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e T T T A T T

BE/&4757+21)—=XNo. 2 (JRM-31)

b EFEEMIC BT 2 RYAFAR RO [ SaK] o

FIARIE B 78

—— P 1 B O RE—

WELUBE B KB -EH & -&F BB -#FX Bx

TR ki 5 4 FR Byt AT
Yo T el b— 0 HFRE ODL, F
DA, LibhbE ZADNRERIE A L < b
v, TEEEHR ofEALt-TuV L,

LI AT, #ECHL < A TEMA (new-
comer) A& DX 5 IeifiA
fo& o THHHBOE (es-
tablished role incumbent) =
TeaTWW R Dh (DI,
TEBicLOM) oW TOH,
b, EHThy X
hDdOTHD Ik 20,
[HOARIZE NI D 1]
M Ed Mol B ¢ F
hic) Wb e s, &5 02
TEM XD o ke t2ld | &,
BIFFA —Tle Lo
THENRTZ LD B TOH
e BAST] THEHTLESTW S, Lol
W, TENERESWD B on? Now
E&) v R o9 T LBk
MiEA o ? TR RT3 AHTH o)
DRELLAETENED, DEoMuicEx 5
LR (theory of career development of Japane-
se men and women) % @ MO LI

§
ke
t %

/i85 (=

fohuiebiow, SR cbIir#HE 2 5,
FaounsBuvehbhT, 1972807 B, i
Hit, —2ftFCE ko to, Thbb, b
MEORBEAKS o 2B T, ToTox
DEED TRAEF AR CYZHRC L - TOF
ko ERED w5,
B oMk~ R{ED R LD
%, 3AER], Bhcas - @l
BLIDTH B, ilebo
THlEE L T, ZoRE-#
Z (i TRoEEerET,
19754 3 Hic587) inl s
Ehdhilz, &AM AFDL
b, TLTEhEEEZ,
“HAMRE" OfMES S
ICF T B YA F AT AW
DT LI EADA F
£/ LaL, BIE 7—n
Thic4 SEMOERNC S &3 B EmRkR T
13, ZOHMERZOEIC—ED #H = X AHE
WTWAZ EFPELNZLDDHE—,

Ffr, ZORETKRSITOEBROREN
O E LT, DEDOBEMME S r L 27 bk
O THEE) 2N T 250D THD,
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#5811 : Transition from School to Office: A Longitudinal Investigation of the
Proccess of the Japanese College Graduates’ becoming Managers:----«------+eevo 88

* * *

AR, B OB - B B BB - George B. Graen (BIEXE 1 BH) wib
ForEEFHBC T 2 EA O EBEHESASE> ORMNERMZ ] 7= v = 7 t (Japanese
Role Makng Study; JRM) 2 L0 F s GE1#H) THH, [RO2AVEAEER 0B 54
Hrd LTl BT 2 BAOREEFBEROYE 1 - I (EEHFEL, THERE,
1I93FHFF R LOLESHTER), [brEEEFABCKT D BHIER OEB—TOHRE - 17
B-BRR— (EBBE-#H BE (~F2—YAvE - Ye~—FA], 197T6FELXESHHR), B
Yo% ITransition from School to Office: A Longitudinal Investigation of the Proccess
of the Japanese College Graduates’ becoming Managers| (F§ M5 - k5B 58, 1975411
BRBFEFRARETTHRE) D=ZR/TCMEL LD TH 3,

U¥Try o7+ (JRM) 28K - T3 hich, TROBBEI D EHE T,
mMLUTHEEERLET,

AV ARETOTHRL VY E ~ (19729F), 1V /74 KRFEBLEHEL v 5 —
(19734F), A V7 4 KREFBEEBERWER 197268 ~1977F), BILBRAKFEE
TFERT (19726 ~19774), MEABA7 o 7HHE (19734), MEEARER20E
K& (1976%), MEZBAFRSFHRES 197246), MABAFHEES (19765F)

YFE7rv =2t (JRM) ofcd, WR7 4 -4 LI SREES A, SEEEEL
THES DFEC RN NN B DRI A, A VET 2 —T — & LTCZERB K
WIBRRBRFAFREDO LI IA—E K CHEBHIC (BE, BHF - BRHBREE
MIE#HESH), BIUBHOBREIC S5 IHIE el v BISHEB AT e 5 B
Y F A BUM~FITIE DL XA, LI VEHBLAFHRETT,
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L. g C®IC

ARIMEBORRTH S, LEbh b, BrI
KB 2FHB Ly 25O EFICKIT
THECIEKLLOLD D, HBOHF>ZDOX
Sle g, F &L THEMEFRPHBCIIT 55HE
BrRBLCES - BEIRTHL, L BrEL
bhTwa, LL, EEOBLWAS =X LD
B, E8rtoANERE L ORCERET S &
ZAHD, HEIKBER (coping process) DEjAE
SRR LEZHNRKE -, HBOHRMELE(L
OFMHEMLLSET5EE, ¥ LTHER
TERVD H—Do0fHEK, < BWEMWiaFEXR
fTeBL THBORARE ALY sT &2 50,
HHEZZEER/ (reciprocal process) D EjEES HT A
Bbhsd, THBIARD] LWOIBVWHEIR
REER, CoMBEOEEEAHE-THELDH
vz ks,
bAEOARME, B EEHE YR,
BAEoTERLBEOKR, ##ko “coping dilemma”
CRELCENEREAOME S Y UKD
“reciprocity dilemma” & fEO0 oL #% BE 7
(OD) DR, D onbFbh i, €5 A
DOEBLAEZ OMERZROL T HLDT,
NEBE~OGERONEHRLHR LD, HDIL
COXHEBECBEEL T, AR R o #H BN
(=220 7A 7Y, F, BECIZEE, K
ZHIE, S2) 2RTHCLD, chbHOT7 S
R FRHRL TS0, BEOMSTEYE
EAYBRLTWERY, WO ETHD, FI
EBTE O EEE 7 O ARSIk (concrete se-
tting) KR WTEBL T2 5 ——\ b in 5 4ff:
OFT, Whrlkbr ARk E-T, YFEOHLER
TERE- T ADh—, WO EARTHITD
ERFTWBISEBbNs, COREEBTT
REPDELTEIREDLDIL, REBEC L - TE
H-BEIhi, SEMTESEH (wide-band)
o TRBO—BAIEE 2 LBEEHL (over-
simplified) X himgb X hi: TARO—BH1TE
EB# 2rTh B,

DX EREBCI2IEBIE, brEOHKY

DB 2 DY, MR EEELRT —
ZERESTHR, XYWL EELBHRIC
BRI NETLE DS S,
ARTIREY, ¥ TBEESRRZ] (role
making process) DFFZEANEE IR B DH E
5 Bk, CHISEBITEDE T L& DOXHTH
LT D, RNT, 7 4 Y D EBT5HHRENL
DECEHE TR L, HEC, BARRCKT T
Lo TREESRE] OMRL KR BEW
BT b TRAL T L,

II. #EECHTAMOTEH

HEORE, REOERLATEHYBL TERS
R, #El (role) & 3MBAOEEDSE
(position) IZHBHMEAC L - TEITENBEZ A
D, IFXFTEDOL L, + (set of behaviors)
ThHb, M, HECEELERLLCHETH
aEIL, ThooEET FEORENCES L,
HEHSDT LT, bEHET AL I -
T, EHEELRREDRINGERT T 5 v
IRTWBYAT L, EEZXHZENTED,

Losl, TDX5 7 AR e &EER]
(interdependent role system) & LT,
Blgiiz, HilfofR, fif»boEE, H20
MMifEDZE L, 5 iZEBRNEORRE V5 H
NRE OO B W R Z T, v AT AH
BEBZTEBEL T T ExHE D R T W 5,
Bennis & LiEHT5 L&, NRkoMkoL
i3, T0X ) RS 5 EE by e+
vy FL, FREEBHIZIHLL TWIT 5 THEIGE
711 (adaptability) @ dso T B & ThHiE
BTV IEAS,

SO DOWRER F T, MBOMITRE LT
RELFTC&l TEHEHl=e7 1] (bureaucratic
model) 1%, BETHIHELBEE LT THVA
higlle o2k %, FitKE LToEHEEH xS
ik, RELERE TCh 5T, HBEDHER
WCRRE I > T RlaTEE e, BA DM
fT#% 7w 75 8 0L7%h, H5TIREPRED
IE4 (legitimacy) #EERI/c< ZFARD XD
&b i TEMAL (organization man) @
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BEHOAT A RTYL vTHEWS &SI
i, DIREERN AR it TET
WhEwnz X,

EEHEF LS - TiL, B0V T DR
Thh, FRrFEITTHD0 ME—FROIH]
(one-best way) MbhbH, L5 EARETER O Hif
BeEh-oTwb, FLT, —HOBED LD Ig—
BROFENHELIRD L, TS CTHE
DH 5P BB L N, b, T—Do—
DRI AINTWZERRD, 5% TY
<, cOXdhTwr T A EBOLEHRYE
WERDEWS Z XD h B, BIEOMMIT
Bhicit, Fr 25 aitfARATh v, L
Todho TAMBEFR DML L T Iis W FTERBL KA
BIRAEELTL 5, B = 7 035 Rk
HREORAOIERL, HAHERTIRIEMTHER
TEeHhb, NEDOZDXd KR 7 w75 8017
Bz LT, S (punishment) 235 % ik g
WHFEL LRBEME L aIRR LB b iR i &
WwWHZ EHAY,

BT 0RO, bo T EEHT
ZBE DD OIF (overdetermination) &5 &
WwHRIBXRE, 20X 57 NR®DT] DWW D
PR THESED T LS TH D,

1) HMBOAMBEIEEL T\ 5,

2) WME#KAOEMLBEANERL, HoU
4 | (partial inclusion) D x H# =R AR X »
THEHALEL, ThbbiDrAr =X AL
uE, AR, B ERTIUADE
U EBONCENTLERE LD &S h
%

3) LiEnb, HIIZoFEBoLHRY 7=
75 ATBEIENTEDL, Lichi- THED
REO®BEL, TBBEHE) LT k- TH
TEhEEE R, AR, TOEEINHE
HOFRTEERBELENOAYERLE T
ZENFERB,

4) LK, TORRNOEFHOLTICIIHE—R
Bosx —vhd b Sh, Bz, Tof
HTEr -5 4 7.7+ (zero defect; ZD)
FTHLLRERINh D,

5) MTCTMELT, 7 r 77 A0FMEEE

FETZRHIcD, fHBrERLa2vre -
VAT ARERTNETHY, ThiIEE
By, EENCEE - EROVATATHDE
Ins,

TG T AN ER TS, coX 5k
b oM B RRIN R B oW Tk FkR 3 2 &
BLWiEAhd, TN 77y b
EAMTIEXRLEL, ThAFEBOX S
BWEETAZ LR AZTI D, £ TOAM
BFe B, BERPEAHEDEE/L -
A% (hardened habit system) ~ & &5 54fE L,
Tr 75 ARBL LU CHETNE (defensible) 71T
BOZNRIRIND L5y, RN TTwIS
LWCBE B R fo B ¥ F % ¥ (standard operation
procedure) % ® & DDA T LT 5T
Wl , M 0 XS e RN D - THATH
<&, TR (closed system) D%
HeE+idEdss iy, AECEDLT
D0, BB KFEMEZ T e 4 TS
ZERTER, LW XM REBICE TEVLIA
FhTnWLKEAD,

T OB Th 2 BRI AR THBZEE
O] LB FELNBRIURZ Z2h B,

1. %% (A% ODEFL

BEHEeTANLITTIELLRIEL, A
BT OV T OGRS E 2 713, BBOoRT
i THRE Lo AR TR AREH
Teb THET S, EWLIHFRMLMRET S, L
3, £0X 57, Mk X THEL (established)
IRBEIBEEIRDRETH Y, BREARTHE
LLTOARIE, o TEEIhemE) (fixed
role) Wit H bR BRET 4 » BT D
D, LWIBROREN PR TWS, Z0FE
T, EHNCABRTESO T vy, TREREE =
51| (fixed role model) LIEXX 5,

BEBEEE T L, FOPICE T THEE AR
DRFOBUKOIIEE L LT, HBRPEBEHTIC
EFINHRAWEE (formal role) »EKHR
L, xOHAMBELHOEEU L HERTHHD =
vie—b s YRATAORE, HEGIZEEZ R
fefEic kb 7 4+ o b5 AR (best-fitted man)
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FROGBECHIEENE, vV IV v VA
TADWRENEH LR HRADT T, L LES
DEBITEINETFADE S TELSTHTE LT
b, £0 L5 KEELLKEDTT, EDX5k
Ta e ARETLTCWAEDHE NS T &g, &H
DREBE BN IR WR I EE & T iz v
L, BOodHbhiuwoTths, BETHE &
ﬂ@ﬁ%rwu,Mﬁ®mEﬁﬁb®&ﬂ%&%
LW B E3e AMD 7 re AT D,
FOPLHAORML BERL o, EEMLT
WhEEZ LD,

DX BFEEEEFADEMRIEDO— 2T,
Dawis & Lofquist® oFh»nshiFeshns (01
BR),

e
(Matching) === WFiti & i‘;ﬁ
— ‘— ' : ;
£ B : ;
a o
L
N S
) - 55 ma §
el -
-'==$113kff:iﬁ% ‘
R, Wi
T] Tz Ts

1 Dawis & Lofquist »=F 1

TDEFARD-TUL, EBOBHEHAETLE
BWELT, TEE) & TABE 0B Ih, WE
D= 2>0 TFH4EE%2) (matching process)
DEZLRTWS, Wi ETHeL, TAMDEE
NeBBELE) L0 TAHOERotFOHT
BB L=y F Vo, AT TRELS
RTCVWAB—FEDY AT AZ LTzpins TEHEIAT
WS EEZLBRTWAY, = F VY I7DEHEND
BEFTARITO S r RO HIL, KRELTEH
Bxhtuwb, 7ertAr0ffTe bz 5 TL
53 FOWMEER, BrrohliioHEEBIH
RLCHCEEST bha R Th b, &2
3, Toiwsit 55 5B ORI T i I\ THE
BEoBEBRREYR LB ehh, T 2
BrABEEORBOBBERTOETIX T, kit

5% o F VIR EL Winfeh ol b F x,
WEDL LA, MICERT 2T TORMED
ANELEOREERBORE h —REDOHTENE
W RESEE TS/ FLTAREDS
£1%, M A bicu AR (wrong type) Bk
TLEo/—ELTHHEINEDTH D, &
DL IR SiE I BB T B0, HERTE
Doig =k, TREZKTEE L TOAROED
Ay - TEZE IR BREA~DRDRLR] — T
DIABDZED B Wi (selection — fitting
— acceptance or rejection) &\ 7oA
7YV AN FTerAL LTERILT D Z &L rafhe
AH5,

Dawis & Lofquist @& F iz s\ T, i
EDHBCEE > TWTHEELTWRAR E
- CUL, HOKKR EEBD G 2 DM, RORE
CBBORIMAEL <y FLTEY (E—%—0
BRI L X5 /), ToBRRkEHEY®E CTE
fblicw, &V RE & A OB e & E
(stability) 2R E RT3, X b, HE
R s\ T YIS i ARIfTBI O RS 3
BFEE LR bREND, Tiebb, BEHE
ZEEBRT &\ o RSN T IE O MHBIBSROAR
EY, BECIIEBET= BBHIXETFT 4 -
a V) EVLS KN ERTHD, ZhiTLeh
ZVE, TRh20by ZRRUAE TE &2 234
Th, [HEEH0) ZERUCAE—RB T2
DEELDTHD, (T [Rh2n] & [HE
M) RRHELEB w0, FAD TEEHD »
(2551 HAVEFOHHCHERD DDEL
Vo BT, ABTEHOZTHHALRLS 2R
B EREAY, TOXIBETADELED N
T, THBE AML eERT53ETE0M
BE, TABE) oMBEmclET 2 4RoME
#H, HHVIL THRE & - TATLEORIED &
LTCEIRBLETLEICER I ST, DL
R A LD TS ABO BAERRE (4%
DfFED T 7 AL) REHEL, BELTWE
H5LWOHBHERERLDTLEI Z &L TH D,
BEOHBIVEAL TV A RATEHOF¥A v
i, BREEEETARELTVWAHIEEBEENTH
Kol, BEL T r 75 A3 TWHhITThLIik
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Vv, Kahn %9 o@EFc L, 729 2 0BH
BEMEZ L, £Ey v AT, £0 35% HHEHD
DOBBOEMB L HFEE LT OWTRBHETDH B &R

