafterthestartof

thecareerdevelopmentprocess．（４）IIuman

Potentialmaintalnsconsistentpositivecorrela‐

tionswithallcriterionmeasL1resbutthatthey

areratherweakcompareｄｔｏｔhoseexhibitedby

VerticalExchange．（５）UniversityRankmg

showSsignincan［correlationswi[hHuman

PotentialandVerticalExchange（butnotwith

criterionmeasLIres）indicatingtheeffectof

collegeprestigeuponthedeterminantsofcareer

development(butnotuponthecareeroutcome

itself).（６）VerticalExchangeandHumanPo‐

tentialcorrelateswitheachother(γ＝.21)which

indicatesthatthetwopredicｔｏｒｓｓｈａｒｅａｓｍａｌｌ
ａｍｏｕｎｔｏｆｃｏｍｍｏｎｖariance

Amongpredictorvariables，onlyVertical

Exchangeshowsconsistentpositiverelation‐

shipwithcriterionmeasuresinTableLTo
furtherdemonstratetheeffectofVEupon
careeroutcomevariables，newcomerswere

classiliedintoHigｈａｎｄＬｏｗＶＥｇｒｏｕｐｓ，and

meanoutcomevalueswerecomparedbetween

thetwogroupsbasedonat-test・Table2

showsresultsoftheanalysis・Theresultsin‐

dicatethatthosenewcomerswhohadexperi‐

encedthehigｈlevelofverticalexchagein

averagｅｆｏｒｔｈｅｌｉｒｓｔｔｈｒｅｅｙｅａｒｓｉｎｔｈｅｃｏｍ‐

panyduringl972-1974，achievedsignincantly
highercareｅｒｏｕｔｃｏｍｅｓｎｏｔｏｎｌｙｉｎｔｈｅｓａｍｅ

ｔｉｍｅperiod（BonLIsJobPerformance,ａｎｄPro‐

motabilityinl974),butalsoinamuchlater

period（Promotion，SalaryandBonusinl978)，
comparedtotheLowVEgroupmembers・In
addition，ｉｔｗａｓｓｈｏｗｎｔｈａｔｔｈｅｈｉｇｈＶＥｇｒｏｕｐ

bythousandyen．＊Ｐ＜,05,＊＊Ｐ＜､O1

Numbersinparenthsesindicatepercentages．

membersrepresentedsigniiicantlyhigherrank‐

ingsintermsofprestigeofuniversitiesfrom

whichtl1eygraduated，ｃｏｍｐａｒｅｄｔｏｔｈｏｓｅｆｏｒ

ｔｈｅｌｏｗＶＥｃｏｌｌegues・However，nodiffer‐

enceswerefoundregardingthelevelofHuman

PotentialbetweenthetwoVEgroups・ＡｌsQ
achi-squaretestconductedbetweenVEand

FirstJobscalesproducednosignincantrusult・

ＳｉｎｃｅｔｂｅｍｅａｓｕｒｅｏｆＳＰ(1978）hadonly

threelevelSitwasregardedmoreappropriate

totestitsreIationshipwithVEbyusinga

nonparametrictest、Thus,ｔｈｅｔｗｏＶＥｇｒｏｕｐｓ

ｗｅｒｅｃｒｏｓｓｅｄｗｉｔｈｔhreeSPgroupsforexamin‐

ingthedegreeofassociatiｏｎｂｅｔｗｅｅｎｔｈｅｔｗｏ

ｍｅａｓｕｒｅｓｂｙｕｓｉｎｇachi-squaretest・Table3

showstheresultoftheanalysis、Ｉｔｗａｓｆｏｕｎｄ

ｔｈａｔｏｕｔｏｆ３７ｎｅｗｃｏｍｅｒｓｗｈｏｗｅｒｅｐｒｏｍｏｔｅｄ

ｔｏｔｈｅＡＢａｂαγﾉｰcﾉｶｏｐｏｓｉｔｉｏｎａｓａＦｉ｢sｔｇｒｏｕｐｉｎ

Tab/C3F7e9zUe"CyDjSt7jMj｡〃⑰〃ＳｐＣｅｕｏｆ

Ｐｒ０"ZprjD）z九γノルｃＨＨｇ力α“Ｌ１ｗＦｾｧﾉﾉcα/

Ｅｎ６ｃａＺｇＦＧ７ｏ”ｓ

VerticalExchange
（1972-1974）Speedof

Promotion

（1978）

Total

Ｈｉｇｈ Ｌｏｗ

First

Second

Thild

2３

１３

１

(62.2）

(50.0）

(11.1）

４
３
８

１
１

(37.8）

(50.0）

(88.9）

(100）

(100）

(100）

７
６
９

３
２

Total３７（51.4）’３５（48.6）’７２（100）

x2＝7.58,ｄｆ＝３１，＜､O5

lWfc・Ｎｕｍｂｅｒsinparenthesesindicateper‐

centages．
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1978,23（62.2percent）werederivedfromthe

