a4 ) N—> 3 - VAT LIIBT B

HRED LR IR & L TOEHE O HERE
—— Y B BRI & B A ——

&~

i

g s &

I. IU®IC

EEDNETE, HEIZBT 24 /) XN=yarBRIZBET 2#H0
HT, 2922 —0ENEHSN TS, TIN5 OBEHHIE X
WEEEICLD HN7 7 AR —RIREE) ©, BEEEEILS
MBEEEY7 7 AR —GTH ] ICERLEN T b, EROHEIZBT BH
WECGRE, SEAGHEBEHECE SN THE—METDRE] ®
IZMAEAEE LR 220 —H  It#EDLNTE, ZRITHL
T, V9 AR—0OFEEHNE T 5H0KIE, Hi3EEOHTHEE
TEHT2HDTERL, FLEBOAY Y FOAZERTLZIBHDT
HRVH L WHIBBOEANOEG#E2ERL T b b0 L HRTE 5,
LML, BIELTVWE 75 AZ—0D% <%, BERIICERENZHDT
375 <, EEOBATREOWBIOHRNSEENbDTHDL, i, 7
FAR—EIRFN HERERMOBERF, EEILIIREZ>TVEEEZDS
N3, Lich»>T, 27 ARX—DEREBORIICHEET 2 720120%, 7
REDERER ZFEE T B L TH K BELH 5, A, DLEo
O RMEERN S EBOENERZHLMITEIE2HREL TH
%o



B Lk W %

JEREMIR D A RICEML ZEMERED T —2CHEOVT, 7
ZOHIRIZ B BREEEERD, VI AR-OMEHEETENEINET
AMUT. —BINIZS A, FEEY T AR—LIF, HINSEEERE X
B30, HEOEEIIET 2EENRMPIZEREL T 2END TIEZR
, ZTOFEEETLELEY T4 F 2 —ICBET HESEE REEND
LFHISICERE L COBREEEHRL TS (Porter 1998, [lIE 2002).
JEBEI 2 S R RN A S N S MME, BE, B, BRSOV TE,
INSDEZICEET Y 774 V—LEFNLT L b HUIAIZEREL C
BET, LIhoT, INSDEEEHLELILI TAR—DNEREINT
VWBHEEFEARL, LML, ZHUIZHEDET, ThEOEEIIRT LR
RN ZF OARMHRE R iy B L X 95 & Lawnol, My coSiEME
ROWESNTEHY, FLHBIZEEL o h¥E U TOMSIIRHE 2T
INTVENSETH D, LTcH - T, 5EOHMIBBER D RERIZY 2 > T,
EFHEIRIC K > THIE TE 2 EEEMIEN Y T, BEHEVOIRAZIS
ROFEEZSET HIUNEND S,

OI. 95R5—-¢&&

BT OB FZHEMBEE TS DN IAM Y 7 AR — &%, THigizs v
THEOMERET —< R T YL EET L AMIMFHBESE 2 &
U, NN S REFEHSE L TR SN 2 RINTETH S AT L1 SN,
FEXED T AR —LX, TR¥EZONIIFFREEE & AR e O o
FomA, XA REEE REOMCRERTOEEA KNS N, A
JN—Y 3y EHTEREE - ORI AEHANAEL 5 AT L) LER
ENTVS CFRE 14 Fhi TREZEETEED .

REUBNVIASGNLEBHOOD, INLDBERIEX, BEEY—ILEL TOK
EONNHFRMEE R E Uil 4 /R—=2ay - VAT LELTI T A



I A/ N—=2 3y - Y AT LITHBT BAABEBE D EREE R (EIF)