LTk D, 38% 1 XECOBRBZEYIEIT T 5
12D isEREF - Tl EE L TW5,
DX 57T — 2 HBAT, Kahn 125 7
v AXNCRETEIE VOB LT EBEL,
BT 14 VORELEIXHED, REOREET
¥, BITOYHEELEA L DEL~FHOALLD
Rl By 7c 71 (pressure) OBILR &~ 5 Blmin bR
XBEEX5ELTW5,

Ford® v X » Cfilebohis, 72 ) HBHFEER
£ (AT&T) kT 5—HOWE S, REEE
= F VMR ETHT T 5 L) S THBRE
Vo i AT&T #eomCBERE & 5 g%
Bl X5 &1L, Herzberg B#HS® i<
BB FEE 7 = 7 5 4 |(job enrichment program)
DEAFRII, cDT a5 AT, FREE
DBRENTH - 1B & T KT 2R D% <
FETICERES LT ERBUT, #ERD
W% TREl BETIRDTH D, TOBRIL
MEOCHHA (6 7 H) TH-7ch, BEBED
Kig7ewmA (22%) HARLTc,

FHEOZHEFIL Paul £” X > T HRE SN T
WA, DX REFANRRICBEETNTSE
iR, BEEEEFAORYEINT R
flch s, e€ich, BBERET= 77 4111,
B Hhve, Hika T Cio S LEE L& EE R
H—BET L L > THASR, FOBHYE
LT o OREORREEL LA DTS
5, ZhbOWRIE, HEEBOBELOLOK
EEY bR TWHbTTiRiw s, 4l
3, H5HE b5 BEEROREN - BiER
BIEE, BkEZORBEOTITICH L CHEAER L
HEELIOLESL, LWIHIBEEERBL TS
Ewz X,

CDYIHMRCESWTELHEELHLE
BTN I HIE, Fo R, MEEES) L
5EXMET AT S bisy, FEHE
SER I EAB TR, RRETHEN L DTH
BETHELIE, BEORAREARDS, DX
B b ESFINLIDA 2 LEOTEHLYREL

T, ZOHRxDORWICERIRIEND, &AL
CEHCOREPEBL T b0 & R
LW, COEKRT, HEEROARCBEETS
HARRER L, ThbOERHREORERY 8B
UTfE 2« ARTEBBL TS 473y 7 AL RHE
B35 sz, R, HBOEET>IEIE
R 2 2 BAOERBERERER L REL
T hXd,

2. %3 EE OETL

HBORAP—EORELEBE LT 2 =
A AR HMET B FEHD D D—2ic, Katz £ Kahn®
o T#&Ew ., + - 25 (role-set model) 235
o TOEFARINE, HBOKEL AL, &
HepLE LR AZHERALT, ThTho®
HEREXFCERZL, EHLTWbDEEH
%,

HAHEAPHBC A - TCELEE, TTRHED
R, HoTBHORRD 2\ Lt ORI
L, —%EoD BB (vested interest) #H¥
L—BONAPEIET D, B, ALV A
AN EHTHY, Zhb—HOA%E, FEDHE
A (IR M43 L) ofREfTE* HET
5 &l , v (role set) KT 5, $igb
b, FEx, +1 &1, YEZOTEICH LA
DFIEMGELFEO>—FHOAATHD, LT
FiuzLEE o TTEHoBERE) Licd, KElx
vy P NOFEMBAE, $EEHLOMEEKFHERDOD
2, FRERDOBLICEDHT, Ml
WAL THRLG] LS YEZTHLT
BEoTuwb, TLTExolify, XFIJEAE
TUHRERAREBL I ETHEAD, cbziX
TEEBHELS ) 2 BT 4EFO LFIT, o
iR, M¥HE T 230 ANRD S VIRES
LA 0REERY T BODITI LR
IoT, ¥FEHEORMEBIO> T2 LAK
W, FhbLEAE, o THER) (legitimate
authority) #FFHELT, 13- %0 L @hToamd
Lo,

Katz & Kahn 13, #HEBOREEALEY T
ZDX YR AZEBOWhY [HEl-e Y — V]
(role episode) &MEA TV B, 2 TOHEBT
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kU5 ABfTE L 2 Fik, EHEREEHREE €
FATOD T7r 75 A INREENLEHA~DH
RAFAL Lvofethd, EbDTHBITS S,
I L OB IES T AR B L CORV- 0
BehreTrnbiE, o7, TIE
DEshAVoFERICELLLIE s ADORD LD
(negotiation) ZH:H MU TTVBE W2 XD,
W%, Katz & Kahn o=5FricLicdi-» T,
B (V) —5=) EEF (2 von—) EOERH=
€Y —F, 2 0EHEOFALZEBOR Y LHEE
2 THhBE, M20 L5 /AL T5 &L
THH5,

(Monitored Role) (Role Expectation)
—m——— Performance Dlscrepancy PR
- ~
(ﬁ-) éf‘%o’f h |b"l ' ;{Fﬁﬂlmjfffb\'
BT L B *\ f;\:“s:z; .
\\‘__’ £ \‘_-—’
—— o =3
— o g
— <3
........ g B
llllllflll' = 6 INEAEERENERN
Al A - SBIHias=by—or
@F&ﬂ:ké#: Z oL ok xF
a »
T T Ing
s} ]
kel o b
& Lol —
3 2 =
H ) : __\;
2 =
P Role Dlscrepancy - ==
< -
/O A . L
I &‘;b_l ’Y’)T l{yql c _[{f(‘f'f%v"‘ﬁ/\f
\ VDT E E@I NG LRI

(Role Behavior) oy

#wF

K2 wARELEEFDEF L (Interpersonal
Role Making Model)

FFERE, THTOED XS RITSHNES
EoTZFFANBLLDTHAN) F 2, ITD
BETECE L C—x D T#i4] (role expecta-
tion) #H#<, T THIZZOYBEE I DK
LTHTREL LD ERAD, 20 LHEO%ES
3, HOELHOBK IS D\ nEER B
ALT 54D (noise) WX -T, TDF
FORTRELLIEVA L Lhiuh, & dh<
BTz oG Z0ED, fich OfRLYEL

T—ED # % | (received role) #H2ICFE 5,
NI ESTHECTEZ BT 57,
ZOTENT, oA LIrDEREY D, Lk
DIAFF~D [7 4 — ¥y 7] KMliI BV, &
DOE T D 478 (role behavior) 13, E&IC X -
T 8% Xk (monitored behavior), F#ix
W BB T~ O BERICBS LT, i1
T O —COF% F3,

L AT, HE=E Y — VOfTRE, RER
T ORI ODBIC I Wi » T <
B, EwSHZlixtaTEIhL, TD X5
XL | (discrepancy) & L CDEDMUDIMBHIT
bhid,

1) #i& o X v (expectation discrepancy) :
bR T HIRE) EEF2S TRl
fe LBOMRE) LoD vy, 2D THf
BOAV L, MED2I .= —v g VIR
WEET 5 T &) (ambiguity) #7355
Lichs, FORBIT LT, HFORE
BHBCEHREEY L2520 TR R
AN

2) o X v (role discrepancy) . ¥R
MREIL e o) I Fo TREDTT
B LoRichUs vy, 2o [EE

VE, TR E s THBRECTHY R L
THLIREHST HHCOREE, FEIE
HLEGDELTHAEZTND)ZThED
D WiEWERL, ZHEHTOLOH
il B2 TE#E (conflict) #4:¥ LD X5,

3) 74—FAy, 270X (feedback discre-
pancy) : ¥ T [BEOTHI & kL&
TBHELRMLICETONE) oo v
BV ZDOT7 4 —FA A, 20XV ] 1XWE
DI L=y -y g vERRCET TBERS
FARTh S —DDIEERELEAS,

4) FEfTD X L (performance discrepancy) .
W EEAS TH T ek LT - e fifE) & B
s THELLHTORIEOITH ) Lol
BB V#y, Zo TEfTOoX V], b
Bk > TILE Sic, HoWEL BT, b
1R~ T g’flﬁ%& DF v o TEERL, B
DL B0 TEHiE] kI L5, &



46

DEEEL, HEOrWToRETEHE Fi T 2
B, BRGEEYEZH LN THEIND,

THBRBCAD AL I D L5 A vix, bk
hoEEE (ERETToERER) 1T, A
THECEN LB b0 Th b, ok ik
Mo XLv] & 74 —F 2, 70XV ] 42,
BEBN TR LRIV D, MHE
AR, T, THEHOX Vv T
L, LT EITDOA V] it EEDOANITAR
DELIEHIEHLTRETWVLARTTHY, SE
IER RN BT, L 0 (EED)
T E»rEHFCEBEELELICTE R (L85
I, LB TEL I ELIV-O2 K
HMTHB), Lrl, ®hEHosHhciroH =
#, To& 2 IEMRER, TOWEHEETEL,
BT LiclsT, ZRLDESFEYNLHOD
BEE CRIBTLZENWETHS S,

o k5w Katz & Kahn i3, st AJHRE#E
(interpersonal role making) %, i) & '
4 =Fry v Evda=—ricflliirbiRz X
5ELTWAED, LrLLoMGoRY, G
) g (B b A voi— (BF) ~NE—
FIC LB I 5T, SOEKRTIE, HED
# %% role making &5 X b role taking (%
B EEx k5, dmcE, 8N Lo
FREHIR LY XL LRkwL, K&
LT EBORMNGLHET LT o0 Lty
(12 TE 2.¥, received role—role expectation
~DHE), ¥, EEEEToREUTEI R EEC
BIEL Y5 E&ARDME Lhrcy (monitored be-
havior—role behavior ~D i), #ET57/% 5
i, BTRE 0Bl T, Bao ki Rv
T Ltk & = (negotiation) % +5THS L,
AN T O R i MR b2 T B D
5, WS ETHB, TOEKTIE, AlFDOIK
AOBBL WML, CoXskhtav=—
v a VOESTI Bcu,

Lk, Katz & Kahn ofF#+« o + - =50
 ERERTEOMEZBBG~ LM AL, Bl
FOR MM S IIT T T, VY~ F ol
el BIC PR L 7o — o 0 Ry E A (heuris-

tic device) TH5b, LalL, REO¥EH, H

2D F i BT TIRAeK, ¥ I EME R
(complex organization) DB/ AEANE DD
AEVCORIZHETL T SDTHDID, D
AN =R ADRIBICH T Tit, BEEEO AR
S SO TRANIRE D ©% < oflFE
LKA HEES TuhRIELE B WEA S,

III. BEESBRBOBRERE——TAVUAH
[C&BT 3 Graen LOHE

REE BB O, F ORI R, Mk
AHEo e ) (pet theory) DFEER]TiL7s
<, Mls ARBIT2 [ RIEBHDHEH (unpro-
ven assumption) % ik B[R b BER L e To B
FEAD TReadd) TH5BY, Tiebb,

1) HBOBB& AL, L0X5Bxicl
T, FREAVRBI LTV X 5 kftdit
T8 % L 51l o ThL D,

2) ToOBMEAHEL, BT T IRERT
HikE: (critical events) (2%, D X 57cd
DB DD,

3) HBoOWKEBAE AR, TORENTLHRED
ENLRIZL T, EDXSHBIRHD
B,

PDED=20 &2 5L, BHEOREK
EiEBEOBE% (research exploration) 73, DU Ef
AT - C, BINFRERFEG - B - ) &1
Y /1 K% (Graen - Dansereau - Cashman) o #f
JeE T — s X Y BRI e, £ 2T, M
B A THREARCESY by, MR
L Tw OEBEZ BB L Tz Lo
5 b1z, REIHBO “outcropping” % B0l H
5&ELTWB,

AR BT L < A TRICHEBEA, vwbizhs
Ao FiBE (newcomer) 1%, \ s B Rl =
€Y — PRl L TR o— ARTORK B (establi-
shed member) I - TV DA S5 (BB
L, WMBIeWDREDH5h), HEORDIEHLTH
He vy — FEBRTT 5 4 Ol —MKo,
(DALY - 7 ihefy > A 5 2 (physical-technological
system), @& - b > A 7 4 (social-cul-
tural system), @ AJHl> A 7 &~ (person system)




- DREH AL R OBRMMEUA] Y my 27 b —

BERERVLRAEEK, Y0X5hHRed
b T oY, BEOHYWESRLYEST T
(role relevant force) |3fa]5s- OB S
DER (organizational demand), @& #|+ ., +
MHHOER (role-set demand), @ MEEFEHHD
Z3k (personality demand) ik as7s b b DAY
HY, ThHRVHIIEH LG - TL L DnY,
BRERTNEEIEL, 3ol e Tthsb, T
TRTREINIcL Y, HHEGRBEOMRIL,
Z OB REREE b, SEICH L < A - TERAEEBEA
CEEST TR BELOD, T HIET AE,
B 5 A\HITEMER LD L 0 O B T H
bo SHANCENBBBROFEDOMESH %
RAERB7eD, TRIINIFIOK4 DX 5ED
THIELELTEBTHAY,
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UTiesnT, BEETHORbOHE (#
B kT s EAOBREEEAROE WY B B b
%) RBATHENC, Graen BT X » ThAE I
T AU HTORIFEHEF (D—2) A LKL
Xa,

1. #EICHTIER

1970 F 7 # VU H i B\ T Graen 2 X b 17
febhic TEHAICRT 52 - BEHERE (cleri-
cal worker) OFEMEBABOPFZE P, TR s
FABADKEES) OFruAL A H=RaD
BRCETTD, BYOBRBTH -1, O
123\~ C Graen 243, 1M KFD 6 FHicHr
LB I h7-62% 0 — B BH B2 d S, %
FOBBRN (& LESITHE) ~oRLAR

[

S
PRl A T ) I T Akt H
1] ] ; H ’-.JA =
s :
// //// O ?
e | S T S —
INPUT ASSESSMENT ;;//NEGOITAITON OUTPUT
/
B3 (8 ADRE DRI
/ W OHR
//
/
e L OB o EO4 J
HAEOER 7 1
®5ilkE [ #\ l l
°Ei T4 —~FEN, T
2 F
YU #l Mo
eR—UF T, - B
o IBIE T
o RUAL It (Mgt | | . e Mo
RO BELB—BEXT—) e
o RAZIL: (178 & W
B DR PEHE D 491%) f—= ¥ Fs
LE 1 R ey S 7 X URE/SBER
Gr7Yyy Pl
M,=2279+, 1 o Ta4=FENgy
75 W) Vel
. ~— _/ \ " e ——
PERSON PROCESS PRODUCT

R4 REBEGEEFAEONE

) kR, Campbell &0 417 7

S A2 RS
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61 HIChbhEHICEBLLEDOTH -, &
T 213, EBBEOEMLKD] 2,4,12,16,
20 BAD 6 MICKWT, © FIEHBRAAY
(UUF M¥$EE) L9.s), OHOBERELF, @ff
DR BBHT LR b ERDO L VRE, Lich
ST1A) ®3FME, BREELA VA Vo~ &
X THEDLR, Tibbl o, #l
BIZH LS A TER AL (actor) wHm%
HbE, ARET, OZOBA(SES) B L OH

