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Abstract

This dissertation discusses the situation of womehe Japanese economy. It asks the
question how women stand in the modern economgyudrd in terms of gender equality
and whether women face any sort of discriminatiothie job market. It is divided into
two chapters. The first chapter examines womené thle in the economy; their direct
and indirect participation in it. Direct labour peipation is examined from several
angles, mainly by age and by occupation.

While the first chapter explores women in the eroy more on the macro level,
the second chapter delves deeper and discussesnihistion and differences between
the genders in Japanese workplaces. The diffeiangages between the sexes is
examined as well as the situation of female paretworkers and clerical workers,
which make up a large portion of Japanese employegsale managers and their
situation make a very interesting example of thebjams faced by women in the
Japanese economy, despite only constituting a gaatentage of working women in
Japan, therefore this is also discussed. Finatignges made through legislations will
be accounted for.

Through the information presented in the main isfuconclusion reveals that
Japanese women have indeed faced great discripnnatthe economy over the
decades and still do, although things are slowlngmg for the better. It ends with the
recommendation that Japanese businesses changeeisgiectives and open

themselves up more towards women to fare bettér darnestically and internationally.
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I ntroduction

Japan is a modern industrial country, with thedttairgest economy in the world.
Having taken in influences from Western countr@ifving the Meiji restoration in
1868 and consequentially begun its industrialisafimocess, Japan started seeing
economic growth early on in its life as an indwtcountry. It wasn‘t until after the
second world war however that Japan experienceextiemely fast economic growth
which the country became known for during those gjeaften dubbed the ,miracle
economy”, and which lasted until the economic cliaghe end of the 1980s.

This dissertation aims to examine the role anaistaf women in the modern
Japanese economy, both their role in the high-drgwars as well as their part in
building up the economy after the crash. Hencestatis of the economy itself is
crucially relevant, obviously, but Japanese culamd its developments as well as
Japanese society in general and women's standangithis also important.

Women's status in Japanese society has changatlygitgoughout the
centuries. In prehistoric times, Japan is beligeeaave been a matriarchal society with
women rulers but with the introduction of Confuégan and Buddhism from China and
Korea in the 6th century, society gradually begachange towards a patriarchal dne.
By the Heian period (CE 794-1185), women had alrdast much of their influence in
society but were still revered in many ways. To aan example, the supreme god of
Japanese mythology is the sun goddess Amaterasantestor to all Japanese and
from whom the Imperial family supposedly descenidsaidly. However, as the centuries
progressed, women's status declined further, atguabching the bottom with the
Civil Code of 1898 when women were not even legadlyognised persons, but were
classified in the same category as the ,deformetdnaentally incompetent*

In the first half of the 20th century women's stang in the economy developed
little, but how has it developed in the economyhaf postwar era of the 20th century
and how does it stand today? Do women face disgatiun? What hurdles, if any, still
stand in women's way in the job market? These questre what this essay aims to

answer.

! Renshaw (1999:61)
> Waswo (1996:149)



Participation in the Economy

To understand women's situation in the Japanesaoacy it is important to first
examine their current participation in it and hawas developed. As such, this chapter
will discuss both women's direct and indirect papation and hence what is know as

women's dual-role in the economy.

Direct labour participation

Despite being frequently overlooked, women haveaggwbeen important
contributors to the Japanese economy. Their pahnanndustrialisation of Japan,
specifically in agriculture and manufacturing, @dya key role in Japan‘s economic
growth until the second world war. Although the sdenwork force had mostly shifted
its focus away from those traditional occupationd anto new ones by the late 20th
century, women's contribution to the modern econdray been no less significant. As
is to be expected however, women's participatiotheneconomy has always been
heavily influenced by the social norms and valudb@time as well as the country’s
state and thus it is important to keep those indnanfully understand the changes and
trends that evolved throughout the 20th century.

Women's participation in the Japanese economy asdid; researchers of the
subject note both direct participation as wellrafirect, but for now we will focus on
women's direct participation. In 2006 over 27 noiliJapanese women worked in paid

employment, comprising over 41 percent of the tiatladur force and 48.5 percent of

-

the female population over the age
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which women were entering other occupational se¢cgurch as the service and clerical
sectors, and also because of the amount of womiefoirmal jobs in homes and family
enterprises. It wasn‘t until the late 1970s thatrdte of women entering new
occupations caught UpOn the other hand, the male labour participatéia in the
postwar period has seen a steady decline from@kcént to 73.1 percent, which in
turn means that the percentage of women in the fowari total has been on the rfse.

Japan's current female rate is comparable to athentries around the world,
with Japan ranking between the higher rates offiNArherica and especially
Scandinavia and the lower rates of Western Eurbpese statistics do not however
reveal the true differences between Japan anc#tef the world regarding women in
the economy, nor indeed the difference betweenandnvomen in the economy.

A more interesting aspect of female labour paréiton in Japan is the way it is
spread amongst age groups. Since World War 11, ngamgralisations of working
women have been born. The most prominent of tteessated to the exit and reentry of
women to the economy. Throughout the decades thaléeparticipation rate, when
divided by age, has maintained the shape of an JMis ,M-shape”“ stems from the
common practice of women entering the paid worldarncstrong numbers upon
graduation, then leaving after a few years of servipon marriage or childbirth, and

finally reentering the workforce, for example wheir children have finished primary

Figure 1.2: Female Labour Force Participation Rate by Age (%)
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school.

As figure 1.2 shows the decrease between ages a8eR25-29 was very
significant in the early decades after the war, lagnkce it is perhaps not strange that the
generalisation of women leaving the workforce teehehildren came to be.
Corresponding to this drop are the results fromeys by the United Nations in 1987
on marriages and childbirths by age of bride antherarespectively, which showed the
most common age for new brides and mothers to tvecka 20 and 30.