R—HPATOLETEILEL T, LML, KKD Y T AR &I,
FORM BN & 3z, EEIHMOBEREZLRT 2HMN THEASNLS
DTHb. TOMBIPL—VIF, ZILTIL Y K- 3=y THNET
HrI. I—T¥)L (1890) &, FEEDRHHLERE, & 24FEMINIZHS
WTKUE, T SIERS E ORI R R FE R O B D FTE L
NS OEREFHW, BOAK, FFENLEREOMEFERMEZ 5L
WX THEUBEFHAL .. LT, FEEMREREIZERTLREHEL
T, OFBREREFTE TS O, QOHHHBAM OBAOESME, OFRIS
HEOMEB LOFEMOEREZET T b, = v)LLARE, B0 ket
SNTE Ao rE R ERGR O EB L2 N T5 A7, L, 577, K
REE, BAL V> I EEER O B AR REFEIZH D, T —/N—
(1909) 1%, ERMOMEELEES LUBGEEOETEL, BHOR/NME
NEBERET DLV IFAERL . TETE, ZIV—r3> (1991)
W, BEOREEERNERET 26D A, IWHEERY, mXd F
BO 3 OOBERNOHEAERIZEEL, J7# & BFEIHPRRIZER 5 2
A= ALEFAL TH 5,

COUREEERRIIBOT, PIOTIZIAR—LVHIWMEEEAL
EERFIONNM 7L —L T =0 L TEED EFLONKR-—R2—-Th5
(1990), K—2—%, 75 AR%—% [HEHEEDHEHIZEL, HEIZH
U RO BN S A Z BN T U 72 5EF) L ERL, ENHEEE
MisahE= R bE2HEKNE, MRLIOLIBRXAYEY PO 7L — L4
J—7&HWTHEL TS, ZO7L—LT=21%, RARFEEA 7
7 (EHRFEM, AreaHTiREECTS 0 d 2 HEEEZDFE (M
HPESE I IRPESE), M CELRKEED B L WHITTEE OFE (FEED),
Bt e EE T & 5 2T BEM TOBMU Vs (BB S X O
B L) 4 DOOHERE, FNSOMEERPB - T %,

3



B Lk W %

PE S SV OF: IS

GfaE 301
BLY
AR
B
RAEIR) FERH

S \
\\\\\\ Bl //////
SIEELE

i - K= — (1990)

R R—IZX o THASNIZ Y I AR —WaOERIT, OMBIZET
RHERNT A > 7 T U WAEERZERAL TV 54, OfEOERICHE
HU TEERRICNL T, K%, WA, 78GR SEDS A
MBEUfEL T aH, OFFENASHELNE Ay LT, BHOK
IMEZEBRFH L TEERMMIITIL T, 4 /R—Ya v OE#REEMHL T
W5, OEBMANICBI2HEFORREWMEIIL TV EEICHD BH
2003) .

M1z B 1F 2 EERERD, 7 I AR —OWMEIEET 5N EHGEET 5
OBEEL T, Y774 F - ICH#T LRES & LIREE O LRI
bEXD, EHNICET 2 FERB OB LiFAOREIZOEH T 508N
H5.



I A/ N—=2 3y - Y AT LITHBT BAABEBE D EREE R (EIF)

m. F/HEICDWNT

1. BENR - JLREtIE

RIFFRI BT ZFENRIE, B, AN, @HOZEDS 72 5 bR
K$ﬁ%&%%<£m%f%éojﬂﬁ@ﬁi%@%ﬁ%%@ﬁ%t@~
RIS, EEBERALBROBIZEE LT, KNTETEEN,.
NEBEPIEIE LS VD o L aPRe, ML SEIFRNTEMRTEEL
THEL oREN2HITH 5, FINRTE, LARRICIThN o EEREL
FERBFIZL C, HERETERBINLEAL BERKPLLMREIIC
Lo THARMHEE O TEEREEML T& /. K, TV ITy B
OE&EHEFHOHERZE, EEY T Ty 7V A2 HD TS, %1z,
A EDE R CIIEEELEE D S D AT DN 5 THER — B TR
VLER, 18 HACHTR I 31T % A1 - f@H O d FH 0P & (HAEHEY)
EFEE, ZEONT7T~8EIZDITZ o7z, HEDMMETZEIZ, Ffor o7
har s EDERHEE RICAEEL THY, —REMELEO TS, #]
HTROBBIMBTRECOEEEL O L, MO L o il
W XU o, BRI TIEMM 2 E SO TENRBEL TV 5 (E
Rt 20000 V.