highVEgroup，whiletheremainingl4（37.8

percent）representedthelowVEgroupNo

differenceswerefoundfortheSecondpromo‐

tiongroupHowever，amongthosewhowere

notyetpromoteｄｉｎｌ９７８（theThirdgroup）

about90percent（８ｏｕｔｏｆ９）werefoundbe‐

ｌｏｎｇｉｎｇｔｏｔｈｅｌｏｗＶＥｇｒｏｕｐＴｈｅａｂｏｖｅ

resultsclearlyindicatethattheexperienceof

highverticalexchangewiththesupervisor

duringearlystagesinnewcomer，scareer

(duringl972-1974),greatlycontributedtothe

fastproｍｏｔｉｏｎｔｏｔｈｅｈα“γi-c〃opositionin

l978，whiletheexperienceoflowverticaｌｅｘ‐

changeduringthattimeperiodcontributedto

theslowpromotioninthelaterperiodAchi‐

squaretestappliedtoTable3produceda

statisticallysigniiicantreｓｌｌｌｔａｔｔｈｅＰ＜・O5
1eveL

TablelindicatedthatHumFmPotentialalso

holdscloserelationshipwithothervariables

followingtotheVerticalExchange・Again，

newcomersweredichotomizedintoHｉｇｈａｎｄ

ＬｏｗｇｒｏｕｐｓｉｎｔｅｒｍｓｏｆＨｕｌｎａｎPotential

scorestoseethepatternofdifferencesin
meancareeroutcoｍｅｖａｌｕｅｓｂｅｔｗｅｅｎｔｈｅｔwo

groups、Resultsoftheanalysis（t-test）indi‐

catedthatnosignificantdifferencesexisted

betweenthehighandlowHPgroupsregarding
careeroutcomemeasures、However，Univer‐

sityRankingwasfoundtohavesignificant

associationbetweentheHPgｒｏｕｐｓａｓｓｈｏｗｎｉｎ
Ｔａｂｌｅ４、Table4indicatesthatoutof23new‐

comersgraduatingfromtheFirst-rankeduni‐

versities，１６（69.6percent）wereclassiiiedas

havinghighhumanpotentiaLOntheother

hand，outof6newcomersgraduatingfromthe

Fourth-rankedlIniversities，onlylwasidenti‐

nedashavinghighhumanpotential，while

remaining5（83.3percent）wereallgrouped

intothelowHPcategory・Thesimilartend‐

encywasobservedamongtheThird-ranked

universitygraduates，althoughnocleardiffer‐

enceswerefoundamongthosegraduating
fromtheSecond-rankeduniversities・The

resultofthestatisticalanalysis（chi-square

test）reachedthesignilicancelevelatP＜､05．

Inaddition，itmustbenotedthatUniversity

Rankingalsolnaintainedmeaningfulrelation‐

shipwiththeFirstJobassignment（X2＝１１２，

Ｐ＜､01)，suggestingthefactthatthelower

therankingoftheuniversityfromwhｉｃｈｎｅｗ‐

comersgradLlated，themorelikelyarethey
assignedtonon-salesjobsinsmallerbranches・

Theaboveresultsindicatethatrelationship
betweenthelevelofHumanPotentialand

careeroutcomesmayberelativelyweakamong

thenewcomersforthepresentstudy，although

tllepotentialfactortendstoholdmeaningful

associationwiththeprestigeleveloftheuni‐

versitiesfromwhichtheygraduated

Resultsofthehierarchicalregressionanaly‐

ｓｉｓａｒｅｓｈｏｗｎｉｎＴａｂｌｅ５Ｉｎｔｈｉｓｔａｂｌｅ，figures

undertheRiindicatesthemagnitudeofthe
squaredmultiplecorrelationgeneratedbythe

firstsetofpredictorvariables:UniversityRank‐

ing，FirstJob，andPotentiaLThemultiple
correlationsarealsoshowninparentheses，

ＴｈｅＲ;。enotesthesquaredmultiplecorrela‐
tiongeneratedbyintroducingthesecondset

ofpredictorvariables（VerticalExchangeand
aVExHPterm）inadditiontotheiirstone・

Ｔｈｅｎ，ｔｈｅｄｉｆｆｅｒｅｎｃｅｂｅｔｗｅｅｎｔｈｅｔｗｏＲ２ｓｗas

computedbysimplysubtractingtｈｅＲｆｆｒｏｍ
ｔｈｅＲ:．Table5alsoshowsstandardizedre‐

gressioncoeHicients（beta）generatedbythe
secondstepregressionanalyses、

ResultsshowninTable5indicatethatthe

RicalculatedfortheSpeedofPromotion(1978）
ｗａｓsignificant（P＜０５)．However,Rlsforthe

othercriterionmeasuresdidnotproducesig
niIicantresults、AlthoughHumanPotential

Ｔａｂ化型Ｆγe9[ｨelzの'DjstγiDTｲﾉﾉo〃ｏ〃Ｕ>lii"どγｓｊｎ，

Ｒａ"豚'２９九ﾂﾉﾉｂｃＨｉ宮Aα"‘Lpz(，Ｂｉ”α〃

POZe"がαノＧγo”ｓ

Pａｍｌｒ１ｈｃ

５（６９ [〕（

{)（

５（５０．０ ０m

z2＝8.48,ｄｆ＝３；ｐ＜､Ｏ５

１Ｗｊｅ・Ｎｕｍｂｅｒsinparenthesesindicateper‐
centages．
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Variablesmcluded

inthelirststep
regress10n

Ｖａｒｉａｂｌｅｓａｄｄｅｄ

ｌｏｔｈｅｓｅｃｏｎｄ

ｓｔｅｐｒegressionRegression Rｆ Ｒ： R：

UＲｌＦＪｌＩＩＰＶＥｌＶＥｘＨＰ

ＬＳＩ〕eedofPromotion（1978）

2．SiH1ary（1978）

3．Bonuｓ（1978）

4．Bonuｓ（1974）

5．PromotabiHtvlndex（1974）

6．JobPerformance(1972-1974）

８
２
６
７
９
２

１
０
０
０
０
２

●
●
●
●
●
●

一
一
’

