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Abridged translation

Commitment of Chinese Employees and HRM Practices

in Japanese Companies

ABSTRACT

The purpose of this study is to explore
the determinants of the motivation of foreign
employees to work in Japanese companies,
especially Chinese who have graduated from
college or completed graduate schools in Japan.
Based on the HRM literature, the study made
six hypotheses about factors to affect the degree
of commitment of Chinese staff working for
Japanese companies. These hypotheses were
tested with survey data of Chinese workers
who had studied at Japanese universities or
Japanese graduate schools. The results of t-tests
revealed a significant relationship between the
Chinse employees’ commitment to their work
and consensus-oriented decision-making style,
flexible time coordination, in-house training
systems and performance-based payment,
but no significant relationship between their
commitment to work and corporate collectivism,
lifetime employment, and seniority-based wage
systems in Japanese companies.

Keywords : Chinese students, commitment,
motivation, Japanese companies

1. INTRODUCTION

In the face of society’s labor shortage due
to aging and declining birthrates, more and
more Japanese companies begin to rely on
foreign workers. Companies in industries
that are undergoing rapid globalization are

g L oM

increasingly hiring international students who
have graduated from Japanese universities or
graduate schools. They play an important role
in global trading and marketing with their
foreign language skills and strong commitment
to their job. Therefore, how to motivate foreign
employees and maintain their high retention
rate is one of the important issues for the
management of Japanese companies. The
purpose of this article is to find out the factors
that determine the degree of commitment of
Chinese students to work at Japanese companies
and provide HR managers with a way to
enhance the motivation of Chinese employees.
This paper is organized as follows. The next
section presents hypotheses based on previous
studies. Section 3 describes the methodology.
Section 4 presents the data, shows hypothesis
test results, and Section 5 continues discussion
and conclusions.

2. THEORY & HYPOTHESES

2.1 The cultural differences of workplace
environments in Japan and China
Cultural differences can be illustrated by
several aspects, such as communication style
and leadership. This study provides three
hypotheses about cultural differences between
Japanese and Chinese companies based on
previous studies.
Decision-making: Decision-making can be
divided into two types, top-down method
and bottom-up methods (Meyer, 2014;
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Stewart, Manges, & Ward, 2015). The top-

down approach is a decision-making method

in which an executive decision maker or

a supervisor makes the decisions of how

something should be done. The bottom-up

approach is one that works from the front
line—from a large number of people working
together, making a decision together (Stewart,

et al, 2015).

Compared to Chinese firms, Japanese firms
often use bottom-up decision-making method and
emphasize harmony (Chen, 2015). By adopting
such a decision-making method, disagreements
can be resolved in advance, and plans can
be implemented smoothly and promptly. On
the other hand, unlike Japan, most Chinese
companies often use a top-down decision-making
method. Zhou (2007) argues that Japanese tend
to be group-oriented, while Chinese tend to be
individualistic. Japanese companies tend to work
together, so they can get feedback from each
other and improve their plans and behaviors.
In general, Chinese companies set clear goals
and assign work to departments and employees.
It is implicitly understood that Chinese do
not interfere with each other’s work. Thus, in
theory, when managing Chinese employees and
teams, uncertain responsibilities of bottom-up
decision making seem to reduce work incentives.
However, highly skilled personnel inherently
prefer that their opinions and ideas be reflected
in the organization's decision-making process,
independent of the decision-making style of
their native culture. Because the reflection of an
individual's opinion in an organization’s decision-
making leads to the individual's self-fulfillment
in that organization. Therefore, a bottom-up
decision-making style that reflects the opinions
and ideas of an individual in an organization can
motivate the individual to work. Based on this
logic, the following hypothesis is provided:

Hypothesis 1: Chinese employees working in

Japanese companies that use frequently
bottom-up decision-making method have a
stronger commitment than those working
in Japanese companies where top-down
decision-making method is often used.