(&2, b O VA—-THsH R RED
ThERICR LT, HBHEEZEO [{7H) (behavior)
FHREL, HEASH5EFHRIN 5 EAERE
R YIRS EE - o THEK) &2, ORK
w, MEH, BE, RAEorhEThE@EGC T4
VEY . —) RIS LWL D, BREKTIE
Z ERT O TEANRI] (context) i
WMEED, @z vE T . —nbBLhER
CHEEDGT, Fric@a RS Ml ok Hi
BILCHEMEAHET - BIET 5, VI FHREEH
Ebhic, ZoX5kFhiz (HRK—-1 vz v
2 —>HEHED) 2EBECBIET LT
5T, UEEZOTHRIVCLhER Y & RED
Zien TR (process) #36 # Fitioiz hBEk
Bi2% (repeated monitoring) ¥tz TH 5,
PTFrEMKTE-@OoB () D<o
PEBALI I,

1) ®Eexi3%H8% (role readiness) | M4%E
BPBEELTO243, #r8kL Lo &
BoTuwbhEL CoBREDOHBENS DML
WHZE, Thbb, [HEBSHLTWLS
fhfi & FfkpEtE (work plan) & BN
(relevance)) 1Z#T 2 Y EHEHHDORMTH
5,

2) &Ehox+51iF 24 (role preference) : 4]
BO—RELTORE] v o ERH T
O, #RM TEE) #MEELTw50T

s, BEEI B S T BN
EHOERERICH L, B4 ORME =71
F - EOBRERGTRNELEZDINEND
Zl, TlebbREEEICN TS TR L
= FF —Ofs DM (time and energy
allocation pattern) I DO\ TDIFLTH B,

1,2,12 8 X016 BADO LN FER DI H T,
FEFEBRAR, YHANL R 5 HHESO
VA PIEDSE, BOSEMEEEYERTS &
WOEEND, UOETRLhOFEECHT 5
B4 DEE & =& 1 F — OF4 O i ou
T, PED I RFBRbAL, Thbb, O
BOHFRED X SRy TREEEL T
L0 (MEFRFOFA; FF), @L#L,
EDXSEGTRNEELELZTWDEES
(EBOFLE O x5 SEEDR
41; SF), @REILED L IRy TNE &
FE2Tw2DEE0 (FEOIFLES OLH
x5 MEE DR PR, thB, <7
VLB, R MEE o RS RF
LI Eh, SUEEOBML =5 F - DR
Dt w0 T, @LEHFDE 2 (SS), &
FAEEHDE 2 (FF) 2ikdbhte, ko
D~BDFNFRITDO\NT, 14E O FEFHIE
B~oEE® R L T\&, TFF, 2SF, 3PF,
2SS s Xt ZPP EHTIE, chbid,
LEZOBREFHCHT LR TV HHEERD
X (magnittude) ZFEi>THEL K 5,

3) BREDOTHERM: L REERE (role ambigu-
ity and role confiict) : Fiz Rk~ MBSz
T DR OFER R X OIBE L, &
& 2% |SS—SF|, |PP—PF| %#H3hit,
BB YEE L bREOMO, BERLIE
LREEE OO TERE DO AR | 27T
BLich 5, ik, |[SF—FF|, |PF—FF|
¥ L [SS—FF|, |PP—FF| #k»hid,
Thbik, MEELEESICRAE S 0N
D, B XFRE L (perceptual) o, %
HIXEEE (actual) o [REEE) #RTHE
BLierd, ¥, L% FEEOE L H
D, FEOS VEWHLEIL HREERH T
ISS—PP|, [ U< UHEH OB LD g
P OETLREEREC [SF-PF|, »2%xn
% (intersender role conflict), &z,
IhHDERENRDOIESHER, %o
HEREVCHCBEHEL T B E WS ET
H5 (K58H),

4) RERREA~DOREE, WEER I ORUZET
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FAHE (actual) it B (perceived) o fit it

ARCS=RIIBTIRA
(85)

i s
(SS- FF)

FSCIPAT
(SF-FF)

ko
(SF-PF)

) e i
(PF-FF)

-

~ = x
I%'}\d/)%/:ﬁ 5 \
! BELALAYI =AY

FHSE 1 5g 0ol I
(PP)

1z HIARE

(PP-PF)

Y
[
J

X5 HETHESEE ISR
CooE#4T 75 a3, TAA) (Focal Person; F) %ok LT, i IR (Supervisor; S) s X0
TFRE) (Peer; P) L o=HBIKCERL > 5 [HERHESE] (role ambiguity) & THREREHE) (role
conflict) #FEL7cd DTHD, WD, THOA & nid, THEEHA] (role expectation) D 30 A
(role sender) D H\ D, [HAA]l OBETEH Db & < HEH (Intercender Role Con-
flict) TH%,
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5)

FE (role attitude, role satisfaction, and role
perfomance) : BEPRIOFEMEICK T 54
ko [—RIORRE & i2RE0ERERC
A UTRT A THRIE ) 3 IO MEZFORHE
FiTieonWT oo EFo T2 (perfor-
mance evaluation) TH 5%,

B M (instrumentality varlables)®
DMEEE O HEIRITICHEA T A AR LD THE
I (reward) & o TE)#-31F ] (motiva-
tion) & OHAEBIE AR T 5 b DFAEE
TB & LT@pERs hicfime, t5:
BLTHAZHEOHEYER TS &, HH
"HZFANhLRAZE, EROEEYES
L HEFOLOITS IS KRB THT L,
B, HaThot, FEFEBHMEL, O
RHEDHEMO TR ZhIH LT E D L b v
rgk 77 (attraction) #ET BMHEWS T &,
FLTCZhboBMoERFhaERT 5L
WHBEND, QA AFOE L (OB
CRIAHFR)CHES &, EoREONE
AM: | (instrumentality) » iz T\~ 5 &R
5p, @EEOEZ (SF) S ZEDHE
BHEoWTIRE S h, @REFEDEL(PF)

KHRED Z EDBEREBEILOWTIRES B S H,
nERbLR,

ZDXORBROBAICT MY v 7 ADHT,
57— 2 DO5H - BEICEL, ¥ — 2 2EEDOHF
CH o Tn&, BDoZOSHEGRICER DD
Z—EBlicz—viHEHTocho b1
(7%, convergent-discriminant validity'®
HELL) B, THREeHTz#Hz) Tho
2o LTFREFDHIHEROG OB B HBR L X
94

X6, MEEies+2Hz TR
W) & BT AR (BITRI T
H L) EOBRERLILSDTH D, £IC
R, THEx ) b3, THFEECEZ ORE
KLTWAEEE, FolkoftEkors v
OBBEOES ] KOWTONEHE B & © # 4
(Bx) Thote, FEHBHA 62%) 1, #
1HEBIEEShcfgEo Tz wkswT,
ECBEEEAD B LT TREIZAE ] (Tole ac-
cepter; 404) &, 3L A FBEMEN LTS
T3 7 ) (role rejector; 224) D >0D 7
N PR T bRte, (2o THREFEL], &
HIEEE) LA, BLxEDLHE Lo

(BRI & =5 0%

DEAE L) %) AABHOFS (FF)e—s
BADE L e R OHFH (SF)e—e

5 ¢ LB FOER (S§)o—o

] 3 BEIETE (N=22) "’\A BESEE (N=10)

i;i 2 \

BN

R 1 A §><i§§

Q3

J\m

.:j [ S et T e

¥

(Lodl)] o 12 1611 2 12 16

R GB)

M6 THxz) & MEEhewT5iF4] & 0Bk



— TAFEHALRORMBEERERE] IV =2 b — Bl

EER 7 VB E I, T 5 HUE
EHBOVTIIT I B AL s T TH A
5), T4 &k, THOEWEEYT 5B,
BEHER O T E I LR E D RO & = %
MR ESESTHN) KOWTD, YLEHEH
FRIVBEDOEH -« o b - 2 Vi DH BB
L5 ELThHB, M6 TEFF (UFEAY
DA Lichi» THBRAT5ER), SS(k
BHEOF A~ Lich - CMHF w35 EEo
ER)KSIVSF (YEENE LS EROIFA~L
febio CEHEBIC L » TRME i ERROER)
O=EOWHE ShTwb,

DT — 2 DERTHL ORI, FTEAX
AR, TEEHEGE) B O, RO A
wHe 5 FF L SS o E e pA (divergence)
ThhH, T I TiE, EHE» THEE =50
Fobd & @A OEIREX/] &
ER+ThuE, BT &L ToNSHEHR, M, Tdo
Epte vz g RS- L/ ) L HOREX
ThE VST, BT hEF I BRI
TWhHiEn Y ThnH, oo FF & SSoFfe (1SS
—FF)) 13, MEE Lo L oM oBE B
(actual role conflict) #7358k L, T&¥BHEEAEE ] 13
KRS, HotBEr #7Tudd5izs,
Fhiid bR E o REEREEHELIR TS
DThHb, RAR L -Ti, COBEDOD LK
TEEifEgRE o L&, ThrfEik+<{, 3
EE~DITHBEDCER(SS)EEHTWVL LY
v ks, WTFhicL s, TEEZEE) 25, B
Mriks (FMLBRSETT ) wohTZ o
HEBRAE T X T DI, TEREIEERE]
DEHIIT R TEIL S LD E VR B,
R6wkit2SSESFofE#E (ISS—SFI)
i, YHEOKRELEHOH VT EEE&L =3 L F
~DEG DEHADIFRE TUTER) DT
D, YHEEZL R OCH HIEKE (role pre-
ference ambiguity) %k L T\ 5, [REIZH
Zleh-Tik, SSESFORVIZERHE &
KIE (converge) L, MZE b L& i
bInDR X, Ll LN =7
~Y g YD L BB I EEFB LTS,
LrpmEIhc TIRERS S Wb - T, 4F

Zext1 5 LEOER(S S)iE, AbL»DEED
TR YEERACR—ACEL LT, BHE
HOHHDE2 (FFCEWET, EE0ELY
HANSF)LTWL X d5iein’,

ZOZERMEERLTCVAEDEAD by, T
HPERE ] 0, ok, THHOELZ (FF) o
FHHIELWAL, ERIBFOLIOSWELDNE
B0 D BED R BTN, TEZELT
Fe 2D DTl EbhTELOD, B
HLEITIEDDEV, REFEERE) E T,
WORE LRI L ETT Y- To, HEOK
e =¥ —-0FRhicEy 52~V (DF L
Hofth) 2% LEBT 0K, EEOTH,
LEKRODHHEOFN D ERL AT &0
TERNTWHEOMS Loy (Bk iz, ok
TE% 5\ 5 B R ERCH LTVW X 5 &
HHCIEERESNESELTLESE), L
A E 5 ETHE B, il THREIE
H#%) OFF (4HEHFOE L) LSF (4F
EHNRM L EBE0EZ) & OBEENIIRRIZ,
EHEOBRI(S S)HMEFHL X 5 LT HEPEED
B, R TREHESEE) 1, ThEoEL
TS DEh (FF) ERLTEWEREWIESS
(SF)) LtHH B DB IEE BT,
Ly ERERTHONE LRy, ZOERK
wERWT, MBEHEE] 3F 3k, LEROEN
R - THEOREEEDY T LT v
B, LESZEIWETHAHS, [HREHEEFH
ORLOERIL, [HREZEE] OLhRIENT,
¥ WAL, L CEHIERIR e T
ATWEEELIDREC,

Dz ki, |SS—SF| (EEIoREEKED
—J5EE) ESWRK T R, HECT®
Xhid, MBEZEEZ Who T, HEOE
ELR P P B S B TR L,
FOBBERELCEHAXR TV 5, LAl
T EERE ) @b - L, M~ oRLAR.
HATTIET B3 E, HOOREREOAHERME
BALTL-TWD, 2OX57TRRET TES
ORBEST OB kY, FIRMEEERE]
W& o TIHEEBENCE T, 0 X5 7Bl
(HEI?) ZREEX25 SO0, TOMBIX



tk SS—SF

~

A DA

1 2 T 16
BRI GH)
K7 TH#Hizl & THREOTHESEME] & oBF

SHOMEOEELFERATH S,

LT AT, DEDHERISZERTYUYRDE
y 78RV Io, TimhbbT ko LD
Ty, OFD LS EMRENT — XL L > THE
SEbhick i s, @ORRELIOILTT ~
BERPEDTCARIEBICIE TLILL I % )
kb Lifus, EALH(E D BEZT,
BHBEY XY, —HCfRE LT 545
ZLfob#) oT, HTLLEOIENE
BEIRTLDERVLIRVWEVWIZE, ®ZD
LD EAT T AT Y 7 AAEEN, ME
DEFA~OFMLERCREEB T L OH &Y
E2TWABIENRREND, LI ED=H
kB, BExTHIE, TREZAEE) < T&HEH
HFEEZ o@ERHILIL, TOX I BIEATT
RE=ey —F] ORRTH- T d Lhisl,
Fi, ZHLEEREAT MEEH=Y Y~ ©
BREYY, SABMEETE VLR &
ME DI ST WERT L S BROBE G L
Ricws, Brefiicbiy, - B MEEHERE
DI (E) B MEBRC VAT RIEE) R LD
L e %, —DODIZILNLT —2D 3BT
BT L ERILA S,

DOER, Tzl LRERI~O FBRE] B
LU TREE) LoBIRERTALY, K8KARS
ho &<, MR (over-all satisfaction) 1
DT, TREZEE) LU [EEHESE)
ELEHIOREBE EBWET LTV, &, %

1% & 3E T Ho—0
2 g2 BEEE e
=
= 21
$ :
5 10l
S
21
F:cN
%\/g 17 ‘
K4 15¢
!
K3 — ;

-2 4 12 16

K8 [#xl & MNEREl &0k

RTLEEBREZBCHNT, Fre—FL Ty
kR U Ao, BEIRTA~ O THEE | OBFEK
oW Th, &l BEoEREREbR, ERET
NEx, BEORTIS L THEE PIBE]
OFEERHED LR BiHeT, IRV
NATRMLT e WS BTHH (Tiebb,
ﬂFD‘ﬁ&WI$V$FJkﬂ?5L&®JE
, B L CHSEY R ot), BRE
m;kh(&%% ] (BT o®elfTshicxt+
5 EREoOFE) 1k, KHOwmREhsIEL, &
B2 R WT—BLTE»-T, 2 bk
i, YEE ET) o MHEE) X TEE) 0
BmA BT A L, WL v vy T
L (BEDLD) Thotll bbby, #
T TE#EZET) ORM @ofu,F&Wﬁﬁ
zjafwwwaﬁja%%/ar%b E 2T

B H E B e
B E T Ko

5.0f

L% ITEE (Performance Evaluation)

2 12 16

i

9o Hxl & TEEZEGTE) L oBk
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FHL TS 2 ETh D,

LR —AEEZERTDON, WP, LD
bz —2 MR Lis huiis biswv, 3F
DWRERPREE OB Y £ L HEELTLT, £5
LTERERHEOBRBITEZELL (2)EETE
Bl bz B FoOREOBBTHOF — 4 & LT)
BLERDDh &y, —DFEZBRDT &I,
BEEBFEIAKREZTEE L VE VAT
—BLTHERTE L O ET5kbE, &b
B, BT (O®ETH) I ELLTEL
Toldnwd 2 &Ths, Lrl, o6, 7
RIVE BT B hoB kT -4 &
¥EETLRD, Bbii EoEERYZITANRD
CEREEThHLH, TRl A, HTOITEIE
Brkids, LBEDZDX 57 THEDL LR
5120 BED: A5 Y~ K2 L3, 4%
DEED D, X L TCEELHERREEDO—2TH 5,

Mzl & TEEMEHK) & o, WET
REITHoleh, BRERTCHATZHBND
D THM) & LT, Bonw oroEHxsH T
B, TOXdhBMoThZhicH L THYHEED
5 TEhoE4&y (attractiveness) ¥, F
BIha@y, BEEHFAZ] CEm<l, TREHE
B TREVKETHEB L, ¥k, Z0X5
hEMYER T FEE L TAINRLED & W
SET, (FEE) 3o EEROERIHES =
sicEy MEAEM #RHELTWorext L,
MEEE] 325 Tish o, LrL, RED
BRI WOz s TEAM] &, WHEOM
TR - T,