’
一

、２４＊

．３１＊

、２１

－．０６

．０１

．１２

1.74*＊

、６３

１．４９＊

．７９

．２５

．６１

２．０３＊

、９５

］、８５＊

１．０９

．４３

．７５

－２．４５*＊

－．９５

－２．２２＊

－１．１６

－．１２

－．５６

､１２６＊

､077

.074

.070

.048

.088

(､354）

(､277）

(､272）

(､265）

(､219）

(､297）

､270**(､520）

､157＊（､396）

､198＊（､445）

､151＊（､389）

､155＊（､394）

､205**(､453）

144*＊

080*＊

124*＊

081*＊

107*＊

､１１７*＊

＊ｐ＜､05,＊＊β＜,Ｏ１

１Ｗｔｅ、ＴｈｅＲ:ａｎｄＲ;denotesquaredmultiplecorrelationsgeneratedbythehrstandthesecondstep

regressionrespectively．Ｒ;＝R;－埒

showedasignificantcorrelation(γ-27,Ｐ＜､01）
withJobPerformanceatthezero-orderleveL

theRfforthiscriterionfailedtoreachsig
nilicance

Thesecondstel)regressionanalysis(introduc‐

ｉｎｇＶＥａｎｄＶＥｘＨＰｔｅｒｍｓｉｎａｄｄｉｔｉｏｎｔothe

iirstsetofpredictorvariables）producedvery

consistentandsigniiicantresults、Ｔｈａｔｉｓ，as

predictedpriortotheanalysis，thesquared

multiplecorrelations(R;)allreachedstatistical
significance・TheresultsshowninTable5
indicatethatalinearcombinationofallpredictor

variablesusedforthestudyjointlyexplained

27.0percentofcriterionvarianceintheSpeed

ofPromotion（1978),２０．５percentofJobPer‐

formance(1972-1974),andl98percentofBonus

(1978)．Theexplanatorypoweroftheregres‐

sionequationevaluatedintermsofｔｈｅｓｉｚｅｏｆ

ｔｈｅＲｉｄｉｄｎｏｔｓｅｅｍｔｏｓｈowanysystematic
changesbetweenthetwodifferentperiodsfor
criterionmeasurement（i､e､,1972-1974vsl978

periods)．

ＴｂｅｕｎｉｑＬＩｅｅｆｆｅｃｔｏｆｔｈｅＶＥａｎｄVExllP

termsuponthecriterionvariableswasevalL1ated
asadifferenceinthesquaredmultiplecor‐

relation(Rii),computedbetweentheRfandthe

R;・ThesizeofRishowninTable5indicates
thatthemagnitLldeofdifferencebetweenthe

twosquaredmultiplecorrelationsrangedfrom
O80t０．１必．Thesedifferencesareallstatis‐

ticallysignificant､Theseresultssuggestthatthe

averagelevelofverticalexchangeexperienced

bythenewcomerduringhisfirstthreeyears
inhisorganizationalcareerdidcontributesig‐

､iOcantlyandindependentlyofhumantalents
tocareeroutcomesatthreｅａｓｗｅｌｌａｓｓｅｖｅｎ

ｙｅａｒｓｔｅｎｕｒｅｉｎｔｈｅOrganization、Table5

indicatesthatthelargestincreaseinthe

squaredmultiplecorrelationwasregisteredfor

theSpeedofPromotion（1978)，followedby

Bonus（1978)andJobPerformance（1972-1974)．

Moreover，ｉｔｗａｓｆｏｕｎｄｔｈａｔｔｈｅｕｎｉｑｕｅｃｏｎ‐

tributionproducedbytheVEandＶＥｘＨＰｔｅｒｍｓ

ｍｏｒｅｔｈａｎｄｏｕｂｌｅｄｔｈｅｔotaleffectgenerated

bythecombinationofthefirstsetofvariables、

Forexample,theRicalculatedfortheSP(1978）
byintroducingUR，FJandHPfactorsintothe

regressioｎｗａｓｆｏｕｎｄｔｏｂｅユ26、However，
ｔｈｅｍｃｌｕｓｉｏｎｏｆＶＥａｎｄＶＥｘＨＰｔｅｒｍｉｎａｄｄｉ‐

tiontotheabovethreevariables,producedits

uniqueadditivecontribution（Ri-144)．Ｔｈｅ
samepatternofresultsholdstrueforaU

criterionmeasuresinTable5・Thisiinding

suggeststhatthequalityofverticalexchange

representsoneofthemoreimportantdynamic

conditionsforcareerprogress，

Table5alsoshowsstandardizedregression

coeH1cients(beta）generatedbythesecondstep

regressionanalysisusingalliivepredictor
variables・Themajorfindingsaresummarized

asfollows．（１）BothPotentialandVertical

Exchangefactorsshowedconsistentpositive
contributionstovariancesinallsixcriterion

measures・Bothshowedstatisticallysigniiicant

elfectsonSP(1978)ａｎｄＢｏｎｕｓ（1978)．(2)The

interactionsignbetweenVEandＨＰｗａｓｎｅｇａ‐

tiveforallcriterionmeasuresandreachedsigni‐

hcanceforSP（1978)ａｎｄＢｏｎｕｓ(1978)．These
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lortllisaI1alysisconsistedoftheSpeedof