Scheduling (Time Management) : There is a
big difference between Japan and China in
time adjustment. Meyer (2014) indicates
that Japanese plan carefully and do not
deviate from it, which is well-organized and
appreciated by Japanese society. The way
people adjust time depends on the culture
of human society and its perspective. There
are two types of business culture regarding
behavior patterns over time: polychromic
culture and monochromic culture. To be
polychronic refers to performing the elements
of different tasks simultaneously. People in the
polychronic culture tend to do many things at
the same time and put the focus on the task
at hand rather than the timeframe of the task.
On the other hand, people in the monochronic
culture prefer to focus on one thing at a time
and without distractions or interruptions. In
this culture, sticking to schedules is important
because people give commitments to them
once a plan is made. Therefore, changes of
those plans are taken very seriously and
viewed as an inconvenience.

Japan and Germany belong to the monochromic
type. They try to impress others by being
punctual. This is called self-presentation in social
psychology. On the other hand, China belong
to the polychromic type. Chinese people make
decisions quickly and change plans frequently
and easily (Meyer, 2014). They focus on
flexibility and adaptability rather than sticking
to the plan. In other words, Chinese and
Japanese have different perspectives and ways
of time adjustment. Because Chinese people like
flexible time management, the more flexible the
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time management of the company they work
with, the more motivated Chinese employees
are. In contrast, time management of Japanese
companies is generally linear, and scheduling
is strict. Therefore, Japanese companies are
incompatible with Chinese employees in terms
of time management. Conversely, those who
are working in a company which have more
flexible time management should have higher
commitment. So, the following hypothesis is
derived:

Hypothesis 2: Chinese employees working
in Japanese companies with more flexible
time adjustment for schedules have a
higher commitment than those working in
Japanese companies with more linear time
adjustment for schedules.

Group Culture: During the socialist era of the
1950s and 1970s, Chinese companies operating
quite collectively. After China’s State-owned
Enterprises Reform in 1986, however, Chinese
companies had shifted from the excessive
egalitarianism to the opposite direction.
This management system is also consistent
with the individualistic behavior of Chinese
employees. Zhou (2000) claims that even
individuals with high capabilities can be less
efficient when working together. She points
out that the reason why Chinese people
tend to avoid sharing is that they want to
make achievement by themselves, aiming for
higher income. However, Japanese society
is more collective than China. Yamagishi
(2002) describes that life-time employment
and seniority is strategic complementarity
between employer and employees. Due to
the existence of cross-monitoring and cross-
regulation mechanisms, Japanese employees
act cooperatively in their groups, even at
the expense of their own groups. Chinese

employees who have been influenced
by individualism and performance-based
principles may lose their commitment by
feeling uncomfortable with the collective
culture of Japanese companies. Based on the
above inferences, this study proposes the
following hypothesis:

Hypothesis 3: Chinese employees working
in companies with a strong tendency
toward collectivism have a lower degree
of commitment to the companies than
those who work in companies with a weak
tendency toward collectivism.

2.2. Chinese employees’ evaluation of HRM
Practices in Japanese companies
The second group of factors that could affect

Chinese employees’ willingness to work at
Japanese companies is how to manage human
resources in their workplace. Traditional HRM
practices, such as lifetime employment, seniority
wages, and corporate unions, are well known
as "three sacred treasures" of Japanese style
management. This study examines the impact
of Japanese HRM practices, such as lifetime
employment, seniority pay and in-house training,
on the willingness of Chinese employees to
work.