2. BEHBARO=->0OR/ME

el x5, BREKO@L LI - TE
F— 2 BIOA va v . —HBEULTELRE
BErBamemBic o LR, Graen %
3, FEEBBEO AL OBE (6 2A) %,
“initial confrontation—working through—in-
tegrating” & T4 MO 5 =00 BifEH b EEK
LBz RELI, £hXho FHE O KM
¢, FLRBHINDERER Y= 2B HTH
i, RoZTELTH 5,

1) JBm I ——initial confrontation : Z o
R\ CHFERFRA I, HfELEncian
TWicBAE~D T &, Hoidml
fo THE oFhiox+ o, FIRA LI
T Blehh oo, MBENO THRE) &5
THMCR TR EREFY LB, KT
T ERBICRRT 5 & KSR E
BB E Vot HEICA - BB KU
548 (disillusionment) (2, 4Hi-bic
Lo T—HBBRBENL L L/, BALnLl
TOULM TKI8Y 2 FEl, #HBRHF LA
TERBAD MExT 282 WELL
REET LML LAy, LBADEVOLE
WAL, BAR B -V F )T 4 -
ERAZHGAREV A0 ELT, FHoO
"EE (LodT) T s THEOH
R WMLV T2 LD, XHIZIL
BN TOES OIS, BB~
£ (visitor) X LTEE ST 506 Lk,
5 LCEAD M&Eslics+ 582 ) wiazl
PAEL, BEORERKC—7-0FLETH
3 (turn off) &, ZTh¥ % & icEiFE (turn
on) U, #k Lot (resident) % 5
LD EFRLUTESRZ LTI A
5, CORETHBL, HBErrer95 -
=L7b, T v#igErHE Rl > BALE
NELLBEBODMLLIEYTHZ LT LT,
ZDLIEDO—WEHFILTE B0 E Lhioys,
Lo LZhidsie, REVCK U CHiFR & i
2Ebol, REZRDOHBBEALEBILT
LEShDLAw, WTFhicLa, Mkt
BT A —HEL LTERBIRTV B0
Bbhb, To [BBi%) oxh =X 2
i3, TOEG&EEZLEDT, BLIHER
NWAHELERSS S5 (Vroom & Deci, Porter
L Smith, ¥ X% Minami %3, oI
BROIRTENT TE L OBIEET T 5,
<, “fixed labor market” MEEhHT
tH, b2 ETLIHLTCTCIOHEENELREX
T2 Lhiowvy),

2) B I ——working through: = ®BEiZ
BOTHBCH L A TERLBAR LG



M b L, ACORG T
RLDA £ ~0%, HORE L., b NOFEE
ADF & T (adjust) L, HEH (overlap)
IRBIER LT, ACOEBEORERI
OHH AR BIZR T ETH D, =
DA, fhE o A~O—TN i FRFET
1370 <, 1228 (negotiation) # i U CTHIA
FRARL LT v D, REESRR
DA S P RERLTWS, Tcbkziibb
AL, DERHEMPMFHREEEL, Kok
Hbr, PO A VA~ ST LR EEBRYED
AEORELZTEHL, LH EoBFREBIIL
I35 EBDEE LAy, TRFloFAR
EoTiE, ORI, #HELOBYLED
hig e BEFREED 7 v+ AT, HAOM
HOBEFCE LTl Dkt g@diin)
RETHLL Lhiw, WThiclb, &
o “working through” o7 a2,
H I <o “initial confrontation” » ML,
AAOBERILOBEIR S 2L (B D\ ik
HEK) XBT WL DTHDB, 2D E%%
2, COREY, HBCHLIALTE
72X EAD, o [ EEHRAE (subjective
organization; #HBEOKEZEALHCORER
R E S X EROIT T L) H&RE
.y PHOHEBEAO LR EFEE c HEIRT
Wl EE, iRui BRI AN
Lo TRESFHSTHRID,
B@Ell—Integrating: RBEIOTO = —
AR, HBEH LA TERBEARLT,
HOO®REABOHMES (clarity) A Z
BHZERDDHEBIE, TOHE=DRHEI,
BT L2055 BES AT 4 O —Hi~
RS LTV ZEXREELTW S,
WHlhiE, REBCERAVBEE D O2H S
HADOBEEE S, HEL, P HOEMBAL
OBFYHRFETTAHI LRI T, EER2ED
DERME S BREERERD D, L RRN
RE—VEBTAERANERDLORTWL S
v ATHDB, LHLEND, ZOSrteA
OETIEAORE LY B, BR
e, 4 CEALBCEMIhTW T

HERE *3- XD EEMEIRICES,
L LEAD, HZIho2oh5BEOHOR
#HE, HOOMEDHHE (career plan) & o
Mg R+ & ThiE, B TERE
(role conflict) » &+ 5 twwich, —77,
Mo Efic & 5Tk, HHERTIEER VW
MEbEx LB _REEHBELTH, MTC
BHUOBEANER D CRELEEL TS
Ik Lieh, HoREREELE L,
ThEiokEi TE#E, (performance con-
flict) &/t B % Blov, BETIE F
— o “working through” o7 e x
A% L TEES L ORI OBEIR X 2ME
BERTHDT, ZDXd7BElrH< L
<0 TERE) HiEEe, P BRBEMLL T
LDTHBD, ChHLDOEED S bITit, EE
EWTo THEXSE] #@L CRRIhD L
DbHNE, BIRELLTCEZOEEZITA
hbh, FEALIRZ23D0HH5, ZOH
ZORE RO A RERIT HETR, M
OEANEEE Ly rHOHEBALZ W B O
TERE) 20 RZITIED, Wik b5 HET,
LIZHR TERBEL TG, iz ki
X ORI L S,

DX S, HEEHREED, HE~o R
BRO—ODFER (outcome) 1, MBEEEL TV
STEHEORIC L s TRENE, B1LICH LM
TEL, 4P BHO#KY T THREESE] ©
23% & TREIZEE ] O10% 23 L3MEE - 7o,
LRI AHOKED T, THREHEEE
D59% & TRESTHEHE DR HBEE - T
1oo L TR (BFEAEG T To)
IZ, WEEOWDIIL, HEIEEZD27% & 1E

£1 BEBEOESB

o | REWERE | REIZEA & &
AR (B EE) % ¥ % = %  HEE
4 78 23% 5N 110% 4N |15% 9A
9 #A 59 13 25%% 10 37 23
12 7R 73 16 45% 18 55 34

T WEOHBERC, 1%(™) 310 5%(*) K
TEEEDD.
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FREDS%, KICHM L 28 0EHBED >
LWHENHBITE E » TR BE D 5T, W
M LT ORI, #h1EORIC, 5 bA
Bz, HL D ARIRBD55% I b MM 5
ABZL CE T BT HETH - e D 25 5 5
Do ETWEHD AN =R A3l Dh,
PlEofuviesL, REEE= T vz, FEC
BHICEZLTE XD &, [ARHEKE] (wrong
type) AEMI NI, EE2BHEAH, LI
DoT, TREETHE] » EEGAR) kT
THEEE L LTRSS R, (REUZSEE) OLp
BHEIhTWeh, oIk &3 (B BIixE
Ttk LOLEBRARRD, Bl
Ny 27Ty VER(AE, # BE BEEE,
REMAL, HARE, BK, Fx) Ofp¥nE, Tidl
HEZ & IREZEE ofic—HL oK
BREVRLBRM -, IHLEIREZ LK
i, RUKRFEOMMMAOHHEEMED Y v I ric
FEowt I #EZ YL, (cross validation)'” iz
BT, REHEES BERAEEVGER UoH
THETHZ LA WND LR, 20 [XERY
bl DFEREY, BORERIIADITHAS Y
FEATMAB (6 2%) OB ~0BYK
ETHD, ¥ SCEDORMCHT HEL, FEF
BBEOR(LOBEZD L O, tichbilikics
TARENEBRBED (RX &%) 257205 %H
KRDONHRERES S, THEEFEE 2, H
LDEATHEBEC L - TeDTH L, FAHD
FC TESRIERETH D) LAFEY Hi-b T
Licu, o, BT — 2%, ok 2 imEhc
D THx OB CE VST D Fr by -
BELCAS &, HEHRBEBEEDOW > MG~
ORLDBE DD, Fhis hicHERIWES L
WHIZETHY, TR, Foffkicd B
BARRELTWBTHA SR ELREALER
TR 2 » = X A DkIUO—F (outcropping)
YERLTWD, WS EThHob, TDAH =
AAZ—FEDI S d DicDHh zhiz, R
2 A% (invisible organization) D EjfE%,
LD BC R DHCE x5 %2 T (visualize)
WS ERRFEC Y - TOLBE LI hEA R
A5,

Graen 53, @ 1970 EoEW® TR L
®, BN E O REHTTRY, TORE
i, [V—&—>, 70BEEE=F L] L LT
Bt ho2bh %',

IV. REGBBEORE —AHXK
CHET3Rb0WMRE

HEo Graen SoRHEFOENI L ZER
WieFic X o, TREEREBRE) oW
U 7c THREE MRS | (heuristic approach) #$%
> T <, Tlabb, IEREEESAR O,
B [ES © TaEl 2550 UDHFEL,
F ORI EBRET DD B bbb DT
e £ 5T L, FATobhh o E F T 5ERT
el Bl izt LTZFARTEE,
IR - BENISEBE SO, Mk
< ADE OB R HE LA ST 5 BER
BRERL, FLT, ThOoFEERMALOBEED S
D X5 — IR T B D U s e —— & A HF
Th, £5THIER YT, BB oA
ADITEIOBERCIFET B A = A AR ERELT
W BB IR0 THS,

19720 7 A, #ilcbit, brlEOASES 3
DHFNHET, ZZ TOXDEEDOKE (HA)
HB% TREEER) OYMELL L —2DBERY
P (3FEE) CEF LI, IR, FEELSR
D, 3 (197247 A ~19754 3 A) oEHE
BrEEL, #HEHORELRL, B, 234
W2l LT oRKE () SPcrd o, &%
DFHEOITHERAT D EZATH S,

PR, ZoRCbOMRE TELNE D B
eI b TRALTW ZE L L 5, o
BECHLBREATE, HROSRAHET LS
b E X DAFEEETH B, Lavl, FHENS
WORERIZ, MEBTEHR, Ricboiisk B+
DEZOOHB I ERTLT WS,

1. WEOEEE

TREEDD 5 2Tl HRBYEEET 20
i, HAEEOMEHLOMIPHER, HEEO
AT HBROEHESLEF E Vb DR L 5T
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KEHPREZINTL B, HRVZAE, Wl B8
2, MEENEHTHE LTV ERLDL LT,
e bTH B —E OB BRI ACHERM L2 &
ATHBIRFTHD, Lichi-T, —FHTH%EE
OB & F i oun T o BRI AL X b
BRI, Xk borTsEEbic, b
THEDT T AN, TOMBOEHZZHILL T
L oEELEh, WEYLEE L RALES,
ZOZONR—BLIBRELTHAAITHRTL
DZENHTEN, REEISVLDORTHID
OFREEL VI EREAD, Bl b DB
X, KRHIL T OOREERO BICHEEI TV
5. BHLE, FO—2%F—F v VATFA-T
Te—F, 35—V s —F 4 AL FATF
4w 7Y vy~ 7 Fa—~F (vertical dyadic
linkage approach; VDL 7 7 m — %) LA T,
FNEFhOEZ P TBRDZ et 5, &
WT, TOWMEEBHLERLIFAET V1 v A
BEICHEALTVC 5,

1) =7 - LRAFL-T77A—F

D7 T —FlI b0, HBRED
et (stability) &, #lfk & AR o T—%
(correspondence) & &{FEETHZ7 v —~XF - v
AT ADENTH D, Futcbiz, FREEE) =
Fahb [BEES) eF1a~E, (355814 4
DR *” (paradigm shift) O XLEEEF DO
LRCEHBT, ELZDOLDODEITONT Y,
WkD, XYV 2 - EKHBESER - RE—
HEREE & Vv KEEN Y AT 2005, X F
BISEBER L O LW AT Ak, BROLE
WL DT WL, bt —7F v« VAT A -
7 7w —F LSRR, L0 ODH
2, HREZEAFOBECHERE OB BB I
Fiy, IVEIWMYARTVZ S &3 5B
i bicu, ORI, KO SHBICEMNS
haEAsS,

© FleboBrztx, MR AROBNRE B

LE2ELTHRD—2DRHET, TORH
FRIET X BOLPLBETT A+ &EVIEZ
4 [REHRIERY ) (hypotheses testing) MEmg2P

LR LAMOEMEYER > T35, Tebb, L

HLORRIL, BFEBEELEV T4
o TR %k (boundary condition) %835
ML, FO&ERECHREI R TELTL
DHFFOTE 2 — v, WTHEICR D BRL,
FOFRT, BED2AH = A LBBEL L
LRE—DHBEREBET 5,

@ Folediciy, HHBECTEHORELA
THLIE, [HRXBDIHMLELHOENLD
XD TLEbIW] TERFOELNERC &
LicoTL %, HREED, MEEBFOFAL
PR OFIREY &1y [ REFE D K3 (unproven
assumption) {2 X - CHFERINTLE 5 &A
HoTriE bisw, S dinirhid, HRFR
FOREBT L 5> T2 E CEBACREI LT
L% W, BE0 [EMAARE (concrete setting)
W5 ABITB O BB BEMET 2 2 & HARA]
LT TLEILAD, TDOBOERBIEDK
B FEFL, Schein DWH Lz AHD [ AM
&5 | (models of man) TH 5%, H#&
TEhr e DREL L, [#:3% AJ (economic man)
—[#4 A (social man)—>lHZEB A (self-
actualizing man) &\ 72, ABfTEHIC2WT
DEAFHOELTH -7, £LT, FHILE
HMOTEL, “#F OBERTEH D TH
%o

® ABfTEIC DT OMBK e R 5%
WX SRBDH LS L, iR
Lo TRERTHH S, ik, “HH LD
DhS5ELTHBEDN Lvd AT TR E L
U i o enteinliesnrdblh
e\, LU, BHBA S H 2/ - o d
CHEI i Fd — 7 VISHFREEE D 20, B
BRRELLRFRLTOLOOHERBIANILL o

FHTARCAIGHEERELAE T - T
Rog =TV VAT A - T Fr—FTiL, W
RONREHEBOERCEEKT S L 5 BFHER
T50TIEIL, BEORROLEBFHRZOE
LG LT, HREEBOUVBELLEELI LS
ZEREST, FOREIHELTYL 2 &
HEhT\3b,

@ FEOEBEFSFEII LW Z &,

FAIOEHSE I E WS 2 E Tkl £
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T, E25h ) 2BRSLHBEERY 3
TR#E L TCEELZIT AR, Thbo—20
EORBECBOLTHIRLTALS ETAHE
ETHD, HEDOHNELHEVHEBETHNIED
BIRE,BMROZ LD, TOHBEI RN T~
~FhicRb 1% < o) (multiple hypoth-
eses) NERIN D, Fhic, HEEBERD X
S ML T e v ARMECL LS &
LEAICIE, MREXLOHEMCEK VT, B
SOERLRI O EHAL I3 WA HE T R 3R
(TR wEFBELTELRTRERbR G, &
7, REOHF L VGBS THINIES
ik, ThRicBET S EBbh b EER %Y EE
REYREL, chixBYTREFE O
2THL, EWOIBHARRA RIS D ET 5T
(B, TDXSBEBNND - TULLDT, B
REoTwHd+s I—#Eo B ER)
(crucial sets of variables) OFER L, Th b
OHEEROBHEAFRELI > TZ X5,