Promotion(1978),Ｓａｌａｒｙ(1978)andBonus(1978)．

Ｔｈｅlwoperformance-relatedratings,ＪｏｂＰｅｒ‐

formance（1972-1974）andPromotabilitylndex

(1974)，werebroughtintotheregressionafter

thevariablesincludedinthefirsttwosteps
hadbeenelltered、Ｔａｂｌｅ６ｓｈｏｗｓｔｈｅｒｅｓｕｌｔｓ

ｏｆｔｈｉｓａｎａlysis，ＡｓｓｈｏｗｎｉｎＴａｂｌｅ６，ligures

undertlleR;arethesameasthoseshownin
Table5・Ａｓａｔｈｉｒｄｓｔｅｐ，Promotabilitylndex
andJobPerformancefactorswereintroduced

andtl]eRiwasgeneratedforeachcriterion、
Resultsofthisanalysisaresummarizedas

lollowsFirst,ａｌｌＲ:sreachedthestatistically
signiHcancelevel（P＜０１)．Ｔｈａｔｉｓ，withthe

additionofperlormancelactorsevaluateddur‐

ingthel972-1974period，tllefullregression

equatiol1explainedabout3０，３７and45percent

varianceinSalary，Ｂｏｎus，andtheSpeedof
Promotion、Secondincreasesduetothethird

stel〕ｉｎthesquaredmultiplecorrelations(R:）

ｗｅｒｅsignihcant(P＜､01）forthethreecriterion

lneasures・Theseresultssuggestthatinforma‐

tionofperformanceandpromotabilitycontrib‐

llteduniqueexplanatorypower，whihranged
froln１４．０ｔｏ17.5．Third，regressioncoeiTicients

(beta）ｆｏｒＰＩａｎｄＪＰｆａｃｔｏｒｓｓｈｏｗｅｄｔｈａｔｔｈｅ

Promotabilitylndexproducedsignificantand

consistentlypositivecontributionstoallthree

outcomemeasures・Ｏｎｔｈｅｏｔｈｅｒｈａｎｄ，Job

Performancecontributedsignificantlyonlyto

theSpeedofPromotion（1978)．Fourth,both

thedirectionandmagnitudeofbetaweights
forUR，ＦＪ，IIP，ＶＥａｎｄＶＥｘＩＩＰｆａｃｔｏｒｓｒｅ‐

mainedbasicallyunchangedafterthePIandJP
factorswereadded、

Ｉｎｓｕｍｍａｒｙ，informationonjobperform‐
anceandpromotabilityderivedfromthefirst

threeyearsinasalaryma､'scareer,contributed

signilicantlytoexplainingvariatｉｏｎｓｉｎｃａｒｅｅｒ

ｏｕｔｃｏｍｅｓｉｎｔｈｅｅｎｄｏｆtheseventhyear・The

criticalimportanceofthehrstthree-yearfor

salarymancanbedemonstratedbyadding
uniqueeffectｓｏｆｔｈｅｓｅｃｏｎｄｓｔｅｐ（ＶＥａｎｄ

ＶＥｘＨＰ）ｔｏｔｈｏｓｅｏｆｔｈｅｔｈｉｒｄｓｔｅｐ（PIand
JP)．ＢｙａｄｄｉｎｇｔｈｅＲｉｉｎＴａｂｌｅ５ｔｏｔｈｅ

ＲｉｉｎTable６，theportionsofcriterionvari‐

anceaccountedforbyexperiencesduringthe
hrstthreeyearswere、319,.220ａｎｄ、294for

theSpeedofPromotion，SalaryandBonus

resultssuggestthattheeffectolPotentialupon

careeroutcomesmaydependasllypothesized

uponlhelevelofVerticalExchange・An

analysisofthepatternofinteractionbetween

[hetwovariableswillbepresentedlater．（３）

TheFirstJobassigned(salesjobsorstaHjob）

demonstratedstatisticallysigniIicantcontribu‐

tｉｏｎｔｏＳＰ（1978）andSalary（1978)．TIlese

resultsagreewiththebeliｅｆｓｈａｒｅｄｂｙｐｅｏｐｌｅ

ｉｎｔｈｅｃｏｍｐａｎｙａｓｔｏｗｈｉｃｈｊｏｂｔｈｅｎｅｗ・

comershouldbeassigned．（４）Itwasfoundthat

UniversityRankinｇｍｅａｓｕｒｅｄｉｎｔｅｒｍｏ［the

prestigeleveloftheuniversityIromwhichthe

newcomergraduatedmadelittlecontribution

tocareeroutcomes・AsshowninTableLUR

showedslightpositivecorrelationswithcrite‐

rionmeasures，butthesepositivesignswere

negativeafterPotentialandVeTticalExchange

werebroughtintotheequation、Theseresults

suggestthatcorrelationsobservedbetweenUR

andothervariablesmaybespurious．（５）Itis

interestingtonotethatmanyofthepredictors

showedstrongerassociationwiUloutcomesfor

thel978periodtha、forthel972-l974period

ThisresultsLlggeststhatacertainlapseof
timemaybenecessaryforthedeterminantsof

careerprogresstoappear・

Ｉｎｓｕｍｍａｒｙ，lindingsfromTable5canbe

statedasfollows．(1)Ashypothesized,combmg

thellumanPotentialandVerticalExchange

factorsintoalinearregressionequationpro-

ducedgreaterexplanatorypowerthancould

bederivedbyconsideringeithermodelsinglely．

(2)VerticalExchangegenerated,ａｓpredicted，

asignificantanduniquecontributiontocareer

progressmeasures．（３）Moreover，ｔｈｅVertical

Exchangeuniquecontributionwasconsistently
greaterthanthatproducedbyllLImanPotential