This trend of women reentering the workforce latdife when domestic
responsibilities, mainly childrearing, become ldssanding is unique to the postwar
period and onwards. Many factors contributed te tiiange along with declining
domestic responsibilities, such as rising divoates as well as education rates and the
growth of the service industry. One especially imgat factor is noted by Frank K.
Upham, who has written several works on postwaadapamely the significantly
increased life expectancy. As Upham notes, Japamesen prior to World War 1l
only had ,7.6 years to live, on average, after cletign of their child-care
responsibilities; now the average is 43.8 yefrs.*

The increased participation of older age groupssdd negate the stereotype of
women leaving the economy for domestic responsaslihough, and because of the
intensity with which this idea has been engravéd he Japanese mindset, it is
understandable why it still persists. Male exe@ginave for decades referred to the
.M-shaped curve* as a central reason why women weeg completely excluded from
job training, long-term careers and especially ganzent careers. The assumption that
women leave the workforce upon marriage has nat bestricted to men, however, as
studies conducted in the 1980s showed a consistesteyeen the viewpoints of men
and womer!. This viewpoint, supported by the postwar governnaen employer
organisations, was left to foster practically urildraged despite the fact that, as figure
1.2 shows, even during the 1970s the participata for women aged 25-34 never
went below 40 percent. When you consider that grégypation rate before the drop
was 66 percent, the actual decrease constitutes abgercent of that rate. While that
is a substantial drop, that still leaves 65 pero¢tihe former workforce that keeps

working.

7 Brinton (1993:30-31)
¥ Upham (1987:125)
® Brinton (1993:169-170)



It can therefore be argued that it is an unfaispneption that all or most women
leave the workforce after only a few years of ssviOf course, this does not take into
account the separation of labour into differenustdes or job types. What is definitely
unfair is that this assumption has carried on thhoihhe decades despite gradual
changes, the result of which is today'‘s labourip@dtion curve that is drastically
different from those of the early decades aftenvthe To begin with, the curve has
moved northeastward, women of all ages have entbeskhbour force in greater
numbers and they are staying there for longer.rii@@r contrast comes in the age
group of 25-29 which was initially the age wheredar participation fell, but now
represents a sizable increase. Another notablerdiite is that the curve has flattened
greatly over the years, as more and more womedeanieing to continue working,
balancing work with domestic responsibilities. Atsantributing to these differences is
the recent increase in women putting off marriag later, and those deciding not to
marry at all. Higher education also plays a big,@s women of higher education are
more likely to continue working through marriagkildbirth and childrearing®

Looking at the recent data it is hard to argupeasple did in the early postwar
era that women tend to leave the workforce at rageri The lowpoint of the curve, at
ages 30-39, still sees 64 percent labour participatite and the percentage of women
who leave the workforce is only 15 percent. Sonseaechers of the subject take this
even further. In her study of Japanese women masadEan R. Renshaw argues that
today the M-shape is merely a myth, citing the gesto the curve and also arguing
that ,when nonworking women desiring work are adttethe Japanese chart, the
participation rate at the highest point, ages twémtwenty-five is 86.9, and at the
lowest ages thirty to thirty-five, is 81.8. That & the lowest point 81.8 percent of
women are either in the labor force or would ligée, and the M-shape disappedrs.
She goes on to attack another widely held belie, that builds on the generalisation
discussed earlier, namely that because Japanesemamty work until marriage, most
working women must be single. Renshaw refutesatisis, claiming that in 1995, ,more
than half of Japan‘s working women were marriedhwin additional 9.1 percent
widowed or divorced, and more than half of womethwhildren under age twelve

were working.*?

“The Japan Institute for Labour Policy and Training (2006:18)
" Renshaw (1999:30-31)
'2 Renshaw (1999:32)
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In the mid-postwar era men'‘s and women's lengtbeo¥ice differed
substantially. The majority of men worked continsiguthroughout their working lives
whereas the opposite could be said of women. Tosldly,the developments of female
labour participation, women are catching up buitlsfy somewhat behind, with men's
length of service averaging at 13.5 years and wésraronly 8.8 year$® The most
important determinant of women's length of servitéhe 20th century, according to
Mary C. Brinton, was whether a woman started owtraemployee in the private sector
or in the government. Women starting out in govezntipositions were more likely to
keep working, mainly due to less discrimination amate flexibility in that field'* The
private sector has traditionally been less forgjviin opinion poll from 1987 found
that women aged 30-40 were most likely to feel thats difficult for Japanese women
to work outside the home and balance their respoitigis, mainly due to limited
workplaces open to them. The greatest incentivéhiiem to work was for financial
reasons, which still applies to both men and woteay™

Employers also have a great variety of reasoesngloy women although they
did not seem to realise it until late in the 20&mtuiry. Throughout the century, although
men were nearly always the primary breadwinnetb@&f households, it was their
wives that managed the household budget and uélyndecided on purchases,
spending and even the husband's allowance. Gradmadinesses have started to
realise this, and subsequently focus their margettrategies to appeal to women,
hiring women as designers and consultants to h&ptocess. Financial institutions
have also begun to see women's potential, who hgoreally also managed the
household's savings and investmelfts.

Beyond these rather positive reasons lie otherfigps less pleasant ones.
Because many salarymen have little time for sagradi with people outside the
company, some companies admit to hire ,attracbvight, marriageable women who
hopefully will become wives of the salarymen witham they work and then retiré’

The Japanese workplace has traditionally beenetbty male culture. Despite
accounting for 41 percent of the workforce and §&n average as educated as men,

women are hence underrepresented in the econommatier what industry you look at,

3 The Japan Institute for Labour Policy and Training (2008a:123)
' Brinton (1993:187)
> Brinton (1993:182)
'¢ Renshaw (1999:27)
'” Renshaw (1999:30)



especially when it comes to management. Anothesoregs because married women's
paid work has always been seen as secondary tadhes as wives and mothers. These
make up the primary reasons for discriminatingwadgs in Japanese companies, taking
the form of limited career paths for women and naowy retirement upon marriage or
childbirth *® Oddly enough, this is true despite the Japanes®oaty‘s dependence on
female labour. Women are and have mostly been gmglas part-time workers, where
they‘ve served as cheaper, expendable labour. $r@mdchanging, slowly, but with the
fall in birthrate and subsequent decline in popatagrowth, Japan is looking at a
diminishing working population. It is therefore notlikely that the Japanese economy

will respond by becoming more open to women andifpr workers.