® HERAENCDHREETH-TEH, Hho
TEREE (F—%) BZRELTH-7h,
A7 AR BLLOTHIE, LTI Lo
EREIPRFTER -, REISMEFHITHD,
2o, MBTEO X S EELRRBRY NS
ETABAI, IREFEOLEFEOKRTMZ, T
-2 DBEREHEETS (REEHE] (quality
control) DB HEMAS, T—-2DHEFETX
BAREERERE L UL, HELDOS DR R
DEBOFIZHAAN, HKEL T T &D—
BRCHLE, TLTohERvs 1, B
ERBBCHE IR T ER-T, HEED
BBHCESADTE, HHAEBCESETED
EMBRID, WEREDOLOA~D [REE]
(reactivity)® o_op&Ezbhb, ZOWE
3, PIREBBEACETHEIE Y V- F -
TTHY, BRFBTZ ZTL—oDHEE LR
Tl by,
WarfigoBSomicflaAnbh, #E
h, gREEOSNEPEBL T Icditik
BHA 2 » 7OWEAHLHBICR T GH
REBHEDDAEDRM LT »TL B,
MiboBR T, FROBHEHED LI,

—HOBBEHEELHEAL » 7 LOHTA v &
Vo —pThbht, 1 VEE 2B LU TDOH
FEAMOHY, BRISEIHTEROERY R
L, WHOBHxEEHKI LD TEHF L
55, ELPRBZEIA VALY . —FRUT, B
FEEZEOBI N TV AHBES O A &1 KR ¥
R, TOBEFEMTLZENTED, ThEZ
I o THIERMAEOHERH LWHE OB AN
RE& 7o b, BARRLdr, HEEBSEROBLIC
WO EZIL - T\ 5, BEMRE~NEER
FTAHEIENTES, FBEE L, RO
MREE, BRRESE 2% b ) A A KHEY
2, WHEMAIR TV, KPSz, B
ek, WAz, 7, gAEEO=EN, PR
HANZ T » THBHHAE IR TV T &%
ROBBTHDL, 2D EiL, BT —5%
Brorl, HEEENAEREWR I E2FEOK
DOEBELFHTLIDHHS S,

2 Yr—F4hL -FAF7F49y - Y-
L.778—7F
BADEBADOFLBEC T, HLHEAN
DEBEHEFEET D, Ky PD 2 VoS~
WoBEED LBTHHS, 0 T EFEoFAL O
[z 57 O—xt—o % | (vertical dyadic linkage;
VDL) 3, ¥4ZFHEAA (focal person) 2z
ML 0E—ABLBRHAIR TV, k&
i1, fLEOES, fER, oW, EAME
B, BECHOE % BUT, AACExDREE
kDL, COLBROBREMELZTEVERLL
AN, HFEOET, @E, HECELDZ L,
HOoOBEROEHELYR UL TCLBT 7 4 ~ Fy
7T ST, 74— Fy 7 - =7 Tl
R oHEZE O VD LK, REoRBE EbIT
THONE - FE - HEIZWAIR, £4 73
o 7IEBETBHBL TS5,
AAOBEERSBRBC ST, BEDO LRIZD
WA EEC , DA VAL LTEELT
B0k, MHEEDEE THAHS, T TK
AeftEEo%#E | OVDLOFEY, THRKAe
BEOEE OVDLEEDI SR LZDN,
FRiBENEENERTF PRI EDL b
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Lo iR, Ao ENRT, RADEMN
TREREC LY EFEETHHH, BENCH
EF¥1 VCBLLTEZRE, TDX57%VD
LBt BT 2 AR BB TETH S
EXNEFE Lu, HEcLIELIEfAGer 1t
T5, BEIADH - AL, TOEE, HBiLw
LB, P04 vl — B LTEE - B
BONGEEILDI LTI EFTH W,
FU—X—0BRT TR & ORFR Y
v # — < (horizontal dyadic linkage; HDL) i1,
HTHEWICY vy~ THHVDL EIEBRAE
H-TWBERDRD, ZOHDL, @EA
VT g == AT L O Lhisy, LH]
2RI S OREEINA~PUE, R UKRE R .
PO A VA—TEHBHH, FAEOLDLENL
LWL O THLE L, Flcboiftf
Tk, ZOREEOMK, >% H HD LBIFRIL,
EBRHBIEOBEEORR L I - Tuity, KA
%32, VDLRHDL%HLE U EIBEE
HERRTHIERIOD X 5 icie b,

PED X 57 VDLBERESSIHIET 7 r —
FOBBEPEHTE, ROZELSTHD,

O HHOBNEFLELTO VDL
RERDEBATHE T, DHOBRNDEMEL
TEDI L DNE D BT ORDEINED, &
5ENAHEThH- LB bh 5, FliiL,

WADHUIR TR

10 A A~ G EBERES

BBHRCRYEEHRR X, S OMMIAKEE
THDHD, TOROHE 2 OBETMITH D, T
INERRBZE S ABBRRH DT 7 e —F T,
WL T +—< s, A V7 5 — <O TRLE
MRS OE/NEALE IR T &, EFELBYR
AFOHEYETE, —~BALRDIHORGETH S,
ThIEH L THRHESRROTE T, TAA
o b#%) v x5 o—x—DBHRI T OB
B L LT, WA THREIh TV, #ke
HRIRU A~V 79 7 4 BT HEERL LB A
ATHEERINDLD, BFEHCIIIALOEH
1%, VDLBEARICED X 5 B 52 T 5h
EWS EaLBEIRD, 25 LT, HEKS
@Y, VDLBEfRIZ X -» THE—-RICHBE IR
B, HOLEEET, HHEA I HRELER
LTuwbhbknws ke, ZTORKET, TOAD
VDLEIROWHHEENED L > 7cdbD LI T
WA, LS HREOWHTLAS (K11 &
M),

®@ HEEGOMFELLTO VDL

T EREE, REe, b, R EREOH
HRFRRO 5 b BEIh T2, ZoBk
PRETHERICIIVAIDLDOND Y, ERE
LTHELTL S TEROH T oEEKFLED
X5 bDERBDTHAID, ©F N, BH
WE, )V —F—v, Tl FBET B HROFEIL,
FEHeBT) oBBrE U CoOfHERER KD
BRBICO\WTIE, HEDEE- TSR,
RHKOBZE, Flxid) —&F—v , TOBIETIX
HBF G wrlsT, ok () ov—5—v,y
FIEN S & I e lE&K)D HEEE SR D (@ig)o
KNT, ThHLOFEHEN Y RO T CEIL
LTORFTINTEHER, HTFoH N) TH
LhT, FHEE L TIHRELIR T %, DFD
o TRBHY &~y 7« A& 4 1] (ave-
rage leadership style; ALS) 23, ;E,-..:%me
EWOHOBTHRIEMLIN TS 5D THB™, 20X
5 1o SEHBER 7 7 e — F CIRFENCBES R
T EWVH LEDERT, EREBTDLA 53
y 7 AT RTHEHERTLEL, BNCEED
BELEHBEEA O TEOMEKFBEROHE
i, TRTYHI/BTHLATLESTVS, 2DX
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OUTPUT
K11 e ksid s BADOBEST ﬁ@&bt%(

5TAL SEEGNPEC A LT MR L
I ethiE, BB, 2. bnS Ty —2—v
7oA77 b ] R TRARELLRIELT
£h, HTRIMWFT, L&@J-ﬂ—v,7ﬁ@
......... BN
k&ﬁt%mzevs,@bfﬁﬁf#ﬁ%mm
Tk T o VD LEAGREEE LT Rl
L is T %, EV50Dik, ZTOALSKX
57 7r—FTit, EREBOTRLThOFTL
DO BBHR I BEKERGRE#RT 5 (Tyr—2Ti.)
EWS R, fiEROBEREE L CERINRTL
EFS5TWERDLTHDH, LnL, b LEThrIER
T&ElwELieh, T EWOINTEHLTDY —K
— oy T ARA N DOREPERIEIL, £ o7
BHENRYR->TLESILAHD, 2D &L, #

CHFATFAY I V=

% EBYHE 7 )

RDEZ —NALEBBHEOHETD, AE LD
BRI LD FHEZOWTH WL B ETh D,

IHREOENZVDL7 7 v~k Lk
BEBEOFRVHEA2DETED, HEkicHEEK
FRGRYERT >SS D, ALST7 Frv—+T
i3, BENE A vA—ZdT5 ) - -0 [FE
7o B b ) (equal treatment) 23HEI R TUL
52, VDL7 e ~5Ti2, xDx v -1
$TB Y —F—0 TREFLICE DY #y ) (differen-
cial treatment) AMREI N TL 3, TEOE
. HERLHBE, RE, 88, TRPEE ¥
BHesBols, it zn7 4 -V, 27, =
la=yr—vavEx, EEIBETLIZEOT
&5 [ (resources) 1, # F& DMHEK
HFRGROBEEE K - T, BTOEhEFhiciic
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STEASINTWESLS EELDHT LI, Th
BEEBENE IARGELCEEL BRI,
¥FECREIN B EoBETEE L UL, L
BRFDIIRCLSDEDLIDEZIVIES S, il
#, WmFoFrhaLhux, BEMCL, ERTWD
FTLi, BES, AFA, 2T, AV, E
Fa—v v, BfOBE, TAT 47, RE
~OEBE, BEEME, FRESACKSVWTEWVWI
REBETHHH, TR F, LEEEADET
Loz, MEOETLLORENE LICHE
WEBEEN, FhEFRENRTLB230EELD
ho, BEEBORELE, T0X5KEENRD
THHE M) (exchange) %3 UT, Wik
DHRICHTED A E — Y RHREIBR I A TP B
Bie@anit bt e~k 5 BRI,
BT sTEL, AAOBRELTCRILESGE,
EEOREBLCRICHBAEOH S OBRML bEE
DEMETL VAT oRTVAH KHO MHEI
B,
® VDL o#smRREE(L

T ERRE OO, VD LoEELS
BEMAL Y, BB E=2—~L T T ERD
5, HADRICHBICA > TERRERTE, V
DL Oz hic DB TH D, T PR -S
2 —VTREBRIEWEASS, L LEHOREEE
b, RALEOHEE L, PEHEH T 5 AT
L, BroBEED B E oM, RETOT
L Xzolf, —E088 — VIZBIL T Z
ENTFHINS, COBRBEYHESACERSE
T BRI, ¥R, Sk d 5
A%, RROENSHEEL T ERTD
Ho, B okbiE, chbo —FoER
3, “EAMES ° CHARRE LIhLE
BEECEGEYRTIL LR, WThIZLT
L, ChOBERNEV T EAF Iy 7 A, T
b EEEE Y 2T &2 FH, HARKREERCHAK
OBV EA I B LT OO LETHLZ &
RN THH P,
BEEEAR L, NoRFEThE, M~
O AE (newcomer) 2%, RUDFHEERIT L »
THDHT LN TP BBTLH D, & OB
PBLUTEEM T T hE, e el 7 va

LB DTHLIRNWTHH S, LI RITREZE T
TO—B L1l x— VYIEELTW AT TH
B, T X HTeoss — ki, VD LBGRATEK
TR TOSEBEZBIL TWL &I X » THD
THoMED,

2. BHEEOMR

bR CTOMFEEEOLEHE 1T, 1972
EORICKEXFEL, bHEOADDREFT
AELTELALDLTH D, ThEDHALAD
rhrhtoBERLERA L —E, F &2 T,
JEMOBHBEON G LTt T D,

KB ERR L £ 2 TORFEHALB AR
Sr L CEShERL, »XEFLVEREY LT
TN EEEABO WE EHLATEVE
WO LB BT Elenh, 1K, YUMBKOE
EE LB REFHALAED, ThZhoF + V) 7
— R BEHLTCNHBT, FI=T 4o 7 In{REE
BOBRER I HZENTFHRIN, TOEBH,
BRI, HEOBRRC TIN5
A DTHAHYERBLRAENLTH S,

EIIARHEDY VTV VI - FHFAL VEIRL
b DTHL, BRWHED7 4 —L FELTHN
B 5, KEEEEME VY ATIE—HKL
TWhHY, FENTIROBIEHELEDLTD
b HROEMNEITLH T 1972 FALDOKE
WALBECTH DY, OB TALEK 1FA,
2MH, 34H, 548, I0FHCAARFELRD
£ 120~25% D EA T 3 EMOBHBEONGE
LitsTwbd, BERENREEFIIVHYSD X
A DHZRETTNR, LAD TAA] ©R}LT,HD
R BEREEE LCEBEThTL 5,
Lichi-T 1 AER ATk 58 5 & & B,
19729 ARt D KZEFI A B AN & D L5 (4204
X 2 =8404) &, A#h1~104HDOKRFEHEARA
Lo By (6174 X 2 =1,2344), D2, 074
HLith,

L&, BRI, AAOBBITBOHE—K
FEZBLEGCOIBEANLEEIN TV A, BEHE
TREHEILELTH D, Tishd, EFBHED
WeZzo— AL LTo IEE 3, BRIk
KEo TEF) Tizied, “HARWLTKE X
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BLBEOMHFR Lotkdic, HEZEOB IS
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3. BHEBEROBI

e SRR e % 12 DRI HIXBIL
TLWBHEBD—L, TrieAkE=4—LTh
CEWD HIED D, MO TORFKDFET
i3, THERI% @ CTJ (over-time) DBEBHFEC
LT, »B—EETH THEAELY ] (one-shot) B
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TRANSITION FROM SCHOOL TO OFFICE: A LONGITUDINAL
INVESTIGATION OF THE PROCESS OF THE JAPANESE
COLLEGE GRADUATES’ BECOMING MANAGERS

As many organizational theorists assert,
modern man is man in organizations. Man
commits a major portion of his waking hours
to participation in at least one and, more often,
several, social organizations. Man derives a
great deal from organizations, but he must, in
turn, adjust to certain demands of the organi-
zations. Despite this simple fact, very little is
known about the nature of the exchange be-
tween man and organization. This is parti-
cularly the case for our understanding on Japa-
nese organizations and organizational behaviors
(Wagatsuma, 1969).
growth after World War II has generated much

Japan’s rapid economic

interest among researchers concerning the
“secret ” of that growth. As a result, much
has been said about Japanese organizations
and organizational behaviors; however, our
intellectual curiosity has not yet been satiated.
In what ways do Japanese organizations really
operate ? Moreover, through what processes
does Japanese man develop his own career
within the organization?

MystERIOUS PEOPLE ENjOoYING EMOTIONAL
INTERDEPENDENCE IN A VERTICALLY
Fixep SysTEM

Most of the prior studies focuses attention
on exploring historical, institutional, and socio-
cultural features of the economic, industrial
relations and/or organizational/managerial
system. The literature also places emphasis
on explaining phenotypical or particularistic

aspects in Japanese organizational/managerial

practices. These features or aspects of the
Japanese organizational/managerial system are
assumed to be of great significance in eluci-
dating the ‘“economic miracle” of Japan.
However, our composited image of Japanese
organizations and organizational behaviors
after reading the literature is summarized by
the sentence—“ mysterious people enjoying
emotional interdependence in a vertically fixed
system.” Nonetheless, it may be necessary to
draw this fuzzy image in a little further detail.
As a contemporary industrial/organizational
psychology textbook stresses, it is a matter of
common agreement that different societal and
organizational environments do produce dif-
ferent patterns of behavior. However, as
Robert (1970) has claimed, we psychologists
come close to failing to incorporate this pers-
pective into our actual research practices. We
tend to view “culture” as a vague entity, cast
it as an independent variable, and forget it.
Consequently we often do not know what
makes up the domain of culture, how it can
be expected to influence anything else, or how
“ culturally heterogeneous or different ” groups
in a sample differ. For this reason and be-
cause our study exclusively deals with the
Japanese industrial organizational scene, the
first portion of this paper will be devoted to a
discussion on some of the dominant features or
aspects in Japanese organizational/managerial
practices and behaviors indicated in the exist-
ing literature.

The discussion which follows is a sort of
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“eye-ball ” factor analytic review on the
suggested “salient” aspects or components
which may or may not bind the phenomenon
of our current research interest—the pro-
cesses of making Japanese managers in the
70’s. TFor general discussion on Japanese socie-
ty and organizational/managerial system, the
reader may refer to the works by the follow-
ing authors: Dore (1974); Whitehill and
Takezawa (1968); Nakane (1970); Okochi,
Karsh, and Levine (1974); Rohlen (1974); and
Yoshino (1968).