B 5 0IEARIRE O > o KRESTHTE NI B S HEEO REWERT 5
W1, 2002 R O AbREMIE O B0 S ARTRELE, ME TEEDRE L 9.0%, &
BTN 53%, WMITHEMN22%, EENTEHN51% &@ﬁ%&ﬂfb
%P, MM TR0 2EY « 7 MRV X I IZAZ B, Mgz
ERlO#EGH AT T —OHGY 27 CREE 11z éi%#ﬁ§<iﬂ
LT3,

5



Ok oW &

2. JeREMMSICO S R — (IR TS DN

JbEE=RIC AR B < 8GR 768 tha R & L T, 200349 HIiz
BOXEEIC X VM ERELSEML 2, GRS 330 # (FEER
43.0%) THhol. Y TNV DOEXLAERLILIZNE 2 DEY TH 5.

M#E2 Y7 OEERERL

¥iE EEH  RE4H BERE (%)

RREEE 21 64 32.8
T 59 115 51.3
Kt - 8- NIV TE 22 50 440
bR - ENRIRIESE % 19 37 51.4
(@ 23 50 46.0

ObEEREEE 14 32 43.8)
% - EHLFEE 6 23 26.1
SEMRAEE 32 77 41.6
M T 87 199 43.7
ZTOfDEESE 61 153 39.9

BHEZE 330 768 43.0

HZEREDS B, ENFEEIHENBMETLETH L EEEL MBI
174%, BTN 9.9%, IR TN 255%, EERTHEN47%ThH-
Too BEAX T, TNHDEEEFLELLT TAR—PERSN TS
MEMETT 5.

9, BEIBERICH 2 REOBB X%, JtkEtE, EROZofh
DM, I E WD XD ITFERRIZEEL TH 5 27 F =22 H0 T,
BWEDEZEZHLELIY T IAF 2 - ICBE# T B ERHRE LBEENY
FHIHIZERL T0W A EFND, £/, BERENEZITVIDON &
EHANZEBEL TH 5 27— 2D 56, BadEAMIRNIC & DR ER
LTW2D0EAH TN BMEIEFEEFEEEENILEBEIC L 5EH &
E, ME3DEY TH 5,



I A/ N—=2 3y - Y AT LITHBT BAABEBE D EREE R (EIF)

B3 AbpEHIS N O HUG | 5 - 5 Al 20 o ob 2 E 5
(AT : %)
SEY¥ WHETY SETY BWMTE EER
AL - BBROMBASL 4591 3272 4840 5429 3573

TS DAL 37.35 47.31 47.37 49.10 15.05
BR5E5k 23.61 29.82 22.72 18.19 13.28
et 6.17 33.54 12.81 4.75 19.05

X MEFSE

(1) figzes

JEREL - SR OBEAIZ OV T, EFEEEHKL T, B TEOER
EhNE L, TEEMEOBALIZ OV T, WETE SETEBIUK
MTEODEBENE N ENDNS., LAL, FEME - HRolALe T
VERED S O B A JE DT 7T O SR DA I B 0 O Z I T 37200 Th
0, ZOMOEEIZOVTET 7 T4 v —AHUIRNIZERL T 5 &id—
BEHZE A 720,

2) B&

IRFEIZ DV T, REZOEICENTHETEOHETCCEHVLY, &
&, B, EESOMEITEEEOMEE NE-> TH Y, FHCIRGEL T HE A
IZERBL TWEERVWARNWI ENDY S,

S5, MERA4FHE - 3 A MIET R ERKEDO S OEEOMNTEL R
LicbDTHhY, ZIhs, FRKEDROVBEFEILEERIRAN TR L,
EANDZDMOHIGIZE KTFEL TOB I ENbNb, EHEHTEIZOD
T, JEEEHISRNIC BT 5 T4 Ry T A v T a—F—DEEN 6.7% &,
EVDFENEZRL TWb, LT, BERKHEDRE L OEE IR
ERHL TRV EVA D,