Lifetime employment system: Moriguchi (2013)
claims that many Japanese companies promise
implicit employment security to encourage
employees to form their own human
resources, given the cooperation of labor and
management. The companies try to keep
their promises unless a serious management
crisis occurs. Japanese companies can achieve
high productivity by promising human capital
investment and employment security to full-
time employees, including both white-collar
and blue-collar workers. This was the driving
force behind the realization of economic
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growth for the middle class by the middle
class during the period of high economic
growth. It was one of the factors that brought
extraordinary achievements to postwar
Japanese society (Moriguchi and Saez, 2006).
Meanwhile, after the collapse of the bubble
economy in the 1990s, the introduction of
a performance-based pay system based on
American management styles cast doubt on the
modern validity of traditional Japanese HRM,
which suggested that lifetime employment and
seniority may start to collapse. However, some
scholars insist that the philosophy underlying
the employment system has not changed
in recent years (Shiraishi, 2012). It can be
concluded that lifetime employment system is
the core of the Japanese-style HRM system.
The core concept of the Japanese lifetime
employment system is reasonable from a long-
term management perspective. Therefore, if
Chinese employees appreciate the rationality
of the lifetime employment system, this
employment system should lead to an increase
in their motivation to work. Based on these
arguments, the following hypothesis is derived:

Hypothesis 4: Chine Chinese employees
working in a company with a lifetime
employment system have a higher
commitment than those working in a
company without this employment system.

Wage payment system: In the traditional
Japanese employment system, wages tend to
be determined by years of employment, not
by status or performance. The reason is that
the employment contract that presupposes
lifetime employment does not specify workers'
position in their jobs. The most frequently
used indicators in determining wages and
promotions for Japanese companies are length
of service and age. Employees are raised

and promoted according to their individual
skills (job performance) under the "with
assessment" regular wage payment system
and build a career inside the company. This
is the so-called seniority system (yearly
wage system) (Hamaguchi, 2009; Moriguchi,
2013). However, the personal and ambiguous
wage system like this is not attractive to the
younger generation in China. Zhou (2007)
points out that they want to be able to fully
demonstrate their abilities, thereby gaining
a good reputation and receiving appropriate
wage. Chinese employees, who have studied
in Japan understand the HRM system and
group culture of Japanese companies and do
not praise the seniority-based wage system,
can be inferred that they may not be willing
to work for a long time in this company.
Thus, the following hypothesis is proposed:

Hypothesis 5: Chinese employees working
in companies with seniority wage
systems have a lower commitment to
the organization than those working in
companies with non-seniority ones.

In-house Training system: Most major Japanese
manufacturing companies regularly recruit
new graduates as full-time employees in
April and provide in-house education and
training to promote their wide-ranging skill
formation through extensive job rotation (On
Job Training). Then, regular employees
are paid for their individual skills (so-called
job performance) under the "evaluated"
regular pay raise system and build a career
within the company. The training system for
Japanese companies is more systematic than
those of Western companies and Chinese
companies. Kano (2014) points out that
the educational training system of Japanese
companies is highly valued by foreign
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workers. Even Chinese employees who have
studied at Japanese universities or graduate
schools are very difficult to speak proper
business Japanese and modify Japanese
documents. In Japanese companies, there
are many cases where bosses correct the
materials prepared by foreign employees to
help them improve their Japanese language
skills. On the other hand, many Chinese
companies offer only minimal in-house
training after hiring. Therefore, in-house
training system of Japanese company is a
great chance for Chinese employees to raise
their ability to work efficiently, which enhance
their motivation to work in the companies.
Based on the above discussion, the following
hypothesis is derived:

Hypothesis 6: Chinese employees who
appreciate the in-house training system
maintain a higher commitment to work in
Japanese companies.

3. METHODOLODY

The framework of the analysis is that Chinese
employees’ motivation to work is influenced
by two factors: cultural environment factors
and how Chinese employees evaluate HRM
practices of Japanese companies. The analytical
model assumes that the cultural compatibility of

Chinese employees to Japanese companies and
the assessment of Japanese companies' methods
of managing human resources determine
the degree of motivation for their work. The
conceptual framework of this research is as
follows:

The value of each variable in the analytical
model were measured in a questionnaire survey.
The target population are Chinese employees
who studied Japanese university or graduate
course and began to work in Japan. A total
of 163 questionnaires were sent out and 160
questionnaires returned were valid, with a
response rate of 94.1%. All questionnaires were
sent by links and collected anonymously.