andsituationalfactorscombined．（４）Ａｓｈy‐

pothesizedVerticalExchangeandHuman

Potentialproducedaconsistentinteractioneffect

uponcareeroutcomesafterseve、years、The
effectofllumanPotentialwasfoundtomake

adifferentonlyforlowerqualityVertical
Exchangesbutnotforhigherqualityexchanges
Forthepurposeofevaluatingthepower

ofvariablesassessedduringthefirstthree

yearsinanewcomer，scareertopredictSeven‐

yearcareeroutcomeaagainthemethodof

hierarchicalregressionwasusedThecriteria
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ｊＷｌｅ・ＴｈｅＲ;andRidenotesquaredmultiplecorrelationsgeneratedbythesecondandthethirdstep

regressionrespectively．Ｒ;＝昭一Ｒ；■
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Theseresultssuggestthatitisthenewcomer，s

potentialtogrowthatmakesdilferencesin

careeroLltcomes・Whenasalarymanfailsto

reporthighqualityverticalexchanges，the

greaterthesalaryman'sabilitythehigherhis
careeroutcomesaftersevenyearslnTable7，

thedifferenceincorrelationsbetweenthehigh
andlowVEgroupsreachedthestatistically

signincantlevel(P＜､05）ｆｏｒｔｈｅＳｐｅｅｄｏｆＰｒｏ‐

motion（1978）ａｎｄＢｏｎｕｓ（1978)．Thisresult

indicatesthatthequalityoftheVerticalEx‐

cangemoderatedtheeffectofHumanPotential

(ability）uponcareeroutcomes．

measuresrespectively，Tofurtherclarifythe

patternoftheinteractioneHectbetweenVer‐

ticalExchangeandHumanPotential,thesample

wasdichotomizedbydividingatthemediLlm

onqualityofVerticalExchange、Correlation
coefTicientsbetweenHumanPotentialandcri‐

terionmeasureswerecalculatedforeachgroup

Table7showstheresultoftheanalysis・As

shownnoneofcorrelationsforthehighVE

groupshowedstatisticallysigniiicantresults，
indicatingthattheeHectofabilityuponcareer

outcomeswasnegligiblewhenthequalityof

verticalexchangewashigb，lnotherwords，

ｗｈｅｎｔｈｅsalarymanreportshighqualityver・

ticalexchangesduringthefirstthreeyearsin

theorganizationcareeroutcomesafterthe

seventhyeararealsohighregardlessMthe

IevelofabilityassessedpriortoemploymenL

Incontrast，correlationsforthelowVEgroup

showedpositiveandsignificantresultsforboth

theSpeedofPromotionandBonusmeasures．

Ｗ７ｂｏｚＵｅγｅＭｂｓｔＩ｡、ｍｏｊａ６/巴？

BasedonthePromotability（1974）measure，
ananalysiswasmadetocharacterizewhich

newcomershadbeenjudgedtoｂｅｍｏｓｔｐｒｏ‐
ｍｏｔａｂｌｅｉｎｌ９７４ａｎｄｗｈａｔｔｈｅｙｈａｄａｃｈieved

inlaterstagesintheirorganizationalcareer．
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Promotability（1974） Total

UV＝74）
ＦVariables

Ｈｉｇｈ
Ｗ＝20）

Mid

CV＝30）
Ｌｏｗ

(１V＝22）

２．９１*＊、

９．９*＊a

８．４*＊ｂ

２１．２*＊11.ｃ

２８．８*＊３，０

３．７１*＊ｄ

１．５９

（0.70）

（7.8）

(66.3）

（1.41）

（5.4）

（5.7）

（7.6）

（0.41）

（0.8）

(41.3）

（136）

（3.2）

（5.6）

（7.0）

２．３９

１７９．０

９４６，６

１４０．３

４９．２

３２．４

４９．４

（0.63）

（3.8）

(57.4）

（1.09）

（4.7）

（6.2）

（8.8）

２．８０

１８１．７

９８７．６

１４１．６

５３．８

３４．５

５２．０

２．４３

１８１．２

９４５．３

１４０．１

４９．６

３２．９

４８．３

SpeedofPromotion（1278)l

Salary（1988)l

Bonus（1978)l

Bonus（1974)l

JobPerformance（1972-1974）

VerticalExchange（1972-1974）

ＨｕｍａｎＰｏｔｅｎｔｉａｌ

1.95

173.5

911.3

139.3

４４．４

３０．０

４８．７

（0.79）

(11.9）

(76.5）

（0.93）

（3.7）

（4.2）

（6.9）

ｌＵｎｉｔｂｙｔｈｏｕｓａｎｄｙｅｎ．＊Ｐ＜､05,＊＊，＜,０１

１Ｗ"．Numberinparenthesesindicatestandarddeviations・Lettersa、ｂ，ａｎｄｃｉｎｄｉｃａｔｅｒｅｓｕｌｔｓｏｆｇｒｏｕｐ