Indirect labour participation

Dependent as the Japanese economy is on the lab@omen, the Japanese
society needs women for other work as well, nartfeyunpaid domestic work. For
most of the 20th century, Japanese values hava baeat emphasis on a clear division
of labour. The M-shaped curve, and the ideas artisrground it support these values
of women working full-time as wives and motherso&@mic growth and productivity
is however another highly regarded value and as saenen have come to be seen as
having a twofold responsibility in the econoffyAs mentioned earlier, Japanese
women participate in the economy both directly artirectly, and have done so
throughout the 20th century. Women's indirect ggpation comes in the form of their
unpaid domestic labour and through it, the nuraire higher valued labour of
husbands and sons. Brinton argues that women seatesly ,investors” in Japan's
human capital system as they are typically the oegsonsible for nearly all household
responsibilities. Women therefore ,play an impottaart in Japan‘s human capital
development system by investing heavily in the huepital of the males to whom
they are attached™

The extent of this unpaid work has for long beedanastimated, but as a study
conducted in 1991 by the Japanese Economic Plalgegcy shows, the value of this
work is actually quite significant. The resultsiestted the value to be between 66.7

and 98.8 trillion yen, equaling 14.6 to 21.6 petad#nJapan‘s gross domestic product.

'8 Broadbent (2003:7)
% Renshaw (1999:33)
2% Brinton (1993:12)



The same report found that women were respongibl@s percent of this work. It is
therefore not unusual that most Japanese womethigeinen are favoured in the home
as well as in the workplace. In spite of this, womethe 1980s seemed to agree with
the ideas of gender roles, as another study denadedt In this study, the majority of
women answered that they felt women's role wasate for the family and household
while men‘s role was to work outside as the primtangadwinnef? Supporting these
views throughout the postwar era were the governigueth employer organisations,
emphasising the importance of women‘s supportihgsrm both the household and the
workplace rather than equalyWomen are pressured to conform to the stereotypes
gendered division of labour as they ,coincide vémployers] needs for intense
devotion to the job by male employees and for lamgmbers of part-time female
employees®

These domestic responsibilities have serious drekgmr women in the labour
force. Having to manage a household leaves lintited for other things, and balancing
household responsibilities with full-time work igfatult. Brinton observes that during
the 20th century, ,the seniority and training syseof large Japanese companies were
fundamentally incompatible with women's liveS.¥Women entering the job market
after having left to raise children have little nba of getting training or entering a
career-track, as they‘re likely already in theirtifes. Because of this, reentering the job
market means starting from the bottom all over mgati wages that are likely lower
than that of young, new entrants to the job market.

Women's indirect participation therefore does lithieir potential to gain power
and influence in the economy, but it does leaventadorm of domestic power. As was
mentioned earlier, in their managing the househestimen typically control the
household budget and as such have major deciswarpo the home. Takie Lebra also
notes that women are theoretically able to mantputzeir husbands ,by making their

services indispensablé®it does however seem like a rather bleak exch&mgeomen.

*! Renshaw (1999:29)
> Upham (1987:145)
2 Upham (1993:332)
" Upham (1987:144)
% Brinton (1993:129)
*® 0gasawara (1998:159)



Participation by occupation and industry

In the times of early industrialization, nearly\@abmen workers were
concentrated in the agricultural sector and pradaogcparticularly in the textile industry.
This held mostly true for the first half of the tery, although with slight changes.
Three quarters into the century women had shiftesignificantly from primary
industry (agriculture, forestry, fishing) towardsttary industry (transport, sales,
finance, service, etc.), the participation in thesetors had essentially reversed,
although women were and are still strong in numbemimary industry compared to
other countried’ The office was traditionally seen as men’s donaaid was therefore
exclusive for men until the war effort called pafthe male population for the army,
thus creating the need for replacements. Withwloahen finally entered the office, but
although it was certainly a step forward, it wobklgrossly inaccurate to say that any
sort of real equality had been achieved. Tlw#Bee ladiesas they are called,
represented one visage of institutionalised gedserimination in Japan, which still
persists today.

Another area that clearly shows a form of diffeebetween the sexes is that of
managerial positions and long-term employment megal. Brinton claims that because
less than 10 percent of married women were paidareps even by 1950, women
were essentially not present when life-time emplegtpolicies were taking form in
Japanese companies in the prewar pefiod.

If we look at the postwar period in more detaildahe distribution of the female
labour force into different industries, a few chasdpecome clear. From 1965 to 2007
the rate of women workers in paid employment rosmf49 percent to 86 percent,
while the rate of family workers and self-employearkers fell from 37 percent to 7.3
percent and 14.5 percent to 5.8 percent respegtiVakese developments are
comparable to that of males, but the amount of méamily work has always been
much less than that of women while the oppositeuis for self-employmerft

Delving deeper into the distribution of femaledabinto different occupational
groups and how they compare with men shows someesting developments as well.
Between 1960 and 1990 women'’s share in the seinittestry remained around 50

percent, while their share in most other sectosides agriculture rose. The most

%7 Brinton (1993:26)
%% Brinton (1993:118)
*The Japan Institute for Labour Policy and Training (2008b:21)
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significant rise was in clerical work, which roserh 36 percent to 55 percent, hinting
at the importance ddffice ladies(female clerical workers) in the Japanese worlkdotc
is also worth noting that women’s share of manad@asitions nearly tripled around
this time, although the numbers were very low, ftdf percent to 7.3 percefitToday
the percentage is around 10 percent, but thatiislyri@ecause the amount of male
managers has decreased, while the number of farmaiagers has remained near
unchanged. The rates for other sectors have cattiobanging in the same ways as
before, with increases in clerical work, professicend technical work and service but
decreases in production, agriculture and s#lesoking at these numbers (which are
from 2005) from a different angle shows directlywhi@male labour is distributed into
different occupations. Figure 1.3 shows this iradeA unique aspect about Japan is
that despite declining female participation in maeturing, the rate of women in that
sector is still quite high compared to other coestrAs for the other sectors, most of
them, as well as their developments, are somevdmparable to other industrial

countries, save for administration.