The questionnaire consists of three parts.
The first part is questions 1-14, which consist of
personal information and questions about your
current job. Most of the questions in this part
constitute control variables. The second part is
questions 15 to 28, which consist of questions
about the working environment and the HRM
system. The question items in this part are
factors influencing the willingness of Chinese
employees to work in the Japanese company
where they work. Scores of the questions
constitute the value of explanatory variables
in the analytical model. Specifically, questions
in this part measure cultural environmental
factors in workplace such as decision making,
scheduling, and evaluation for HRM practices

Explanatory variables Dependent variable
Cultural environmental factors \ Degree of Chinese students'
/' commitment to Japanese
Evaluation for HRM practices companies

7

Control variables

Personal attributes

Fig 1. Research framework
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such as the Japanese employment system and
personnel system. The third part consists of
questions 29 to 36, which is about the degree of
the Chinese foreign employee’s commitment to
Japanese companies. Specifically, the questions
in this part are about the degree of diligence
of Chinese employees working for Japanese
companies and what they value most at work.
Measurements for each variable are provided
in Likert 5-point scale format. T-test was
conducted to examine the causal relationship
between the degree of commitment of Chinese
employees to Japanese companies and the
cultural and environmental factors of the
workplace and the assessment of human
resources management of Japanese companies.

4. RESULTS

4.1 Data

Table 1 shows the distribution of the degree
of Chinese employees’ willingness to work by
nationality of the company which they work
for. Among 160 respondents, 104 currently

work for Japanese companies, accounting for
65% of the total. Currently, while 28 people
work for Chinese companies, accounting for
17.5% of the total, 13 people work in Western
companies, accounting for about 8% of the total.
On the other hand,10 people have started their
own companies. The other 5 respondents are
working at universities or government agencies.

To see if there were differences in the
motivation of Chinese employees to work
among groups of corporate attributes, firstly
checked were the differences in the willingness
of Chinese employees to work for Japanese
companies and that of those who worked other
than Japanese companies. It can be concluded
form Table 2 that the willingness of Chinese
employees to work is not influenced by the
nationality of companies. The scale has a
certain level of convergent validity and there
is no significant difference between Japanese
companies and Non-Japanese companies (t-value
= .1.20 / p-value = 0.12), Japanese companies
and Chinese companies (t-value = -1.01 /
p-value = 0.16) and Japanese companies and

Table 1. Chinese employees' willingness to work by nationality of the company

Company/Answer | Very Disagree Disagree No opinion Agree Very Agree Respondents
Japanese 23(22.1%) 17(16.4%) 30(28.9%) 29(27.9%) 5(4.8%) 104 (65.0%)
European and US 1(7.7%) 6(46.2%) 2(15.4%) 3(23.1%) 1(7.7%) 13 (8.1%)
Chinese 5(17.9%) 5(17.9%) 6(21.4%) 8(28.6%) 4(14.3%) 28 (17.5%)
Own Business 0(0.0%) 0(0.0%) 1(20.0%) 2(40.0%) 2(40.0%) 10 (6.3%)
Others 3(30.0%) 1(10.0%) 2(20.0%) 4(40.0%) 0(0.0%) 5 (3.1%)

Number of respondents to Q33: “Do you want to work hard for the long term in the current company?”

Table 2. Degree of commitment to the company where Chinese employees work

Japanese Non-Japanese Japanese Chinese Japanese European and

companies companies companies companies companies US companies
Mean 2.77 3.02 2.77 3.04 2.77 2.77
Variance 1.48 1.69 1.48 1.81 1.48 1.36
Observed frequency 104 56 104 28 104 13
Degree of freedom 158 130 115
t-value -1.02 -1.01 0.00
P-value 0.12 0.16 0.20
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European and US companies (t-value = 0.00 /
p- value = 0.20).