ｃｏｍｐarisonsbasedontheTukey，smethod，ｉ､e､，ａ：Ｌｏｗ＜Ｍｉｄａｎｄｌｌｉｇｈ，ｂ：Ｈｉｇｈ＞ＭｉｄａｎｄＬｏｗ，ｃ：Ｈｉｇｈ
＞Mid，ａｎｄｄ：Ｈｉｇｈ＞Ｌｏｗ，ａｔｔｈｅｐ＜０．５１evel．

、Tbに９Frcqz(c"の'Ｄｊｓｊγib2`"o〃りれSpceuがＰγ0‐

抗ptjo〃（１９７８)６αSc‘'ゆo〃Ｐ７ｏ'''０ｔａｂｉ/ityG7ozゆＳ

ｃにSSi/、ノZリノノノｔｃＩ９７４Ａ〃γαｉｓαノ

Forthepurposeofthisanalysis，newcomers

weretrichotomizedintoＨｉｇｈ（、＝20),Ｍｉｄ（、

＝30)，ａｎｄＬｏｗ（n＝22）promotabilitygroups

basedonthePromotability（1974）scale、Then，

comparisonofmeanscoresamongthethree

groupswereattemptedforeachvariable,ｂａｓｅｄ

ｏｎａｏｎｅ－ｗａｙＡＮＯＶＡｆｏｌｌｏｗｅｄｂｙtheTukey's

methodofmultiplecomparisonsatｔｈｅ，＜､O5

1eveLTable8showstheresultofthisanalysis・

ＡｓｓｈｏｗｎｉｎＴａｂｌｅ８,thosenewcomerswluo

wereassessedtohaveHighpromotabilityin

thel974appraisalachievedsignificantlyhigh

levelsofcareeroutcomescomparｅｄｔｏｔｈｅ

ＭｉｄａｎｄＬｏｗｐｒｏｍｏｔａｂｌｅｃｏｌｌeaguesThatis，

theHighPromotabilitygroupattaiｎｅｄｉｎｌ９７８：

(1)ｐｒｏｍｏｔｉｏｎｔｏｔｈｅノセαﾉｾαγi-c〃pposisionwith

muchfasterspeed，（２）thehigherlevelof

salary，ａｎｄ（３）agreateramountofbonus

comparedtｏｔｈｅＬｏｗａｎｄＭｉｄｇｒｏｕｐｍｅｍ‐

bersDifferencesamonggroupsinBonus

(1978）werefoundquitesubstantial・ＴｈｅＨｉｇｈ

ｐｒomotabilitygroupmembersearned42.3ａｎｄ
７６．３thousandyenmorebonusesml978com‐

ｐａｒｅｄｔｏｔｈｅＭｉｄａｎｄＬｏｗｇｒｏｕｐｍｅｍｂｅｒｓｒｅ‐

spectively・ＡｓｓｌｌｏｗｎｉｎＴａｂｌｅ９，achi-square
testconductedbetweenthethreepromotabil‐

itygroupsandactualpromotiongroupsinl978

producedasignificantrｅｓｕｌｔａｔｔｈｅＰ＜D1
1eveLMereover,ｉｔｗａｓｆｏｕｎｄｔｈａｔｔｈｅａｍount

ofBonus（1974）alsodifferedsystematically

amongthethreepromotabilitygroups・
Table8alsoindicatesthatinadditiｏｎｔｏｔｈｅ

lPromota-
lbilitv

l（1974）

SpeedofPromotion（1978）
Total

FirstlSecondlThird

０
０
２

２
３
２

(100）

(100）

(100）

(20）

(43）

(4]）

０（０）

２（７）

７（32）

４
３
９

１

Ｈｉｇｌｌ

Ｍｉｄ

Ｌｏｗ

６
５
６

１
１

(80）

(50）

(27）

Tｏｔａｌｌ３７（51）’２６（36）’９（13）’７２（100）

X2＝17.6,ｄｆ＝４；カー＜・Ｏ１
Ｎｂ/e・Numbersinparenthesesdenotepercentages．

"hard､，criterionmeasuressuchaspromotion

andpecuniaryoutcomes，ｔｈｅｍｏｒｅ“soft”cri‐

terioni.e､，JobPerformanceratingsaveraged

acrossthel972-1974periods,alsoshowedsharp

differencesamonｇｔｈｅＨｉｇｈ，Mid，andLow

promotabilitygroups、Theaboveresultspoint

totheconclusionthatthecompany，sassess‐

mentonpromotabilityinl974（threeyears

afteremployment）wasconductednotonlyby

reHectingsystematicallythelevelofjobper‐

formanceandbonusdlIringthesametime

period，butalsobyaverypredictivemanner

regardingthelevelofcareeroutcomesachieved
bythenewcomerinl978．Ａｓｗｅｈａｖｅｓｅｅｎ

ａｌｒｅａｄｙｉｎＴａｂｌｅｌａｎｄTablｅ２，VerticalEx・

changewasfoundtohavesigniOcantandcon‐

sistentimpactuponallofthecriterionvari‐

ablesincludingPromotability（1974）itself
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improvedconfidenceinone'stalentsandtoset
higherperformancegoals・ｌｔｉｓｍｏｓｔｌｉｋｅｌｙ
ｔｈａｔａｈｉｇｈｑｕａｌｉｔｙverticalexchangefacilitates
lhosecomplexpsychologicalprocessesrequired
forcareerprogressintheorganization
lnadditiontoitsmotivatingandmentor‐