Figure 1.3: Distribution of women in different industries
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In Mary Brinton’s study on women'’s contributionttte postwar economy in the
1980s, women and men were, among other thingsdaghat type of employment they
had experienced. The study revealed great diffeebetween the sexes. Nearly all
participants had at some point been full-time eygds, but the number of women who
had experienced part-time work vastly outhumbehad of men who had experienced
the same. Women were also more likely to have éespesd family enterprise work and
piecework, while men were much more likely to haxperienced self-employment and
managerial positions. The gender differences fomger people were less pronounced
than for middle-aged people, but enough to safehclude that the differences started
to show early in people’s careéfs.

Overall, it is easy to see the general developn&Entgmen’s distribution in the
labour market. Women have shifted heavily from nfacturing and agricultural work
into other sectors, primarily into clerical work. 1995 around a third of all employed

women was in clerical work, but only 15 percenenfployed meri®

*? Brinton (1993:173)
3 Ogasawara (1998:19)
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Gender-based Discrimination and Differences

In this chapter, Japanese companies' attitudesrtbwamen will be looked into and
any discriminating attitudes and practices willdoeounted for. The wage gap between
the sexes will be examined and the situation ofaderpart-time workers, clerical
workers (office ladies) and female managers wilekplored in more detail. Finally,

changes through legislations by the Japanese goeatrwill be discussed.

Discrimination in the wor kplace and job market

Even for people simply visiting Japan there arayrthings that hint at, with
varying subtlety, discriminating attitudes towavadsmen or at the very least contrasting
attitudes for each gender. Frequently noted isusfoexample the use of uniforms, which
women are more likely to be required to wear, amsiriess cards, which men have
traditionally been more likely to car® When such differing attitudes are evident on
the very surface of the workplace, it should comaa@surprise that gender
discrimination in the Japanese economy runs muepeate Many studies have been
made by labour economists about women's unfavoernadsition in the economy.
However, yet other studies have produced anotlesvpoint, that women have
considerably more leverage in the Japanese ecoanthgociety than initially meets the
eye, through indirect influence and power othenttieat discussed in studies based on
statistical datd> Even assuming that is true, whether that actualiypensates for the
discrimination women face is another story.

It's often been noted that statistics alone failuily reveal the extent of
discrimination in Japan, in particular those onrtreecro-level like labour statistics.
They tend to be less effective at determining dasons or motives behind the differing
attitudes towards men and women, yet they are sapeto understand in what ways
discrimination takes place. For an example, womsziatively small share in
sbgoshokpor career track, and especially in management,gseat part due to
discriminating practices in the recruitment procasd in promotion, as studies on the
micro-level have shown. For decades after the sko@mld war women were

discriminated against without so much as a sedoowight, but through slow

** Brinton (1993:107)
%> Ogasawara (1998:4)
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developments late in the 20th century, it becaraertttically possible for women to
enter the workforce and stay on equal ground wigm

It is not easy, however. Women are still facedhwilieir ,traditional® domestic
responsibilities and find themselves needing taia those with their work, a difficult
feat if women were also expected to put in as nwatk in the workplace as men. This
is the case for women on the career-track, but vimoane able to choose upon
recruitment whether to enter said career-trackaemacal track, oippanshokuThe
career-track puts women on the same path as mamewiey must be willing to work
the same hours as men as well as to accept pobginly transferred to another part of
the country. On the other hand, this track opengagsibilities of promotion to women,
although Kaye Broadbent points out that women erctireer track still find themselves
lagging behind their male colleagues even aftdrgusw years of service and claims
that ,their advancement is not based on seniosty & for their same-age male
colleagues® According to a survey from 1991, 66 percent okeattrack women felt
they were discriminated against in terms of wages@omotion and also expressed
dissatisfaction at their companies* organisatiangiure® This happens in spite of
career-track women doing work equal or at leastpamable to that of men.
Alternatively, women can choose the clerical trdmk, that essentially eliminates all
prospects of advancement. Consisting mainly of aléasks such as typewriting and
the ever-unpopular serving of tea, the clericalktria by far more flexible but also
requires a certain lack of career ambition. Attfio$fice ladiesypically only worked
for a few years before leaving the company for rage or other work but their average
length of service seems to have increased sligivily the years. Still, many women
choose to enter the clerical path as they seed¢ tonly temporary and because it is
more flexible than the career-track.

A major factor in determining people‘s occupatiostatus is of course the state
of the economy. For women it is especially so, amen have since they began
entering paid employment served as a sort of ecanbuffer for Japanese companies.
Throughout the 20th century and even today, wonaeme lbeen a cheaper and more
easily dispensable labour, having been excluded thee development of life-time

employment. Because of this they have always beme affected by fluctuations in the

3¢ Upham (1987:127)
%’ Broadbent (2003:15)
%% Broadbent (2003:16)
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economy than men. During the years of high econgmwth in the 80s, women were
recruited in great numbers to meet the demandkitbed labour, while in the years
following the economic crash the hiring rate fornaen fell drastically along with the
economy, as companies began focusing their recenisrtowards men over woméh.

For a long time companies were able to keep thve ibwomen in and out of
their workforce somewhat stable with discriminatpoficies, forcing women to leave
the workforce upon marriage. This way, companiagdccoontrol the size of their
workforce to meet changing needs very efficierflyen after this practice was made
formally illegal with the passage of the Equal Eaywhent Opportunity Law in 1985,
many employers continued asking potential femateurts whether they planned to
retire upon marriage, some even insisting that tdeegs part of the contract. In a
society where promotion, wages and other bena#smainly dependent on length of
service, these policies mean huge limitations fomen in the economy. A further
complication is that while employers support thestern and even try to enforce it,
many employers cite the main reason they do nat wemen the same way as men
concerning wages, training and promotion to befehe women will only stay a limited
time before leaving for domestic responsibilité$hus, a vicious circle of
discrimination came to be entrenched in the posf@panese economy.