Secondly, it was confirmed that the
willingness of Chinese employees to work was
not affected by gender. There were 54 male
and 106 female respondents. Their willingness
to work is slightly different (male:2.93/
female:2.82), but there is no significant
difference between gender (t-value = 0.50 /
p-value = 0.31). Thirdly, it was confirmed
that the willingness of Chinese employees to
work was not affected by their educational
background. Of the 160 Chinese employees,
91 Chinese employees completed the master’s
program, 45 others completed the university,
and only two received doctoral degrees. The
difference in the degree of working motivations
was examined between 45 graduates and 91
postgraduates to their companies. The average
of their commitment to work were at 2.82 and
2.77 respectively, but there was no significant
difference on statistical analysis (t-value = 023
/ p-value = 0.82). Based on the analyses above,
control variables such as the nationality of the
company, the gender of Chinese employees,
and educational background did not affect
the motivation of Chinese employees to work
(commitment to the company).

4.2. Results of Tests for Hypotheses
4.2.1 Cultural differences in work environments
Results of the tests for effects of cultural

differences in work environment on Chinese

employees’ commitment to work are as follows:

Decision-making: In order to check the
appropriateness of the hypothesis 1,
respondents are divided into two groups:
people who work for Japanese companies
that take bottom-up decision-making method,
and those do not. It can be concluded that
there is a significant difference at five percent
significant level between these two groups
(t-value = 1.75/ p-value = 0.04), indicating
that who are working in a company taking
more bottom-up decision-making style have a
higher degree of commitment. Therefore, the
hypothesis 1 is supported.

Time management(Scheduling) : In comparison
of the degree of commitment of Chinese
employees working in a company with
different time management, respondents
are divided into two groups: people who
work in a company with flexible time
management style and people who work in a
company with linear time management style.
There is a significant difference between
these two groups (t-value = 3.48/ p-value
= 0.04), indicating that those who are
working in a company taking more flexible
time management have higher degree of
commitment. Therefore, the hypothesis 2 is
supported.

Group Culture: In comparison of the degree
of commitment of Chinese employees

Table 3. Results of the t-test for Hypothesis 1.2.3.

Decision-making style Schedule management Group culture
Bottom-u Ton-down flexible time linear time Collectivism | Non-collectivism

P P management management culture culture

Mean 2.98 2.57 3.12 2.33 2.48 2.98

Variance 1.42 1.48 1.34 1.34 1.51 1.37

Observed frequency 51 53 58 46 44 60
t-value 1.75 3.48 2.13
p-value 0.04 0.00 0.02
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working in a company with different group
culture, respondents are divided into two
groups: people who work in a company in
the collectivism culture and people who
work in a company that are not. There is
a significant difference between these two
groups (t-value = 2.13/ p-value = 0.02),
indicating that who are working in a company
with collectivism group culture have lower
degree of commitment. So, the hypothesis 3 is
supported.

4.2.2 The evaluation of HRM in Japan companies

Results of the tests for effects of the
evaluation of HRM practices in Japanese
companies on Chinese employees’ commitment
to work are as follows:

Recruit system: To verify hypothesis 4,
respondents were divided into two groups:
people who are supportive of the life-time
employment and those who are not. There
is no significant difference between these
two groups (t-value = 083/ p-value = 0.20),
indicating that the life-time employment
practice does not seem to have any effect
on Chinese employees motivation to work.
Therefore, hypothesis 4 is not supported.

Wage payment system: To verify hypothesis 5,
respondents were divided into two groups:
people who are supportive of seniority system
and those who are not. Their commitment
for the companies they work were also been

valued. There is a significant difference
between these two groups (t-value = -2.41/
p-value = 0.01), indicating that those who are
working in a company with Seniority system
have lower degree of commitment. Therefore,
hypothesis 5 is supported.