ingfunctions，verticalexchangewasfound
tomoderatetheabititytocareeroutcome

relationship・Anexaminationofthepattern
ofinteraction（ｔｈｅＶＥｘＨＰｅｆｆｅｃｔ）suggestsa

compensatorylnodel：Eitherhighvertical
exchangeorhighabilityleadtotheattainment

ofhighlevelcareeroutcomes（ｌｏｗＨＰｉｓｃｏｍ‐

pensatedbyhighVE）andonlylowexchange

andlowabilitｙｌｅａｄｔｏｔｈｅａｔｔａｉｎｍｅｎｔｏｆｌｏｗ
ｌｅｖｅｌoutcomes

Theverticalexchangemeasureisdesigned

totapoutcroppingofthesocializationprocess
ofnewcomersintoorganizationcareers(Berlew
＆Hall，１９６６：Bray，ｅｔａ1.,1974：Schein，１９６８：

Wanous,1980)．Ontheotherhandtheability

factorfocuseduponselectionofnewcomersand
assumedthattheorganizationalenvironment

forcareerprogresswasstableandimpersonal
ol‐ａｔｌｅａｓｔｕｎａげectedbysystematicleadership

c｢fecls・IIowever↑thisassumptionwasfound

wantingforournewcomers・Theyappearedto

beguidedbythestrongsocializationforces
cml)eddedilltheirleader-memberexchanges・

lnsummary,humanpotentialevaluated6q/bγe

thestartofthecareerdevelopmentprocess

explainedarathersmallportionofvariance
incareeroutcomemeasures、Alargepieceof

thecriterionvarianceleftunexplainedwas

foundtobeaccountedforbythesituational

mctor(leader-memberexchange)thatencourag‐

edanddirectedthenewcomer'seffortstoward

theattainmentofcareeroutcomeα/ＩＦγthe

startofthecareerdevelopmentprocessinthe

organization，Theverticalexchangefactorsuc
cessfullyrepresentedthisdynamicsituation
afteremployment・Itshouldbeemphasized

lllatthiscritica］leader･membeTexchangewas

relativelyindependentofthenewcomer's
abilityleveL

Theaveragelevelofjobperformanceand

promotabilityratingduringthelirstthreeyears

predictedveryelfectivelythelevelofcareer
outcomesintheseventhyear・Whenperfor‐

Inancefactorswereincludedintheregression

Theseresults，combinedwiththoseinTable

7，indicatethatthelevelofverticalexchange

experiencedbythenewcomerduringhisearly
stagesoforganizationalcareer，constitutesone
ofthemostimportantdeterminantsofhislevel
ofjobperformanceandthejudgementofpro・
molabilityinthoseperiods・Ｔｈｉｓｉｓｔｈｅｒｅａｓｏｎ

ｗｈｙＶＥｐｒｅｄｉｃｔｅｄａllimportantcareerout‐

comesinlaterstages、However，themeasure

ofllumanPotentialandｔｈｅｏｔｂｅｒｔｗｏｐｒｅ‐

dictors（UniversityRankingandFirst」Cl〕）
didnotshowanysignificantrelationshipwith

Promotability（1974)．

Discussion

Thisstudyexaminedthepredictivevalidity

ofthe“SituationalModel，，ofmanagerialcareer

progress・Thecriticalcomponentsofthemodel
arethestrengthofthemanagerialｐｏｔｅｎｔｉａｌ
ｏｆｔｈｅｎｅｗｃｏｍｅｒｓａｎｄｔｈｅｑualityofthever‐

ticalexchangesbetweenleadersandnewcomers・
ThismodeLthus，combinesHumanPotential

andVerticalExchangefactorsintoasingle

modeLItwasfoundthattheexchangefactor

andtllecombine(Ieffectofexchangeandabilily

(ＶＥｘＩＩＰ）producedstatisticallysigniiicant

lIniquecontributionstoallcareel・outcomcs

assessc〔|、AlthougbHumanPotentialandVer‐

ticalExchangefactorsrepresentedtwounique

contributorstocareerprogressoutcomes，the

inHuenceoftheVerticalExchangefactorwas

stronger、

Reasonsfortl1estrongerVEeffectfoLlndin

thisstudycanbespeculatedaboutasfollows、

Thehumanpotentialfactoristhenewcomer's

aptitudeorability，whileverticalexchange
factorhasmoretodowithmotivatingthe

newcoｍｅｒｔｏｗｏｒｋａｎｄｍｅｎｔｏｒｉｎｇｔｈｅｎｅｗ‐

comer'sbehaviortowardtheattainmelltol

careergoals、Wakabavashiandhisassociates
(1980）discussedsomecharacteristicmotivating

andmentoringfunctionsrelatedtolhevertical

exchange・Ｔｈｅｙｐｏｉｎｔｅｄｏｕｔｔｈａｔｈｉｇｈｑｕａｌｉｔｙ

ｖerticalexchangehelpedthenewcomerto

penetratethe“inclusionboundaries'，（Scllein，

1971）andobtainaccesstoresourcesandopera‐
ｔｉｏｎｓｔｈａｔａｒｅｍｏｒｅｃｅｎｔｒａｌｔｏｈｉｓｗｏｒｋｕｎｉｔ、

Ｔｈｉｓ“insideｒ'，experienceenablesthenew、
comertofeelasenseofenhancedself-wortll，
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humanpotentialscalemthepresentstudy・
Ｔｈｉｓstudy，however，isrelativelyfreeofthe