Psychological Contract between Lifetime
Commitment and Lifelong Employment

A fundamental feature of the Japanese indu-
strial organizational/managerial system sug-
gested in the literature resides in the tendency
that organizational members “opt” to remain
until retirement, usually at 55, in the employ
of a single organization or employer. This
tendency is found to be particulary strong for
those members of the more progressive, large
organizations. To use the popular terminology,
this component is called the “lifetime commit-
ment or lifelong employment system.” Accor-
ding to Abegglen (1958, 1973), this system is
described as involving the following charac-
teristics :

At whatever level of organization in the Japa-

nese factory, the worker commits himself on

entrance to the company for the remainder of
his working career. The company will not
discharge him even temporarily except in the
most extreme circumstances. He will not quit
the company for employment elsewhere. He is
a member of the company in a way resem-
bling that in which persons are members of
families, fraternal organizations, and other inti-
mate and personal groups in the United States.

(Abegglen, 1958, p. 11; 1973, p. 62).

It is of course true that the Japanese organi-
zational member is free to leave his organi-

zation. But, it is unlikely that he will do so.
Mechanisms determining this behavior are
largely unknown. Some explain it in an
economic frame of context: the Japanese labor
market operates essentially as an “internally
closed system” in which workers find very
little opportunity to freely move from one
organization to another for work (for example,
Taira, 1975). Others explain it from a socio-
psychological perspective: Japanese society
values “loyal behavior” highly whereby em-
ployees come to see little instrumental value
in moving one employer to another for just a
better job (for example, De Bettingnies, 1973).
There exist a number of cross-cultural com-
parative studies on organizational member’s
work value, motivation, attitude, and percep-
tion. Some of the studies include Japanese
samples (England, 1970, 1971, 1973, 1974 ; Haire,
Ghiselli and Porter, 1963, 1966 ; Peterson, 1971 ;
Whitehill and Takezawa, 1961, 1968). The
design typically employed is a questionnaire
survey asking the selected cultural samples to
choose the most likely course of action for
them to take under various researcher-created
hypothetical employment situations. A com-
mon conclusion of these cross-cultural surveys
is that Japanese organizational members are
unique, showing the highest employment com-
mitment among the samples that were com-
pared. An excerpt from the Whitehill and
Takezawa study (1968), shown in Table 1, may
be a good example of a survey of this kind.
An essential organizational practice related
to the lifetime commitment system is said to
be found in the organization’s recruitment
policy of importing its permanent labor force
directly from school, rather than hiring ex-
perienced workers or specialists from the open
labor market. It is suggested that preference
for this recruitment policy is associated with
importance and effectiveness that the organi-
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TABLE 1

AN ExuiBiT oF A RESULT rrRoM A Cross-CULTURAL
WOKER ATTITUDE SURVEY

Question Asked

Sample Taken

If you expect that your company
will experience a prolonged decli-

U.S. Sample

Japanese Sample

ne in business, and if you can get
Younger

(N=233)

a job with a more prosperous
company, would you ?

Older

(N=809) (N=1042)

Older
(N=255)

Total Younger Total

(N=703) (N=958)

Response Alternatives :

Response Emerged (%)

Stay with the company and
share whatever the future 30
may bring because you have

confidence in management;

Stay with the company pro-
vided management pledges
to try to keep you employed,
though perhaps at reduced
pay;

Stay with the company pro-
vided management pledges
to try to keep you employed 31
and not reduce your pay;

Leave the company and take
the job with the more pros- 32

perous company ;

27

15

38 30 63 38

14 16

30 28 43

25

Note: The table was composed based on Table 9 of the Whitehiil and Takezawa study (Whitehill and
Takezawa, 1968, p. 152). The age dichotomy was made at 39 years old; 39 years and below for the
younger group and 40 years and above for the older group. Within each cultural group, -there is no
significant difference between the age dichotomy and the response pattern emerged. When the total
group is considered, the response pattern becomes significantly associated with the cultural background

(2=280. 71; P<.01).

zation places upon the “molding process”
(Hirono, 1969). Nakane (1970) states:

Boys fresh from school were the best potential
labour force for mechanized industry because
they were more easily molded to suit a com-
pany’s requirements. They were trained by the
company not only technically but also morally.
In Japan it has always been believed that indivi-
dual moral and mental attitudes have an impor-
tant bearing on productive power. Loyalty to-
wards the company has been highly regarded.
A man may be an excellent technician, but if

his way of thought and his moral attitudes do
not accord with the company’s ideal the com-
pany does not hesitate to dismiss him. Men
who move in from another company at a com-
paratively advanced stage in their working life
tend to be considered difficult to mold, or suspect
their loyalties. Ease of training then, was the
major reason why recruitment of workers was
directed more and more towards boys fresh
from school. (Nakane, 1970, p. 16).

These molding activities include “ continuous

training,

” o«

spiritual education,” “self improve-
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ment,” and a series of “orientation” programs
(Rohlen 1970, 1973). Specifically, orientation
programs directed toward the new members of
the organization are called shinnyn shain ken-
shu. The content of the information provided
during this period of molding consists mainly
of things the organization thinks the member
should know : information on the organization’s
benefit program, public relations materials on
the worth of the organization; and a lengthy
list of rules, admonitions, and the consequence
of rule violation. In this regard the Japanese
process of early molding does not seem to differ
much from that of the American counterpart.
However, the literature suggests that, at this
early stage of the molding process, a Japanese
organization attempts to transform the indivi-
dual member’s personal goals to those of the
organization and hence instill in the new-
comers a deep sense of commitment and be-
longing. Although the shinnyu shain kenshu
programs are often claimed to be expensive,
little research evidence can be cited to elucidate
their actual functioning and effectiveness.

In sum, the literature indicates: (1) once a
Japanese individual enters the organization,
he opts to accept the organization’s initial
demands and promises; and (2) a “psycholo-
gical contract” (Levinson, 1959 ; Schein, 1965)
develops between the member (employee) and
the organization (employer) which deals with
the expected behavior patterns to be imple-
mented by the member and the expécted re-
wards to be distributed by the organization.
Part of the psychological (not written) contract
is the lifetime commitment to the organization
on the members side and the lifelong assurance
of job security on the organization’s side.

Equally Rewarding Opportunity for the Same-
Aged

Another fundamental feature of the Japanese

organizational/managerial system indicated in
the literature lies in the method or principle
applied to distributing the organizational re-
wards and resources. To use the popular
terminology, this system component is called
the “nenkd system.”

In particular, the financial compensation
(wage) to the member is said to be determined
exclusively by the length of “years” (“nen”)
of service to the organization. In Japanese
organizations, one’s years of service (organi-
zational tenure) are highly correlated with his
age, since the lifetime commitment system
theoretically infers that there is almost no labor
mobility. According to Ballon (1969), the wage
progression curve for Japanese managers is
found to be always positive. Within the early
years is business, their wage increases are often
slow ; the slope of the curve then becomes
steeper as family obligations are considered
and their contributions to the organization
increase. In later years of employment, the
rate of increase slows down, at which stage a
lump sum payment is granted for retirement
living. Figure 1 may represent this pattern
for those in managerial position. The sugges-
ted result of this seniority-based payment
schedule is a considerable degree of pay equ-
ality at various tenure levels within the organi
zation. Differentials in pay levels may accoun-
ted for by “ merit ” (“ k6 ”’) increase based upon
individual member’s actual performance in his
organizational roles; however, the literature
indicates that such differentials are rare.
Ballon (1969) states that merit increases are
usually related to the total performance of the
organization and consequently are applied to
each member annually in a fairly automatic
fashion.

The method of managerial remuneration is
also characterized by this nenko system. Thus
within the managerial hierarchy, tenure, age,
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368,482

237413

100,000 67,777,

98470
97 %5 30 35 40 45 50 55 60

FIGURE 1. MonTHLY SALARY CURVE BY AGE
FOR MANAGERIAL POSITION

Note: The figure was constructed from 42
Nenban Yakuin no Hoshi to Shoyo (Salary
and Bonus of Executives, 1976), Tokyo,
Seikei Kenkujyo, 1967, p. 17 and p. 63; and
43 Nenban Chingin Jittai Chosasho (Survey
on the Wage Situation, 1968), Tokyo, Ken-
kujyo, 1968, p. 45 and p. 514.

and salary become highly correlated. In the
West, promotion and the resulting salary in-
creases are usually regarded and utilized as
mechanisms to elicit greater performance. In
Japan, however, it is said that promotions are
usually viewed as a function of years of service
within the organization. Moreover, the litera-
ture indicates that promotion itself does not
automatically result in increased compensation.
By contrast, it is the individual member’s age
that is the criterion for both promotion and
the resulting increases in compensation (Ballon,
1969).

Obviously, even within these age-ordered
organizations, not all highly tenure managers
are able to move into the limited top echelon
of the main corpoprate structure. As a result,
the literature indicates that the managerial
promotion process often includes “lateral ” and
“outward ” promotion. In the case of lateral

promotion high tenure managers are given
positions with prestigious titles which reflect
an improvement in corporate status but result
in a minimum of increased corporate authority.
Managerial advancement can also be achieved
without overloading the corporate hierarchy
by promoting outside the main corporate
structure. In this case, the rapidly expanding
Japanese economy is said to be allowing for
promotional opportunities in newly created
plants and branch offices (“spinned-off ” sub-
sidiaries). According to Glazer (1969), those
managers who have been promoted outward,
called shukko shain, are often found in less
prestigious overseas assignments.

A surver by Noda (1960) attempted to identify
the major factors or criteria for these mana-
gerial promotion decisions within Japanese
organizations. In addition to seniority (i.e.,
age), the factors identified are: school back-
ground, personal connections, ability, and
chance. School background was determined
to be a factor in advancement due to the
importance that Japanese managements placed
upon superior reputations indentified with a
handful of pre-World War II academic institu-
tions. Personal connections, called konne, refers
to the advantages that certain managers derive
from family or school ties or the like which
can be used as “pull” in influencing promo-
tion. The role of ability in promotions within
Japanese organizations is most unclear. A
high degree of uncertainty exists concerning
the criteria for evaluating performance. As
Glazer (1969) suggests, ablilty may refer more
to the commitment to the organization and/or
socially acceptable manner along with one’s
age rather than the masure of actual perfor-
mance of one’s job duty. And finally, chance,
referred to as un, is not limited to the Japanese
managerial system but has universal appli-

cation.
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In sum, the Japanese principle attached to
the organizational reward distribution and
compensation seems rather simple at first
glance. Close observation reveals that the
method applied to the organizational decisions
of a manager’s career progress and advance-
ment consits of a series of complicated con-
siderations. Rohlen’s (1974) study, based on
one-year of participant observation on the
internal operation of a large bank in Japan,
describes the sophisticated processes in part
in the following manner :

Competition within the age group is the crucial
measure of a man, and this competition begins
early, long before any promotions. In Uedagin
(the bank Rohlen studied), the first evaluation
of entering men is made toward the close of
their three-month introductory training. Every-
one in the two separate groups of high school
and university graduates is ranked in compari-
son to the others in his group. Those receiving
high marks are given better assignments, usual-
ly to the most important and best-managed
branches in the bank. They are marked as men
of promise. Those judged the least capable,
along with problem cases, are usually sent to
smaller, more rural branches. They begin at a
disadvantage, one that only especially hard work
will overcome.

Each year chiefs write evaluations of their
subordinates” work. The head of the personnel
department is reported to have observed that
within a few years of joining Uedagin a man’s
reputation with personnel section is established
and rarely do their subsequent promotion pat-
terns verge far from this early estimate. After
a few years of work the group of outstanding
men has been tentatively identified. During
their years as regulars and deputies, it is not
unusual to find them in positions within the
personnel department or with choice assign-
ments to the most active branch offices. They
are befriended by more important men and
given special responsibilities. In this way, dis-
tinctions within an age group are established
and maintained before any rank differences

appear. Resignations during the early years
also eliminate some of the most dissatisfied and

unsuited newcomers.

The differentials inherent in the fisrt assign-
ments are important in subsequent career pat-
terns. While a talented young man must wait
a long time for his first promotion, and although
his salary remains uniformly low, hard work
and thorough appliciation will allow him to
establish a competitive advantage over his age
mates during this period. Once he gains in-
formal recongnition for his talents, he will be
assigned more challenging work, and his position
as part of the A group will be secured. Much

later, the important reward to promotion to
chief will be granted, but only if during the
preceding fifteen of so years he has continued
to do will. Gratification, in the sense of pro-
motion to high rank, is delayed in this arrange-
ment, although gratifying signs of informal
recognition are forthcoming earlier.
(Rohlen, 1974, pp. 143-144)

Industrial Democracy with Collective [Harmony
and without Individual Responsibility

Another particular feature in Japanese
organizational/managerial practices, which has
been presented in a critical manner in the
literature, is concerned with the managerial
responsibility and leadership.

According to Hattori (1968), a major problem
with managerial leadership within Japanese
organizations lies in inadequate lines of divi-
sion between the authority of a supervisor and
his managerial subordinates. Hattori (1968)
attributes this loose condition to a lack of de-
finition in job responsibility. The undesirable
consequence is that Japanese organizations
create many managerial positions that lack
leadership qualities and hence function only as
“rubber stamp.” Ballon (1968) also indicates
that the locus of authority and responsibility
in the organizational unit is often equally dis-
tributed among a// the members of a unit. As
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a result, the essential role or leadership of the
unit manager becomes that of facilitating and
maintaining a harmonious working relation-
ship among his managerial subordinates.
Under such circumstance the manager is
viewed as a member of the unit (group) and
not an individual on whom the existence of
Yoshino (1968) describes

this situation as follows:

the group depends.

Because of a high degree of collective orientation,
the Japanese management does, in fact, view a
corporate organization in terms of hierarchically
related collective units, rather than individual
positions. To the Japanese, a task is performed
by a group, not by individuals, and responsibili-
ties are consequently shared by the entire group.
True, each group has a formal leader with
appropriate status and title, but the task is
assigned not to him but to the group of which
he happens to be the head. It is the group’s
performance that matters, rather than that of
the individual or the formal leader. The basic
unit in the organization is a collectivity, not an
individual. Herein lies one of the fundamental
differences between American and Japanese
management.

This characteristic also stems from the tradi-
tional Japanese view that a task is to be per-
formed through cooperatave efforts among indivi-
dual members of an organization. Thus, Japa-
nese managers are much less concerned about
who performs a task and where the responsi-
bility lies than about how individuals within
the organization work together harmeoniously
toward the accomplishment of the goals of the
collectivity. = The importance that Japanese
managers place on group harmony cannot be
overemphasized. One impressive evidence of
this is the frequency with which group har-
mony, teamwork, and cooperative spirit are
mentioned in company mottos or slogans.

(Yoshino, 1968, pp. 202-203)

Although Glazer (1969) suggests that the
emergence of the “ professional manager type ”
may be creating some fundamental changes in

these structures and functions of the Japanese
individual managers, no clear evidence can be
cited to support or reject his prediction.