In-house Training system: In order to verify
hypothesis 6, respondents were divided into
two groups: people who are supportive of In-
house Training system and those who are not.
Their commitment for the companies where
they work were also been valued. There
is no significant difference between these
two groups (t-value=0.83/ p-value=0.20),
indicating that there is no difference of
commitment for working in different training
system. Therefore, hypothesis 6 is not
supported.

5. DISCUSSION & CONCLUSION

Testing the hypotheses revealed that the
degree of commitment of Chinese employees
working for Japanese companies was
significantly related to decision-making methods,
time management methods, group culture, and
wage payment systems. Whereas the lifetime
employment system and the in-house training
system do not have significant impact on
Chinese employees’ commitment.

The reasons why those four hypotheses
were validated can be interpreted similarly.

Table 4. Results of the t-test for Hypothesis 4.5.6.

Recruitment system Wage payment system Training system
i < IV
e (st o Ut o | Nomsenionty | SRS etienouse
employment system Training system
Mean 2.85 2.64 2.55 3.13 2.83 2.58
Variance 1.57 1.34 1.39 1.45 1.44 1.64
Observed frequency 65 39 64 40 80 24
t-value 0.83 -2.41 0.85
p-value 0.20 0.01 0.20
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Even Chinese employees who studied abroad
in Japan can find it difficult to adapt to a
foreign workplace culture that is fundamentally
different from their own. The validity of the
Hypothesis 2 suggests that Chinese employees
work hard to achieve higher performance in the
companies which have a decision-making style
like their own culturally rooted one. Similarly,
based on the validity of Hypothesis 3, it can
be said that Chinese employees are working
diligently and are satisfied with their time
management practices.

Furthermore, the validity of Hypothesis
5 suggests that Chinese employees work
harder, not on seniority-based wages, but on
individualistic wages compatible with their
business culture.

Although the validity of Hypothesis 1 may
seem to suggest that Chinese employees work
harder in companies with the Japanese decision-
making style, it implies that they prefer a
decision-making style that reflects individualism
of their business culture. Bottom-up decision-
making methods, even if incompatible with
the Chinese workplace culture, have a driver
that increases their motivation to work in
terms of individualistic self-realization in
their workplace. As the result of test for this
hypothesis shows, Chinese employees working
in Japanese companies with a consensus-
oriented decision-making style have a higher
degree of commitment. According to Hofstede's
analysis of Power Distance, China is classified
as a country with a high tolerance for power
inequality, where various decisions are made
by superiors and subordinates should not
speak beyond their rank. In contrast, Japan is
classified as a country with a small tolerance
for power inequality. Therefore, the decision-
making methods of Chinese and Japanese
companies are almost different from each other
and Chinese employees may feel uncomfortable

with the Japanese decision-making style of
bottom-up. However, Chinese employees who
have received higher education in Japan see the
reflection of their thoughts and ideas in their
work as valuable as self-fulfillment. Therefore,
it is natural that highly skilled Chinese
employees in the company with the bottom-
up decision-making method tend to have a high
commitment of their work.

Hypotheses 4 and 6, on the other hand, could
not be confirmed statistically because most
Chinese employees valued these two practices.
While 62.5% of respondent does not support
lifetime employment system, approximately 77
% of them support the in-house training system.
In other words, in the t-test for testing the
significant difference between the mean values
of the two groups, it is difficult to verify the
significant difference if the number of samples
in each group is different.

This study contributed to identify workplace
cultures and HRM practices that affect the
degree of commitment of Chinese employees
working in Japanese companies. However, there
are still some limitations. This study is based
primarily on Japanese traditional culture and
HRM practices, but today these factors may be
changing in a global environment. Data collection
of this research is self-answer questionnaires,
measured by one’s own consciousness. Although
this is a widely used technique in the field of
organizational behavior, the issue of subjectivity
remains. Besides, this research was targeted
on 160 respondents, who are mostly studies in
Kansai Area and graduated from universities
with bachelors or master’s degree. The samples
were mostly answered by people in their 20s
or 30s. This can affect the results, especially
with respect to the evaluation of the recruiting
system. These limitations should be addressed
in future research, and how to enhance the
commitment of Chinese employees in Japanese
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companies is still a challenging research theme.