criterioncontaminationproblem，sinceasa

matterofpolicyallselectionandemployment

informationiskeptconlidentialfrompeople

inthｅｃｏｍｐａｎｙ，exceptforafewpersonnel
staffmembers、Second，theverticalexchange

instrumentforthepresentstudywasdeveloped

througharatherrigorous“retranslation'’０f
theEnglishversionquestionnairｅ（Graen＆
Cashman,1975)．Bythisprocedurequestion‐

naireitemswereconstructedtoyieldequivalent

connotationsanddenotationsinthetwodiffer‐

entcultmes(Wakabayashiet.a1.,1980)．How‐

ever,thequestionofsimilaritiesanddifferences
oftheconstructofverticalexchangebetween

theJapaneseandAmericanbusinesscultures
hasyettobeexploredindetaiLThepresent

studywasnotdirectedatthisissuabutrather
assumedconstructsimilarities・Thisassump‐

ｔｉｏｎｍａｙｈａｖｅｓｏｍevalidityconsideringthe
factthatverticalexchangedemonstratedstrong

predictivevalidityinthepresentstudyand
theseresultswerecompatiblewiththoseof
AmericanstudiesbyGraenandhisassociates

Third，thetimeintervalinvolvedinthissｔｕｄｙ

ｌｎａｙｂｅｓｈｏｒｔｆｏｒａｓｔｕｄｙｏｆｔｈｅｍanagerial
careerdevelopmentprocess、Toexamine
careereffectofpredictorvariables，especially
tlloseofverticalexchange,alongertimeinterval

（tenorfifteenyears）andthepossibleoccur‐
renceofmorecriticalcareereventｓ（attain‐

mentoIupper-middlemanagementpositions）
maybedesirableasconditionsforfuturefollow
llpstudies、Giventhehighretensionratein
theJapanesecornpany（94％forthefirstthree
yearsand85％forthefirstsevenyears),a
ten-yearandfilteen-yearfollowupofthis
proiectappearqLIitefeasible．

inadditiontotbebq/ｂγｅａｎｄ(Z/feγfactors,an

additionallargeportionofvariancewasex‐

plainedforeachcriterionmeasure・Thiswas

particularlytruefortheSpeedoiPromotion

inwhichabout45percentofthetotalvariation
waspredictable・

ThecareerdevelopmentoftheJapanese

salarymanatleastuptothelower-middle

managementposition，ｃａｎｂｅｐｒｅｄｉｃｔｅｄｂｙｔｈｅ

ｑｕａｌｉｔｙｏｆｗｏrkactivitiesexperiencedinthe

veryearlystagesofthecareer（iirstthree

years)．Resultsindicatedthatthefirstjob

assignment，newcomer'sassessedpotential，
verticalexchangerelations，jobperformance

andpromotabilitycanbeusefulindicesfor

predictingthequalityofcareerprogressout‐

comesduringtheseearlystages・Collegepre‐

stigeintermsofUniversityRankｍ９（ＵＲ）
ｗａｓｆｏｕｎｄａｆｆｅｃｔｉｎｇｔｈｅｌｅｖｅｌｏｆｈｕｍan

potentialevalLlatedbythecompanyupon

employment，ａｎｄａｌｓｏｔｈｅｋｍｄｏｆｆｉｒｓｔｊｏｂ
ａｓｓｉｇｎｍelltprovidedforeachnewcomerasa

resultofemployment、However，incontrast

tothegeneralbeliefandtheresultsofone
study（Pucik､1981；Pucik＆Hanadal982)，
collegeprestigewasfoundtohavenulleffects
uponcareeroutcomes

Itmustbeemphasizedthatexperiencesin

earlycareerstagesarecumulativeinnature・
Verticalexchangesinthe“criticaliirstyear”

（Berlew＆Hall,1966；Ｈａｌｌ＆Nougaiml968；
Wakabayashil980lWakabayashi,ｅｔ．ａ1.,1980）
ｗｉｌｌｉｎfluenceexchangesinthesecondyear

andbeyondandexchangesinthesecondyear
williniluenceexchangesinthethirdyear、

OnceestablishedearlyinthecareertheqLlality
ofleader-memberexchangethatanewcomer

establishedwithsuccessiveleaderswasqLlite

stableandpredictable・Thesefeaturesofthe
careerdevelopmentalproｃｅｓｓｃａｎｂｅｓｕｍ・
ｍａｒｉｓｅｄａｓｓｈｏｗｎｉｎＦｉｇｕｒｅｌ・

Regardingthemethodofthestudy，ａｆｅｗ
ｐｏｉｎｔｓｎｅｅｄｔｏｂｅｍａｄｅ、First，thehuman
potentialscalewasconstructedusinginforma‐
tionderivedfromthecompany，semploymet

testbatteryandnotfromanassessmentcenter

（Bray,ｅｔ.ａ1.,1974；Hinrichs,1978)．Asaresult
thetestbatterywasnotcomprehensive・In
additiontherestrictionofrangeproblemprob‐

ablylimitedthepredictivevalidiｔｙｏｆｔｈｅ
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