The discrimination women have faced in the econoaryes in various other
forms as well. In a survey made by the Ministry_abour in 1985, 53 percent of
employers reported that type of work performededéti between the sexes, 27 percent
said they only transferred women within regionsilevmen could be transferred
wherever in the country, and 17 percent had differequirements for men and women.
What was most peculiar though, from a Western staind, is that nearly 18 percent of
employers required that women commute from home vaare not permitted to live
alone?! The reason for this is that these companies lieomen who lived on their
own were more likely to have led less reputabledjdacking any sort of supervision or
guidance from parents or relatives. A slightly oldervey (1981) revealed that whole
71 percent of companies treated women differeatig, 45 percent admitted that they
did not promote women to even the lowest managpasition. Perhaps more

staggering is that between 70 and 80 percent opaaies refused to hire female
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university graduates, a stark contrast to the oasgen, for whom a university degree
was becoming increasingly necessary to land a gumtf

The role of government in all of this has beent@icting, to say the least.
While the Liberal Democratic Party strongly empbkadiwomen‘s domestic role in
society, suppressing developments in ideologygthernment bureaucracy, especially
the Ministry of Labour, has been a leader in dgvielp women managers. The
Women's and Children‘s Bureau, created within thieisMry of Labour by the
occupation forces in 1946 has played a key rofrengthening the image of working
women in the econon.

As mentioned in the beginning of this chapterrdéhare those who have
observed advantages for women despite the intassgndination, and indeed because
of it. In her book on Japanese office ladies, YQlgasawara claims that ,men in
Japanese organizations are, in a sense, far mpeadent on women than women are
on men.** Because of the slim chances of her being promatetyman in the office
can afford to worry little about a superior‘s oping, while the same could hardly be
said of men. Yet others claim that precisely beeausmen were excluded from the
type of work that men did, women had more time auade freedom to attend to
hobbies and other activities more desirable tharkioWhile this may not make the
situation any fairer, it certainly brings up aner@sting point, how something as
negative as discrimination can still produce sooré &f advantages for those facing

said discrimination.

The wage gap

In most countries in the world, even in the moern and egalitarian ones
such as Sweden, there is still a difference betwleegross earnings of men and
women. It should come as no surprise then that awehge gap exists in Japan as well.
The size of this wage gap and how it has developedell as the reasons behind it will
be discussed in this chapter.

The wage gap has always existed in Japan. Howewnkke most other
industrial countries where the wage gap has allwags steadily narrowing, in Japan it

has taken a more non-linear path. Certainly itisower today than it was a century
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ago, but not by as much as in other countries8B2Xor an example, women's average
wage was about 59 percent of men. Over fifty y&es, in 1938, the rate had actually
decreased to 34 percéfOf course, this is only the gross rate. If look¢drom within
each industry, different rates might show up, soar@owing the gap and others
widening it. From the end of the second world v tate rose to about 54 percent
until 1980 when it again began a slow decline. Wpimated however that while the
gross wage differentials were increasing in the 1880s, if one were to look at wages
at a deeper level, controlling for education, l&éngftservice, age, and employment
status, the wage gap was actually narrowing gradyaldicating increasing adherence
to the norm of equal pay for equal wofK.If that is true, and controlled differentials
are indeed narrowing, then what is causing thesgidferential to increase?

There are many reasons behind this, but firstddbok at the developments
from the 1980s until today. The ratio of women'‘srten‘s salaries kept decreasing until
the economic crash around 1990 but then saw aedserof nearly 2 percent by 1985.
In 2007 the ratio had increased to 65.9 percenthyhvhile a respectable increase, is
still low compared to most Western industrial coigst*® Even so, surveys made by the
Ministry of Health, Labour and Welfare determinbéd aiverage monthly cash earnings
in workplaces employing more than 30 people. Trexaye for women was only
239.164 yen, 49.8 percent of the average for Hhi@mother interesting point to note is
that the salaries for men and women at the begynoiitheir careers (new graduates)
are near the point of parity. Controlling for ediima, young women earned between 94
to 97 percent of what men earned in 2007, and waroanng from graduate school
actually earned nearly a whole percentage morertien” Survey results have also
found that foreign affiliated companies were makely to be close to parity of wages
for new graduates, but that as with Japanese caegpdhe wage gap widened with
each year?

To understand the reasons for the large wage gagpian it is necessary to
understand the nature of the wage system employ&ajpan throughout the 20th
century. While not exactly unique to Japan, thesén wage system has been noted as

*® Brinton (1993:120)
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*® Renshaw (1999:29)

* The Japan Institute for Labour Policy and Training (2008a:181)
>0 Foreign Press Center Japan (2008:128)

>! Foreign Press Center Japan (2008:130)

> The Japan Institute of Labour (2001:23-24)

~17 ~



a characteristic of the Japanese labour markest &ppearing in the 1920s, this system
helped managers to attract employees and to gére thcentives to stay with the
company throughout their working lives, the effettvhich was that employees would
become especially well experienced in the workioigheir respective companies. In
return, they were rewarded for their loyalties lobge length of service, although
evaluated performance or ability also had an efféthis system is one reason behind
the large wage gap between the sexes, long-terrfogment excluded women and
hence seniority wage policies did not apply to thEren today, although women are
theoretically able to rise as far as men on thpamate ladder, most women work in
small to medium sized companies where life-time legmpent is very rare, and a
majority of women work part-time. Furthermore, largpmpanies have higher wages on
average; small or medium sized companies‘ wagesgeeat around 75 to 80 percent
of that of large one¥'

Barbara Bergmann'‘s crowding hypothesis explainsmhge gap further. The
hypothesis examines the effects of discriminationh@ supply of labour and is best
explained with two gender-equal occupations, ogé paying and another lower-
paying. When the sexes are in equal numbers in @aapation, the gross wage
differential is none. If the higher paying occupatnow discriminates against women,
their labour supply curve shifts upwards due todbereased employment, resulting in
higher wages for the rest of their workforce astperlaws of supply and demand. On
the other hand, the non-discriminating occupatiets @n influx of new workers,
shifting their supply curve downwards and decregsiages? This hypothesis, while
vastly simplified in this example, is still effeeti at explaining how such a difference in
wages can result from discrimination.