KEY REFERENCES

Almoamen Abdalla (2018), The gap between Japan
and the world's sense of time: strict adherence to
start and end is loose, available at https://www.
nippon.com/ja/column/g00584/, accessed by
09/03/2020.

Annual Report on the Development of Chinese
Studying Abroad 2017.
http://en.ccg.org.cn/annual-report-on-the-
development-of-chinese-studying-abroad-2017/,
accessed by 09/03/2020.

Chinese Overseas Elites Career Development Report
(2016), http://www.guccu.org/content/pdf/Career
Developme.pdf accessed by 09/03/2020

Chen, chen (2015), A Study on Cross-cultural
Management of Japanese Companies in China:
Focusing on Cross-Cultural Communication, Toyo
University Academic Repository, Vol. 52, pp. 35-53.

Hamaguchi, Keiichiro (2009), New Working Society:
Rebuilding the Employment System, Iwanami
Shinsho.

Hofstede, G. (1980), Culture’s consequences. Beverly
Hills, CA: Sage.

Kano, Fumiko (2014), Utilization of advanced foreign
human resources expected in globalization, FRI
consulting Forefront, Vol6, pp.68-43.

Meyer, Erin (2014), The Culture Map: Breaking
Through the Invisible Boundaries of Global Business
(English Edition), Public Affairs.

Ministry of Justice (2018), International students
finding employment at Japanese companies in 2017.

http://www.moj.go.jp/content/001271107.pdf, accessed
by 09/03/2020.

Moriguchi, Chiaki (2013), Japanese-style Human
Resources Management Model and High Growth,
Japan Labor Studies No.634.

Moriguchi, Chiaki and Emmanuel Saez (2006), The
Evolution of Income Concentration in Japan, 1886-
2002: Evidence from Income Tax Statistics, NBER
Working Paper No. 12558, Issued in October 2006
https://www.nber.org/papers/w12558, accessed by
09/03/2020.

Moriya, Takashi (2012), A Study on Recruiting Foreign
Students of Japanese Companies, Japanese Journal
of Labor Studies, Vol. 54, No. 6, pp. 29-36.

Reischauer, E.O. (1988), The Japanese today: Change

and continuity. Cambridge, MA: Harvard University
Press.

Stewart, Greg L. PhD; Manges, Kirstin A. RN; Ward,
and Marcia M. PhD (2015), Empowering Sustained
Patient Safety: The Benefits of Combining Top-down
and Bottom-up Approaches, Journal of Nursing Care
Quality: July/September 2015 — Volume 30 —Issue 3
— pp. 240-246.

Shiraishi, Hisashi (2012), Can the Japanese
Employment System Respond to the Increase in
Foreigners? Exploring the Employment System
in 2020 in Cases of Advanced Companies, Works
Review, Vol. 7, pp. 50-63.

Yamagishi, Toshio (2002), Emotional Japanese: The
Illusion of Collectivism, Nihon Keizai Shimbun, pp.
83-101.

Wang, Yishu (2009), The impact of career identity
on career development - A Cross-Cultural
Comparison among Chinese and Dutch Teacher.
http://essay.utwente.nl/60545/1/MSc_Wang%2C_
Y.pdf, accessed by 09/03/2020

Zhou Baoling (2000), Cross-Cultural Communication
of Japanese Companies in China, Ritsumeikan
Business Administration, Vol. 39, No. 1.

Zhou Baoling (2007), Japanese Companies Success
in China: Challenges Faced by Cross-Cultural
Management, Koyo Shobo.

— 42 — Commitment of Chinese Employees and HRM Practices in Japanese Companies