A closely related feature of the lack of
definition in individual job responsibility is
no clear-cut delineation of individual authority
among managers (Nakane, 1966). In Japanese
organization, formal authority is usually con-
centrated in the top echelon of the corporate
hierarchy, often in the hands of the president
in the more traditional corporate businesses.
As a consequence, it is said that those in
specific tasks with less legitimate authority
cannot make major “independent” decisions
concerning their own jobs. Under such condi-
tions, each unit manager is expected to write
a description of any change or project in terms
of a proposal which can be reviewed by all
affected, functionally “interdependent” units
or managers within the organization. As the
original proposal circulates to the departments
holding the “vested interest” (Kahn, el al,
1964), the manager affixes a seal to evidence
that he has seen the proposal and then passes
it on to the next department. As a concluding
step, the proposal is submitted to the president
for final action. To use the popular termi-
nology, this practice in managerial decision-
making is called the “ringi system,” “vin”
meaning “submitting a proposal to one’s

)

superior 7 and “gi” meaning * discussion.”
One of the advantages to this 7ingi system
is that initiative for change is placed in the
hands of middle management and hence that
the ringi system tends to contribute to a decen-
tralization of the decision-making process with-
in an organization. However, Glazer (1969),
Noda (1960), Takamiya (1969) and Yoshino
(1968) unequivocally stress that the ringi
managerial decision-making process has nu-
merous disavantages. One disadvantage of the
system is the possibility of degeneration into
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an entanglement of “red tape” since ringi
places too much emphasis on the technique
and processing of the necessary document—it
is so time-consuming and often unfruitful.
A second, and more fundamental objection to
the ringi decision-making process, is that the
system permits an evasion of responsibility.
According to Noda (1960), “the 7ingi system
blurs individual responsibility because the
human personalities utilizing the system
consciously and unconsciously prefer that
individual responsibility remain indistinct”
(Noda, 1960, p. 119).

Theoretically, Japanese managers, like Ame-
rican managers, can exert both the “initiating
structure” directed toward the task accom-
plishment of the work units as well as “con-
sideration ” for the well-being of the members
of the units (Stogdill, 1974).
literature tends to stress that the expected

However, the

“leadership style” for the Japanese manager
is to exercise as much as possible conideration
toward each of his managerial subordinates
and almost no initiating structure. His “ posi-
tional resources” (Graen, Dansereau, Minami,
and Cashman, 1973) seem very limited but as
manager he must be capable of providing each
of his managerial subordinates with opportuni-
ty whereby each member is able to be “emo-
tionally dependent” (Doi, 1974) upon the leader.
Otherwise, the “harmony and strength”
(Rohlen, 1974) of a work unit collapses. Again
according to Yoshino (1968), this feature in
the Japanese managerial leadership function
is described as follows:
Given the tremendous emphasis on collectivity
as a basis for task performance, the primary
function of a leader is to facilitate group per-
formance, that is, to maximize the output of
the entire group by avoiding friction within it
and by developing a stronger sense of group
identity and solidarity. Moreover, since assign-
ments and responsibilities are not determined

on an individual basis, the leader must see to
it that those who are capable but do not have
an appropriate status are given the opportunity
to demonstrate their full ability without disrupt-
ing group harmony. In other words, more often
than not, the leader, in the Japanese context, is
not a strong individual directing and inspiring
the group to achieve objectives that he himself
has set for the group. Rather, his main function
is to create a proper atmosphere for the group’s

achieving its objectives. Thus, a commonly

accepted approach in Japan is to assign only a
limited range of function to leadership and a
rather passive role.

The primary requisite for leadership, then, is
the skill needed to build harmonious inter-
personal relationships and to develp group soli-
darity; technical competence in a leader may
even be a hindrance, for he may have difficulty
in eliciting group cooperation.

(Yoshino, 1968, pp. 205-206)

Coming Crisis of Japanese Style of Management
or Another Opportunity for Innovating It ?

Most of the prior studies tend to concede that
the lifelong employment system and the nenkd
system are essentially a form of “employer
paternalism.” And these so-called paternalistic
practies within Japanese organizations have
usually been regarded as deeply rooted in the
historical development or structure of Japanese
society and/or the “unique mentalities” of the
Japanese people. However, more recent studies
tend to emphasize that lifelong employment
and nenké practices are declining in impor-
tanece, in the management of Japanese indu-
strial organizations. It is said that the “like-
lihood ” of changes in Japanese organizational/
managerial practices has been prompted by
a number of factors.

Abegglen (1973) suggests that Japan’s econo-
mic expansion into world competition resulted
in a need for more internal flexibility to face
the international imperatives of productivity.
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Ballon (1968) indicates that Japanes manage-
ment has begun to view the lifelong employ-
ment system as an obstacle to orgnanizational
flexibility. An indication of the possibility of
change in these directives may be exemplified
in the following statements issued by an asso-
ciation of progressive top executives, Keizai
Doyakai (Japan Management Association):

Traditionally, the outstanding features of Japa-
nese management have related to the concepts
of internal harmony and paternalism. These
values were the core of management philosophy
and the main factors responsible for the develop-
ment of our enterprises. They were also quite
rational in the sense that they were consonant
with generally acceptable social values. Today,
however, this value system is undergoing a
drastic change and the concept of total allegi-
ance to the company is criticized. It is time
to look for a new philosophy of management.
(A statement issued by Keizai Doyukai, 1964 ;
adopted from Takamiya, 1967, p. 176).

Concretely, for example in the management of
enterprises hereafter, flexibility and creativeness
of the highest order are required. Accordingly,
proper placement and evaluation of performance
based on ability and ability-centered wage and
promotion administration are necessary. Enter-
prises are now making decisions to reorgnanize
themselves on the basis of abilities, and the
length-of-service status system must be improv-
ed. (A statement issued by Keizai Doyiukai,

1965; adopted from Okamoto, 1974, p. 201).

An additional factor contributing to that
likelihood of change is the developing labor
shortage. It has been reported that the man-
power shortage in Japan is most crucial at the
level of production workers, but that its impact
has also been felt in the managerial ranks.
Traditionally, Japanese organizations restrict
the recruitment of managerial personnel for
entry-level positions to college graduates.
However, under the pressure of labor shor-
tage and the competitive search for managers,

the more economically viable organizations

have begun to resort to open-market recruit-
ment. A survey on 25 large Japanese corpo-
rations conducted by Abegglen (1969) indicates
that the greatest area of outside recruitment
is in middle management positions (chiiken
kanrisha s6). The results reveal that: (1) from
1956 to 1966, the number of middle level
managers recruited from the open labor market
increased from zero to 67 percent, while the
number of upper level managers recruited from
the open labor market increased from zero to
33 percent ; and (2) in the same ten year period,
the discharge to managerial personnel increased
from zero to 13 percent. These statistics,
though a careful interpretation is required,
may be indicative of the managerial ineffec-
tiveneas accumulated within Japanese organi-
zations.

The so-called ‘“generation gap” has been
addressed also. “If there is any place in the
world where it can be said that parents have
difficulty in communication with children, it
can be said in Japan,” Karsh and Cole (1968,
p. 54) stated. Whithin the industrial scene,
the “gold watch” seems to be becoming an
object of scorn for the young organizational
members ; instead, “do your thing” appears
to sum up their needs and aspirations. It has
been reported that younger Japanese workers
readily “express” their unwillingness to be
subjected to unconditional career loyalty and
hence a desire for more mobility to fulfill
their own career objectives. Accordingly, in-
compatibilities between younger and older
managers are attracting attention as an organi-
zational phenomenon. The younger managers
tend to reflect a new school of thought which
recognizes the need for flexibility in mana-
gerial practices that values economic advance-
ment above employment security. To quote
Dore’s (1974) expression, “younger members
in Japanese organizations tend to become more
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independent and individualistic people, too
dry to be easily susceptive to traditional
wet appeals to loyalty ” (Dore, 1974, p. 309).

Among those expressed susceptibilities to the
traditional Japanese organizational/managerial
practices, the need and desire for implement-
ing “mnoryoku shugi” (roughly, “ability-ism”)
to replace the “nenkd shugi” (roughly, “senio-
rity-ism ) may have an important impact upon
the future state of Japanese organizational
operation. A recent government survey, cited
in Nakane (1970), of personnel practices of
private enterprises shows a movement away
from the strict seniority system model of
advancement and renumeration. The survey
asked companies to indicate which of four
systems of hiring, wages, and promotion they
followed : (1) seniority, (2) ability, (3) a com-
promise between the two, or (4) “not identi-
fiable.” The results indicated that only 7.4
percent of the employers favored the seniority
system, while 41.0 percent utilized the ability
system, 44.3 percent used a combination of
both, and 7.3 percent classified their system
as “non-identifiable.” The statistics appear to
suggest that the wmemko based compensation
system is undergoing change to a system
which places a greater reliance on the ability
of individual employees, although the results
may be a mere reflection of the *“socially
desirable propositions” (“tafemae”). Some
other examples of the nenké principle possibly
undergoing revision may be found in the
following two statements; one issued by a
government agent and one issued by a labor
union :

It is necessary to move from the traditional
wage system heavily weighted with personal
elments such as service, to a functional wage
system based on the quality and quantity of
services rendered. (A statement issued by a
committee of the Japanese Ministry of Labor,
1967; adopted from Dore, 1974, p. 315).

As is well known the age-and-service wage
system is a wage system peculiar to our country,
originally developed as a means of keeping wage
costs down.--- It creates a multiplicity of status
system and it intimately linked with the lifetime
market in which each enterprise is an isolated
island to itself. An age-and-service wage system
of this nature cannot adapt to present day con-
ditions of work in an age of rapid technological
change—to changes in the content of work and
in the nature of the skills required, to changes
in workers’ attitudes and to the increasing flui-
dity of the labour market..--.. It is our task to
take the lead in reforming the premodern
characteristics of the age-and-service wage
system—its low-wage character and its precision
of the principle of equal pay for equal work.
It is necessary to develop a modern wage system
suitable for a new age and confirming to the
new outlook of Japanese workers. (A statement
issued by Domei at the 1970 spring wage offen-
sive; quoted from Dore, 1974, p. 315)

An all too easy conclusion from these ob-
served trends might be the view of the pro-
ponents of the “convergence hopothesis ’—the
Japanese industrial organizational/managerial
system is becoming more and more like the
system of Western countries. However, the
situation isn’t that simple. A recent compara-
tive study on “a British company and a Japa-
nese company ” by Dore (1974) indicates that
the direction is rather the opposite—the British
system seems to be “catching up” with that
Abegglen (1973) states at
the very end of his revised edition of Thke

of the Japanese.

Japanese Factory that “it is by no means clear
that change, as it may occur, will be soon, or
toward the Western model ” (Abegglen, 1973,
p- 192). An article by Drucker (1971) which
appeared in a recent Harvard Business Review
attaches the following editorial caption:
Decision by * consensus,” lifetime employment,
continuous training, and the godfather system
suggest ways to solve U.S. problems. (Drucker,
P.F. “What we can learn from Japanese Ma-
nagement,” Harvard Business Review, 1971, 49,
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March-April, p. 110).

The situation is indeed complicated. Nobody
seems to know where they are going. Among
observed current trends, the only sure thing is
the “tendency” that Japanese organizations
are expressing a desire for more “rationality ”
to be brought into their system while com-
parable organizations in Western countries are
recognizing a necessity for more “sensitivity ”
to be built into theirs.

In Summary------

An examination of the literature has revealed
wide varieties in the theoretical formulations,
implications, and speculations of Japanese
organizational/managerial practices. It con-
tains interesting, but wild and weird stories
of Japanese industrial organizational life. The

literature includes the following elements:

Vertically related society and age-ordered

organization

Lifelong employment and lifetime commitment

Spiritual education and moral improvement

Sence of obligation and gratitude

Preservation for harmony and strengh

Group orientedness and decision by consensus

Godfalher system and emotional interdependence
All these and many more !

Apparently no single researcher can handle
all of these features. We need to limit ourselves
to a small list of important variables, though
we must recognize the “open systemic ”’ nature
of the phenomena of interest. This task should
be accomplished by means of a theory. It is
told that “scientific theories specify the salient
chracteristics of the objects being studied and
the relationship among these characteristics”
(Zedeck and Blood, 1974, p. 8). We should be
aware also that “theory without data is fantasy
but data without theory is chaos” (Lawler,
1973, p. 63). In the following, we will sketch
our own exploration into the mazes of Japanese
organizations and organizational behaviors.

EXPLORING THE PROCESSES orF MAKING
MANAGERS WITHIN COMPLEX INDUSTRIAL
ORGANIZATIONS IN JAPAN IN THE 70’s:
A JAPANESE MANAGERIAL ROLE
MAKING STUDY

In Aprial of 1972, a longitudinal study was
initiated involving researchers from Keio Uni-
versity and the University of Illinois. The
study was directed toward exploring the deve-
lopmental process of Japanese college recruits
during the first three years in the organizations
of their choice. An initial interest in the
exploration was to look closely at the transi-
tional process whereby the college recruit
transforms himself from the status of a new-
comer to that of an izmsider of the organization
—a process some have called “organizational
socialization ” (Schein, 1968), “ organizational
assimilation ” (Graen, 1973; Ziller 1964), or
“organizational role-making or -taking” (Graen,
1976 ; Katz and Kahn, 1966).

Why the first three years? We do not know
how long a newcomer remains “new” in an
organization. Some refer to the “critical first
year ” (“ saissho no ichinen ') on the job in the
socializing process (Berlew and Hall, 1966;
Bray, Campbell, and Grant, 1974). Others take
1953). It was
thought, after an examination of similar studies

a longer range view (Bakke,

conducted mainly in the United States, that
one year would be sufficient for tracking this
Japanese process. This professional yet casual
decision, however, was hardly accepted by the
research staffs of the organizations we contac-
ted in Japan. “Do you really think that you
can understand the process of our shaping
college recruits into matured members of our
company, within a single year and by tracking
only the first year of the newcomers?” was
their typical reaction. Translating the silent
part of the comment would be: “ Happy ivory
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tower residents! You believe that one year is
sufficient for the comany to train the college
recruits, hah! Our situation isn’t that simple.
You'd better assess your own educational
system instead!” Through a series of “social
validations ” of this kind, we accepted the first
three years as a valid time span for our study.
The organizational experts consider this to be
the transitional period for their college-recrui-
ted newcomers to become insiders. Yet, accor-
ding to the corporations surveyed, the insider
is very different from the established member
of the organization.

After a frustrating, yet exciting, search for
possible organization for the study, we were
able to gain the commitment of five large
organizations to fulfill the rather demanding
requirements of our exploration. These or-
ganizations were two retail department store
chains, an automobile manufacturing concern,
an electric utility, and a brokerage house. To
make it clear, these five organizations in no
way constitute a “random representative
sample” of every type of organization in
present day Japan. Our subject organizations
are among the most progressive, modern-
complex, and large-scale, Japanese industrial
organizations. If any drastic changes occur in
Japanese industrial relations, these organiza-
tions are most likely to be among the “pattern
setters.” In this sense, it can be said that our
sample consists of a set of representatives from
“Japan Incorporated.” This fact, however,
may lead to the suspicion that our study was a
“servant of power” type. That is not so; we
have taken all steps to satisfy our research
interest. In a professional orientation, we
agree with Argyris that students of behavior
in organizations need to acquire an “organic™
treatment beyond conventionally *rigorous”
concerns of the phenomenon of interest (Ar-
gyris, 1968). By temperament, we share Dun-

nette’s position of “ just technicians, no! clever
technicaians, yes!” (Dunnette, 1971).

The design of the exploration called for
assessing the college recruit’s employment
situation repeatedly over a three-year period
principally from two points of view: (1) the
college recruit himself, and (2) his immediate
supervisor. Within each field organization, a
vertical dyadic unit (formally defined dyad of
a college recruit and his immediate supervisor)
was sampled. The sample included: (1) all
dyads of the 1972 college recruits (managerial
trainees)—the Newcomer Group; and (2) five
different sets of randomly sampled dyads of
the college-recruited personnel (1, 2, 3, 4, 5, and
10 year tenure managerial personnel as of
April, 1972)—the Insider Group. For repeated
monitoring of these samples we used printed
questionnaires, personal interviews, and organi-
zational records. Thus far, as shown in Table
2, seven complete newcomer waves and four
insider waves have been collected.

TABLE 2

SCHEDULE FOR ASSESSMENT

Moni- Assess-

Information source
toring ment Newcomer Insider
Wave Date group group

wt July, 1972 X X
we November, 1972 X -
Wws March, 1973 X X
W4 July, 1973 X -
Wws November, 1973 X —
We March, 1974 X X
W7 March, 1975 X X

Note: (x) indicates questionnaires administered
each followed by personal interviews with a
subsample of the group. (—) denotes that data
collection was not scheduled.