Perhaps the most important reason however is thastenumber of women
workers are found in part-time work, meaning theylgwer wages and hardly any of
the fringe benefits given to men, widening the gaen further. Part-time workers,
almost exclusively women, earned about 82 percdefutletime workers‘ hourly rate in
1976 and by 1994 the rate had dropped to a sg#Bnpercent’® This is made possible
through rather dubiously sidestepping the Laboan&irds Law from 1947, according

> The Japan Institute for Labour Policy and Training (2006:44)
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to which wages should be equal for the sexes, byidg the work as different even

though in reality it is not’

Part-timeworkers

A prominent development in the status of laboufdpan during the later half of
the 20th century was the gradual increase in pag-tvorkers. The reason behind this
increase is fairly simple from the employers' pahwiew; part-timers have been
likened to a kind of gold mine who can be paid lowages and require ,none of the
standard fringe benefits of ,full-time* employeepaid vacations, social security,
housing loans, and family allowanc&&.On the supply side, part-time work has been
an increasingly common option for women returnimghie labour market after child-
rearing, as no particular skills or training isitglly required but also because many
companies have age limits for full-time employeerués. A majority of part-time
workers are female, and most are housewives wotkirgld to the household budggt.

Male part-time workers exist as well, but are usuelbssified differently by
companies asono ta They are paid higher wages and receive benbftsrégular part-
timers do not receive, as they work, by definitiorgre than 35 hours per week. On the
other hand, part-time workers, by definition, wégks than 35 hours per week. These
definitions do not conform to reality though. 62qent of part-time workers in 1993
actually worked over 35 hours a week and duedodhbession at the time, some of
them even worked unpaid overtirtfe.

In 2000 there were 8,5 million female part-timerkers in Japan, constituting
42 percent of all female employees. The rate heahrilO percent since 1987 but
remains stable so far in the new cenfii'Wwomen's share in part-time work has been
about 70 percent for the last decade but, surgtisienough, this rate is comparable to
the U.S. and actually even lower than in major [paem countries, the rates of which
range from 77 percent to 81 percEnilowever, these share rates might be misleading,
as they are for part-timers who actually worked lgsn 35 hours a week and, as was
mentioned earlier, a large part of part-timersapah work more. The number of part-
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time workers who work hours comparable to full-timerk has been increasing since
the mid-1980s, yet they are still classified ag-fiarers, likely so they can be used as
cheap and easily disposable labour for fluctuatioriee economy, to meet labour
demands and save costs all at the same®fivhs Broadbent notes however, the reasons
for hiring part-time workers contradict the reasareny companies give for firing them
in times of downturn. That female part-time workars used as a sort of economic
buffer does not explain why these companies dispb#eem, their cheapest workforce,
when downsizing?

Through a different type of employment status, panes have been able to hire
women to meet demands for even skilled workerssatbatantially lower cost and
without all of the commitment that comes with hirifull-time workers, and without
violating laws about equal pay for equal work foumdhe constitution as well as in
legislations made during the postwar period. F@ tbason it is clear that equality is
sorely lacking in the Japanese labour market. 8tygpes and presumptions, even
outdated ones, still play a role in the decisiohsroployers who employ statistical
discrimination against women. As such women arehhmare limited in the type of
work they are able to do, in ways men have neverthavorry about.

Women manager s and office ladies

No field shows as striking differences betweengbeders as that of the
administrative or managerial field. The idea thanagerial work is men‘s work has
been entrenched into the Japanese mindset sintbef@le the beginning of
industrialisation. So entrenched is the idea, thagt people seem not to believe any
female Japanese managers or executives exist Btaally even take it further, mostly
middle-aged men in managerial positions themselwefiat out rejecting the existence
of women managers. Renshaw came across three cofomuof such denial in her
study of women managers in Japan. First was thenséant that there simply were none.
Second, that if there indeed were any, they weteaad managers but merely tokens or
decorations (the awfully patronising label ,floweddten being used). The third form
was perhaps the most unusual one, stating thaiwytiman manager is not truly a

woman, not able to get married or, more kindly,ihg\chosen career over marriage and

% Broadbent (2003:8)
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family.“®® These ideas are very damaging to the image of wanamagers because
they undermine not only their existence but evengtlthat they actually do as well.

According to a survey in 1986, 22.8 percent of pames had women in the
lowest-level managerial job, subsection hdakérichg. For higher ranks, however,
the rate of companies employing women in themviéh each rank. 21.6 percent of
companies had women in positions up to section fieaahd, but only 4.1 percent had
women in the rank of division manageu¢hd and 1.2 percent had women above that.
Interestingly enough, the same survey found th& @ércent of these same companies
claimed they treated men and women equ4lljoday the number of companies
employing women in managerial positions has ritlesJargest increase being in the
kakarichéposition.

Although not proportional to women's share in lddeour force, it is certainly
clear that women managers exist. Labour statistiosv that nearly 1 percent of the
female labour force is in managerial positions whde their numbers have remained
rather constant, their share in managerial positi@s risen over the years, mainly due
to a decrease in the number of male managdrsey are mostly concentrated in the
retail industry, likely a response to the realsatihat young women are great
consumers, but can be found in almost all industfielowever, while this is true for
general management positions, it is a differermydfar top management and board
members, the female members of which are merelyeifiew hundred?’

Their numbers may be small, but they are noneskefapressive as it is a
respectable feat for a woman to secure a manageséion in the Japanese economy.
As has been mentioned there are several sociaétswomen must overcome to
achieve such success in the workplace, and even thieg have, it can be difficult to
keep up. One difficulty noted by the first ever Edabuchdin a Japanese corporation
was keeping up witksukiai, socialising and discussing mainly work-relatedtera,
which traditionally takes place outside the workplaoutside of formal working

hours’® Another difficulty is that they still receive urifareatment; their promotion is
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rarely based on seniority like it often is with meand they still receive only about 65
percent of the wages men recefVe.

The third form of denial that Renshaw talks absutiso unsubstantiated by
reality. Although most female managers have nohéahildren, a great majority of
them is nonetheless marri€dt is very surprising how these ideas can contiouexist
seemingly unchallenged when there already is steaidgnce contradicting them. That
is not to say things are not changing; they ard,tha existence of female managers is

evidence of that, but they are doing so very slowly

As the field of management is one that demonsttaesdlifficulties inherent in
the career-tracksfgbshok)y the case obffice ladiess a prime example of
discrimination faced by women in the clerical trdigpanshokit These are women
who were sometimes referred to as ,office flowenstiicating that they were little
more than assistants whose purpose was more decdifzin any actual work. As
views towards women have developed through thesyéae phrase has seen a decline
in use, bubffice ladiesstill face discrimination in their workplace.

The jobs ofoffice ladiesare usually seen as temporary ones. Typicallgheei
the employer nor indeed tlodfice ladyherself expects her to work in the company
indefinitely. As a result, companies do not seeason to invest in their training and
with that, any prospects of promotion become higlmifkely. The status dfffice lady
is therefore commonly regarded as a dead-end giintbst would only do for a couple
of years before leaving for something else. Thay tre frequently regarded as a waste
of labour, being treated as clerical workers ofltveest level when their ability and
education gives them potential for much more, sthaoime as no surprise.

The discrimination againsiffice ladiescomes in many forms, but in particular
there's a certain lack of independence, as theyatrallowed to manage their own time
at work”® Another thing that is missing ffice ladies‘work is individuality.Office
ladiesare not evaluated in the same way as male wogkerghey are not recognised or
rewarded when they do well and show great abitity,are they penalised when they do
poorly. The waste of their labour becomes even mbxéous with this, when they are

given absolutely no incentive to do well. Yuko Oaxaara observed thaffice ladies
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usually do not even receive credit for reports tweyk on, their names not appearing
on them even if they did most of the wdfkOne result of this is thaiffice ladiesare
often thought to be unproductive; that they dodwmtuch work within the organisation,
but in reality they just aren‘t given any of thedit.

Why then, do employers hire womenddfce ladie® To claim that they are
hired as decorations to inspire men and raise geatuctivity while doing menial tasks
such as serving tea and typewriting seems too raeaggason. Many mention the fact
that some employers hire them as potential margpagspects for their male workers,
as the employer wants them to spend their time mwgrnd not dating. If they find a
mate at work, anffice lady they'll have a wife who is understanding and sgthptic
to the amount of work her husband is responsiblé®fBupporting this idea is a survey
from 1995 of over 2000 couples, where nearly hithem claimed they first met at
work.”® Another reason, of course, is that they are chteagporary labour that doesn‘t
complain too much, but any protests amoffice ladiesare very rare.

A more puzzling question then comes to mind. Whywdonen seek this
occupation in as great numbers as they do? Wedgleesstablished that the occupational
sector with the most concentration of women isdleeical sector, with nearly a third of
all female employees. Surprisingly enough, the @ndies in freedom. The work itself
may not include responsibility, individuality ordapendence, but in a country that is by
any standard socially strict, the work of an offiady does have some perks. Jane
Condon explains the extent of this freedom:

On the job, she is free from responsibility andrawee work. After hours, she is
free from family responsibilities (until she magjefree to spend her money on
herself (for clothes, records, movies, and eatim, dree from financial cares (she
usually lives with her family), and free to tray® Hawaii, Guam, America, and
Europe) — all freedoms that will be sharply cugdibnce she marriés.

Becauseffice ladiesare excluded from the benefits that men recehay have
little incentive to work well and are even likely ¢are little for the opinions of men of
higher rank. Indeed, because of the lack of paeatedit or demerit, office ladies can
not be controlled in the same way as male workersome situations they can even

refuse to help a man they dislike and the manaftién be held equally responsible for
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it. Ogasawara hence claims tlo#fice ladiesdo indeed maintain some form of power in
the organisation, as male workers need to provedbdity as potential managers and
therefore ,it is to their disadvantage to callhe personnel department’s attention the
fact that OLs won'‘t cooperate with therff.“

What all this demonstrates is that both womenrherncareer-track and women on
the clerical-track are vastly undervalued and dssBna waste of potentially valuable
labour. Career-track women are presented with gliffatulty getting into management
positions where their skills could be put to betiee and clerical-track women are given

no incentive to work well.

Changesthrough legislation

Change is an inevitable part of nature and soutith human society as well.
There have certainly been changes in women's gituat the Japanese economy since
the second world war both in terms of legislatiassvell as in the minds of Japanese
people, but it is important to remember that theseforms of changes do not always
develop hand in hand.

Straight as Japan issued its surrender in 1948 dcepation of the Allied
Forces took command over the country. Initiallyg @ccupation’s aim was to minimise
any potential future threat from Japan and to énatt they began with establishing a
democratic system of government. After a few yeaitf) the rise of communism in
neighbouring countries, the Occupation‘s prioriségted to quickly rebuilding the
Japanese economy, according to capitalist ideaddgpurse’® One major result of the
Occupation was the new constitution issued in 194 new constitution had a huge
effect on women's status and rights in societyeast in terms of litigation, as Article
14 states that sex discrimination in any formiig#y prohibited. Supporting this is
Article 24 with its freedom of marriage and famidyv, but detracting from it was the
lagging developments of the Japanese min8’setack of certainty and emphasis on
eliminating gender discrimination also worked agagguality, even in the Labour
Standards Act which was the only law practicallyering the subject of discrimination
for a few decades after the war. Article 3 and thefLSA discuss discrimination but

both of them fail to do so with accuracy. Articlg@hibits discrimination regarding
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wages, working hours and working conditions basedationality, creed or social
status but does not mention sex. Article 4 doespbly prohibits discriminating against
women with respect to wag&sSuch loose handling of the subject has made giples
for employers to discriminate against women invlag's already discussed in prior
chapters. The LSA also contains clauses givinguoeprivileges to women, such as the
rather embarrassing menstrual leave, althoughmeftiave since eliminated some of
them.