In short, an organizational system imports
various types of energy—people, money, raw
material, and information. Then a system
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transforms these imported energies by some
unique process—the American or Japanese
system, through which an organization expects
to effectively output its final products or service.
Our study sketched above is primarily con-
cerned with “human” energy sources—new
members of an organization. More specifically,
it is concerned with the processes whereby
Japanese college-recruited newcomers become
transformed into the established managerial
role incumbents of the organization. How is
this process activated ? The remainder of this
paper will be devoted to describing a heuristic
theoretical framework for the investigation of
this process.

RoLE MAKING IN A THEORETICAL
FRAMEWORK

Role making processes refer to those media
ting processes whereby the influences on the
person in his role are converted into role be-
havior patterns. Thus, organizational sociali-
zation or assimilation, defined as transformation
of a newcomer to the organization into an
established role incumbent, has to deal with
the process of role making as one of the central
parts of the inquiry. Role making processes
involve those events by which the participant
in the organization: (1) acquires knowledge
about the content of the constraints and de-
mands placed upon the variability of his role
behavior and the sources of these constraints
and demands; (2) receives and sends persuasive
communications regarding his behavior in the
role; (3) accepts a particular pattern of role
behavior with a particular allocation of his
usable time and energy to this behavior at
one point in time; and (4) modifies this allo-
cation pattern over time.

Fundamentally, these role making events
can be studied in two contexts: (1) from an
individual (recruit’s) frame of reference, and

(2) from an organizational (representative’s)
frame of context. Most of our knowledge
concerning the processes of role making has
been derived from the organization’s frame of
reference. A vast literature on the technigue
of personnel selection and placement, mana-
gerial training and development, and mana-
gerial performance appraisal exist: however
little is known about these processes even from
the organization's point of view (Campbell,
Dunnett, Lawler, and Weick, 1970). The dis-
tinction between techniques and processes
hinges on the difference between prescription
and/or prediction without understanding the
ongoing phenomena and description of the
process of becoming. Technique development
primarily is concerned with discovering the
“one-best ” procedure for a specified situation.
In contrast, process investigation is concerned
primarily with discovering the “critical events ”
that modify the outcomes during the ongoing
episode. ~ One consequence of focusing on
processes rather than techniques is that a
process involving human participants can be
understood only by considering the changing
situations from the vantage points of each of
the actors. Taking only the point of view of
the organization’s representative and not that
of the recruit while attempting to investigate
the process of becoming must lead to a one-
sided and incomplete understanding of this
process.

Intevdependent Others with Vested Interest

Suppose that our college-recurited newcomer
has been assigned the status of a new incum-
bent of an organizational role within an on-
going unit. The significance of the unit for
him will depend upon the degree of functional
interdependence. This significance can vary
from no significance—the rare situation where
the new incumbent has complete autonomy



— TREHAHROREEHR AR T v =2+ — 101

and independece of action and consequence
and where no other participant has any “ vested
interest” (Kahn ef al., 1964) in how he performs
his role—to critical significance—the situation
where the new incumbent is completely inter-
dependent with the other participants in his
unit in terms of both actions and consequence.
Further assume for the moment that our new
incumbent is adequately interdependent in the
above sense with the organization’s represen-
tave and a group of other paticipants who
share a fairly homogeneous set of expectations
regarding the new incumbent’s role behavior.
Under such a situation, beginning with the
initial confrontation of the role incumbent
with his role situation, the realities of the
situation will increasingly modify and elaborate
the premises and odds for the attainment of
his role behavior.

Our new incumbent begins to learn about
the here and now of his role situation in
terms of immediate assignments and expected
behavior patterns. He begins to receive com-
munications from a variety of fellow partici-
pants implying expected behavior from him.
Through these communications, the incumbent
gradually identifies the set of participants that
has a vested interest in his role behavior. This
set almost always will include the organization’s
formal representative—his immediate super-
visor and perhaps his supervisor’s boss.
Moreover, this set will include at least some
other paticipants who work closely with him
—some of his peers both within and outside
of his unit and his subordinates if he has them.
The impact of these other participants on the
new incumbent depends upon both their de-
pendence on him and his dependence on them
and the means available to each party to com-
municate demands and to influence compliance.

Much information is sent to the new incum-
bent by the process of role sending. Role

sending communications are assumed to contain
both the demands and the contingencies of
compliance and noncompliance. The perception
of these sent roles as interpreted by the new
incumbent are the received role demands and
contingencies. The communication channels
for the sent role from the various sources may
be subject to different kinds of bias or noise.
As the communications continue, based upon
the perceived instrumentality of the various
sources of pressure to achieve attractive out-
comes, the new incumbent tends to accept cer-
tain role intentions (outcomes to be realized
through role behavior). These accepted role
intentions tend to be translated into role be-
haviors by the new incumbent. Role behavior
of the new incumbent in interaction with role
behavior of others and various contextual
factors produce organizational outcomes (some
intended and others unintended). Aspects of
these outcomes are monitored by the sources
and the interpretations of these outcomes
provide feedback to the sources. Comparison
of this feedback to previous feedbacks relative
to the role demands produces the determina-
tion of compliance, resistance, or countercom-
pliance on the part of the new incumbent.
This determination completes the episode and
the system ié ready for another episode.
Pressuree on the newcomer to perform cer-
tain role behavior and not others, are hypo-
thesized to be generated by three stes of
demands: (1) organizational or situational
demands; (2) social or “role set” (Katz and
Kahn, 1966) demands; and (3) personal or
personality demands. The organizational
demands are those demands which are legiti-
mized by the organization through the mecha-
nism of the employment contract. Organiza-
tions specify in some detail the obligations
and include the activities that must be per-
formed at some specified level of excellence,
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various proscriptions relating to organizational
rules and procedures, and certain authority
relationships to other organizational roles.
Individuals are inducted into these roles based
partly upon their readiness to accept these
role obligations.

Once an individual accepts an organizational
position, the process of assimilating him into
the role system begins. This process of organi-
zational assimilation is employed because the
role specification is usually an incomplete or
partial statement of role obligations. This
process involves both the organization’s and
the individuals’ actions to integrate the new
person into the role systems of which his role
is a part. Such activities as training, reward-
ing, and punishing may be part of this process.
Finally, after the individual has been integrated
into the relevant role system, the maintenance
process keeps these systems in a state of equili-
brium. The maintenance process consists of
structuring the reward system of the organi-
zation in such a manner that the individual
will be rewarded for organizationally defined
appropriate role behavior and not for inappro-
priate behavior. In this manner, the organiza-
tion maintains contingencies between appro-
priate behavior and its mediated rewards and
punishments over time. From the viewpoint
of the role incumbent, the organizational
demands and the pressures he feels to comply
with these demands emerge through the process
of organizational assimilation.

The second set of demands on the role in-
cumbent are the social or role set demands.
A role set for a particular role incumbent
includes all incumbents dependent upon his
role behavior and have a vested interest in
how he performs his role. These other indi-
viduals thus are expected to attempt to influ-
ence him to perform his role in a certain
manner. These influence attempts by the role

set members place additional contingencies
upon the focal person’s role behavior in the
form of promised or threatened consequences.
These role set demands may be powerful factors
in the process of organizational assimilation.

A third and final set of demands on the role
incumbent are the personal or personality
demands. When the individual joins the orga-
nization, he already has experienced an ela-
Through this
process, the individual has internalized a com-

borate socialization process.

plex array of beliefs, values, norms, and ex-
pectancies about himself and his physical and
social worlds. These products of socialization
are critical to the person’s identity as an in-
dividual ; they serve as psychological buoys in
the individual’s attempts to cope with ambi-
guous situations and as landmarks to help
define the differences between : (a) rational and
irrational, (b) conformity and independence, (c)
ethical and unethical, and (d) healthy and sick.

Given this elaborate socialization process and
the value of the products derived therefrom,
it is reasonable to assume that the individual
will attempt to integrate his organizational
role and his belief systems through an assimila-
tion process. This assimilation process may be
quite painful for the individual to the extent that
the role requires behaviors that are incompa-
tible with his basic beliefs. In extreme cases,
this adjustment process fails completely due
to the individual’s inability to modify suffici-
ently either the role demands or the personal
demands. In less exterme cases, the individual
can integrate the role and personal demands in
a satisfactory, if not optimum, manner. Thus,
it is assumed that the individual brings to his
organizational role a set of personal demands
on his role behavior and certain contingencies
associated with his compliance or noncompli-
ance to these personal demands.

Our study of the Japanese college graduate’s
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FIGURE 2. A ScHEMATIC REPRESENTATION oF A HEURISTIC THEORETICAL FRAMEWORK
ror INVESTIGATING MANAGERIAL RoLE MAKING PROCESSES

role making process has activated its explora-
tion with benefits from three role theory fraem-
works ; the interdependent role system model
(Graen, 1975), the role episode model (Kahn
et al., 1964), and the interpersonal role taking
model (Katz and Kahn, 1966). A hybrid the-
oretical framework with these antecedent
benefits is illustrated in Figure 2. Whether
this perspective promises fruitful outcomes or
less utility for our exploration, it is expected
to elicit a feedback to the following four
questions :

1. Under what sets of conditions can the
role making processes of Japanese college
recruits be expected to become activated ?

2. Under what processes do they come to
behave in the way they do within their
organizational roles?

3. What is the nature of each of the critical
events ?

4. How are they affected by each of these
events ?

Defenders of thz Status System and Challengers
from the Task System

Theoretically speculating on the nature of
organizational systems as a background (con-
text) against whih an organizational participant
(actor) progresses his career leads us to two
contradictory sets of characterizations.

One set of the contextual characterization is
consonant with the bureaucratic theory of Max
Weber. It assumes that the interdependent
behavior of role incumbents can be completely
programmed by sets of rules, procedures, and
specifications. Once the organizational roles
have been programmed they are not subject
to change. According to this view, the role
system of the organization can be rational only
if the established system is rigidly enforced.
This perspective seems useful in understand-
ing the more “visible” processes within the
organization. It can contribute to describing
how the top of the organization and its esta-
blished agencies operate to produce a rational
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system of roles which is standardized through-
out the entire organization. These activities
will produce the “status system ” of the organi-
zation. This status system conforms to all of
the requirements of the bureaucratic formula-
tion: It is orderly, stable, and allows no legiti-
mate deviation. This system moves toward
crystalization and, at the extreme, obsolescence.

Another set of the characterization of the
context assumes that the interdependent be-
havior of peole within complex organizations
cannot be completely programmed, in many
cases due to inadequate understanding and lack
of stability of the basic task processes. Accord-
ing to this view, the demands of the organi-

zation and the involved participants, interaction
over time, produce the resultant roles of the
incumbents. This perspective appears useful
in describing the activities over time of the
participants who are functionally interdepen-
dent. These activities will form the “task
system " which actually facilitates the function-
ing of the organization. The organization’s
role system produced by the task requirements
can be orderly only in the very short run,
dynamic, and allow for whatever behavior is
required to adapt to the changing demands of
the task requirement. This system moves
toward flexibility and, at the exterme, disorga-

nization. Thus, it becomes essential that the

TABLE 3

Two PErRsPECTIVES oF RoLE MaKING CONTEXT

‘“ Status System ” Contextual View

“Task System ” Contextual View

1. Role system is a complete and rational pro-
gram befor people.

2. People must learn to accept “role incum-
bency.”

3. Role incumbents are interchangeable be-
tween like positions.

4. Roles can be changed on/y through a modi-
fication of the role system.

5. An equitable balance between contributions
and inducements must be maintained.

6. Role system is current reality.

7. Organizational wnits are the smallest com-
ponents of organization.

8. Unit supervisors deal with their subordi-
nates as a homogeneous group of role in-
cumbents.

9. Unit
integrity.

supervisors maintain role system

10. Unit supervisor only delegate accoring to
prescribed procedures.

11. Participants have no effective influence on
their immediate supervisor.

1. Role system is a partial outline before people.

2. People must learn skills and perform re-
quired activities.

3. People are somewhat unique even when
performing the same roles.

4. Roles can be elaborated without changing
the role system.

5. An equitable balance between contributions
and inducements may require a ‘ career-
perspective.”

6. Role system is usually a dated map of reality.

7. Interlocked dyads are the smallest compo-
nents of organization.

8. Unit supervisors deal with their subordi-
nates on an individual basis.

9. Unite supervisors make a trade-off between
role system integrity and unit functioning.

10. Unit supervisors make a trade-off between
prescribed procedure and unit functioning.

11. Negotiation is a common interaction between
a participant and his immediate supervisor.
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organization achieves and maintains an appro-
priate equilibrium between the status and task
components of the role system.

Table 3 attempts to represent from each of
these contextual frameworks on different
organizational issues. Despite the apparent
conflict between the two frameworks on parti-
cular issues, each framework describes the
phenomenon from a different perspective and
in so doing produces unique information. Al-
though these two frameworks can not be inte-
grated into a single model due to their rather
different perspectives, our understanding of
the role making process is enhanced by employ-
ing both of these “maps” rather than one
or the other. The contextual framework of
the status system views the phenomenon from
the top of the hierarchy and from somewhat
outside of the activity flow. In contrast, the
contextual framework of the task system takes
the perspective of an insider describing the
ongoing activity as it unfolds around him.
The important questions involve not which
of these two deserves more acceptance but
rather how these two perspectives can be
employed to improve our understanding of
and hence ability to deal with the role making

processes.

In Summary......

The theoretical position underlying the study
of the Japanese college graduate’s role making
processes assumes that to understand the be-
havior and performance of individuals and
groups within complex organizations, an ap-
proach which incorporates the interactions
among factors of the individual, his group
and his organization should be adopted and
programmed into systematic research. This
position is similar to that of Katz and Kahn
(1966) and their mentor (Lewin, 1951). It
goes beyond Katz and Kahn, but not Lewin,

by attempting to determine the magnitudes
and behavioral effects of the many sources
and kinds of pressures that impinge upon the
individual in the organizational role. Moreover,
this position accepts the necessity to consider
a wide range of phenomena as influencing
behavior within organizations, including those
which have been viewed traditionally as within
separate areas.

The prototype for the procedure of the study
is called the Open System Design which has
been detailed by Graen (1975). This suggested
approach allows for the possibility that during
the course of the study the researcher may
gencrate and test hypotheses that could not
be specified before the study. The ‘boot-
strap” phenomenon should be enhanced by the
close interaction of observations and ideas
throughout the study. This implies that the
research design permits sufficient latitude to
the researcher to capitalize upon his insights;
in turn, the researcher must employ his skills
as a “creative technician” to apply the scien-
tific methods to task of understanding a parti-
cular phenomenon in the concrete setting
where it exists.

Strategic considerations for our three-year
longitudinal exploration into the process of the
Japanese college graduate’s role making my be
summarized as follows:

1. The exploration begins with a scope of
interest wide enough to ensure that the
major portions of the complete setting
and the time cycle of the phenomenon
of interest will be covered.

2. It iterates the procedures to successfully
approximate the crucial set of variables
by testing and refining measures throgh-
out the study while attempting at each
time point to understand more and to
decument this understanding.

3. The study places heavy emphasis on the



106

quality of the data collected by includ-
ing many procedures to enhance the
quality by decreasing the sources of bias
and error.

In terms of analysis, design requires that
the results not only show statistical

It requires that the researcher analyze
his data far beyond the mere finding of
significant results—beyond publishable
results—to ensure that the results de-
monstrate consistency beyoud that he
reports.

significance, but that they demonstrate The study is presently at the stage of data

“consistent patterns of integrated and analysis. Data that cover the first three years
significant results.” Such a design seeks of the process of the Japanese college graduate’s
to identify the conditions under which role making will be analyzed at the University
the results show different consistent of Illinois, utilizing the world’s largest com-
puter facility. The entire set of the results

will be ready to report by the end of 1978.

patterns (interactions or moderating con-
ditions).
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