The main development in legislation against dmoration in the postwar
period was the passing of the Equal Employment @ppity Law in 1985. The
EEOL's aim was to discourage discrimination bueitfects are debatable. Its major
flaw is undoubtedly its lack of sanctions, the ls@ems to merely be recommending
certain behaviours meaning non-complying compara@snot be taken to court and
penalised. As a result ,there are no penaltiegfoployers discriminating in training,
benefits, retirement or sacking, and it is necgskara worker to gain employer
agreement to participate in mediatidf Furthermore, the law makes no mention of
part-time workers, a significant oversight consiggithe number of women in part-
time work.

Due to these limitations, the original EEOL hasrbeonsidered by many to
have been somewhat of a failure and more a vidrgnanagement than for women;
the law abolished some of the ,privileges” womed hader the LSA and raised the
maximum number of overtime work women in managemal professional work
(requiring specialised knowledge or skills), to maafew example&? The law was
strengthened somewhat in 1997 however, and evey tmtiendments for strengthening
anti-discrimination regulations are being discussa# method of which is a ban
against indirect discriminatiotf.

Other laws, such as the Parental Leave Law anBahetime Worker's Law
have made some progress, but they suffer fromahme $law as the EEOL, namely that
there are no penalties for non-compliance. Noneiselcompanies seem willing to
comply with the Parental Leave Law, at least, altfoin 2001 only 10 percent of

employees took leave, 99,8 percent of them wotnés. for the Part-time Worker's
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Law, part-timers working longer than 35 hours akweere excluded from its benefits,
making it highly ineffective at bettering part-timerkers* condition&®

Another legal factor contributing to the form obmen's work are tax incentives.
A wife is able to earn up to 1 million yen annuadithout having to pay taxes. Add to
this the facts that if her earnings stay under llianiher husband can claim her as a
dependent for a tax deduction of 300.000 yen ahdrdienefits, that they still typically
do most of the housework and that their wages ememlly much lower than men's,
and the strong incentives for women to enter paré-tvork become cled.

Legislations have definitely had some effect adbnditions of women
workers in Japan, mandatory retirement at marriagdildbirth has been suppressed,
but most of the legislation initially aimed to redudiscrimination against women have

in one way or another failed to properly addrestageissues foall women workers.
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Conclusion

As was mentioned in the beginning of this essgyadas a modern industrial country.
As such, it seems fitting to use Western indus&@@nomies as comparisons when
examining economic matters. These are countridswiiich Japan has many things in
common economically and most of them, like Japaligw capitalist ideology in their
economies. So how does Japan stand regarding gequaiglity in the economy
compared to other modern industrial countries tilase of the west?

Based on the research that has been done onlijeetsover the decades, both in
forms of statistical data as well as more deeppmndonal interview-based research, it
is rather safe to say that Japan lags behind witeaimes to gender equality, especially
in the economy. On the surface it does not looko&d today; women's participation in
the economy is comparable to that of other natiblasvever, you do not need to dig
deep below the surface to come upon the starkrdiffees between the sexes. Indeed, as
soon as you divide the female working populatioragg they begin to show. It is true
that the ,M-shaped” participation curve is subgtdhyt flatter these days than it was
several decades ago, and so it is one of the attea® Japan has definitely improved
over the years, but it still exists to some extértitas however managed to become
comparable to other industrial nations, especialgn the amount of women desiring
work are added to the mix.

When the female work force is divided by occupatimore differences come
clear, mainly women's strong numbers in clericaligaations and tiny numbers in
managerial occupations. Here there have been sewsogpments as well; women have
steadily been moving from manufacturing and agtical work to the service industry
and professional/technical work. In other wordsrerand more women are choosing to
take the career track in companies. Meanwhileatheunt of women in the clerical
track, while large, has remained rather constaet the last twenty years.

These rates of women in paid employment only @l bf the story of women's
contribution to the Japanese economy. The amouwmmdid work in household
management is staggering, being valued between®8@O trillion yen as previously
mentioned. The fact that the great majority of thask is done by women is a great
example of women's less visible yet hugely impartafe in the Japanese economy. Of
course, other countries also have this kind of ichpark, though Japan might possibly

have it on a larger scale than others. Moreoveilewtomen do the majority of this
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work in countries all over the world, an old stddym the 80s indicates that women's
share in this unpaid work in Japan is rather highan in other countries.

The reason for these differences between the sexiest for a couple of
centuries women in Japan have stood on a whollguaieground with men. In the first
half of the 20th century women were not directlyalved in the economy to the same
extent they are today. As such, when various pdittke permanent employment were
being developed in organisations, women were urtaliigke part in the process.
Women were therefore basically excluded from théebgobs in the economy from the
beginning. On top of that, the idea of women's suppe role in society (household
management and the nurture of men), became coadidsrtradition even if it strictly
wasn'‘t.

The result of this is that throughout most of tléhXentury, women were
discriminated against by employers and on manyt$torhey didn‘t hire women nearly
as readily, and in many cases even refused toMzineen on grounds that sound absurd
at best, such as if they lived alone or had gratutom university. Women were also
often forced to retire upon marriage and, as thegewmot expected to stay for long
within the organisation, they were rarely givenrtirag as men were. For the most part,
women have been used as a cheaper, more easibsdidp labour for companies
which also acts as a sort of buffer against ecoadinnctuations. It is hardly any wonder
there are so few of them in management positions.

Given all this, it is clear that Japanese womerehaet with intense
discrimination over the 20th century. The situati@s slowly been changing for the
better but remnants of the old way of thinkingl gtérsist in Japanese companies.
Various legislations have been made to aid womémasgt of them have met with
disappointing results, mainly because they lackettons but also because they often
failed to properly address the problem. This isadten that Japan needs to rectify with
stronger laws and support to guarantee equalitlyareconomy. As it stands, Japanese
women are potentially valuable labour that is oerage very well educated but still
remains the country‘s most wasted national resolicee and more women are
becoming tired of being used as cheap, temporagulaon top of having to manage a

household and are entering careers, demandingtéhents be used more effectively. It

8 Brinton (1993:93)



would be in Japan's best interest to embrace tdisable resource to help Japan rebuild

its economy and to be able to compete better imtieenational marketplace.
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