7



B Lk W %

X34 FRKENGOEEFE OFTE

(B4 : %)
SEX BHIX 2BTX BRIE EER
JEREHhig 32.1 19.2 37.5 29.5 6.7
ERNZDfth 65.3 76.9 62.5 66.7 86.7
B/ 2.6 3.8 0 3.8 6.7
&t 100.0  100.0 100.0 100.0  100.0

(3) HE Mt

M#E2 X0, BHAREIEHELZLLND EHMETSE EENTE R
TEERIADND, INEOMRIE, FA—R(EOortE0EHEORS
ERBIL T, —77, MO0 TE, Bkttt dtpebiEc 5o
LEGNEEELTE > TS, ZNUE, HWHTHRCIEINEEEIS
B TEENEDNEA T B M, EESIFEIMHOIDIZRA—DOEELL T
MFSNTVBIEIZEREL TV, A—FEZIIHBESNTO TS, &Y
NT T =DNERLLZEEMIEFEEL TV EEVIE#I TV EVnI L
Thb, EE, BULONHWEMEREEEMT 2ATOBRB TIfio7c 1 &
Ca—#flBEIIBOT, KO ENHESMIE> TS, T, &HIH
MM A B BEZIZL T3 /D, BR8N AT Y —NEZ 50
T, MBI E I L TO T HAEICREREEIZABL T
W2l I T ETH 5,

M#E 3 BLURELDERNE, Y7714V —, BEE #HELEOZN
TNIZDOVT, EEMBFEINIEXIH >, LAL, TNETXTOD
B TRERIIFAEE T, JLREE S IR T A, IR, B
W, BEEEEEZ VI7AX-0FREEDL > TRV EVA DL, ZOFER
i, Y794 F - ICBET LEENEEL TWAZEIZL5 AUy b
ERFERIEZTETLRVIEEERL TV 5,

LU, ZHUZH DS T, AR % JLREth I FE iR 3 % 5l 7



I A/ N—=2 3y - Y AT LITHBT BAABEBE D EREE R (EIF)

HEMEVHIEBIINL T, EHEADH S EMEL BT RIED 0.9% T,
& AEDEENILEME I IEE2EMERL TS, T T, bhvbh
FOE D, ENEEICIEZ BB OV T EITS 72,

3. R ICEREN A BEEZBELEVON

EFEN TN F TAMMERE 2 JLE-EIMN B L TR W2 FEEL T
bOOIMREERENNIRL LODKNES THEH., ZORMIE, 4T
HHZERT L0 LT THEL TH 5 o7,

M#£ 5 AthihEz LR IO L L 72 0 B
2 BHIE 2BIE BRLIE BEE

N TDISURERILTLNSHD 306 10.9 313 28.6 21.4
HINICERETEORIBEENH DN D 29.1 32.7 344 27.3 28.6
I DBEEEDRICREISNEEERIAHINS 413 255 50.0 442 21.4
ARGERAEONDA L T+—TILEIERENAHDIMD 53 18 6.3 6.5 28.6
HUF D KFEAO NI ED F YT —IDESTNS NS 6.3 18 0.0 1.7 214
HUBICRE LR R EVSHSRETFHEZZ T TLEH D 39.7 36.4 43.8 35.1 71.4
BHELGLAMEERTESND 9.1 10.9 15.6 1.7 7.1
SN TORERAZHRFT 570 36.9 38.2 313 403 50.0
BHIARMULORBEARADELNS 47.8 52.7 28.1 59.7 57.1
Z DAt ( ) 8.1 5.5 0.0 5.2 143
N 320 55 32 77 14

SRITEEROT, EER2RBIUKEET BH A MNALORED
FiADIRW] EWHEEA, Bz r7EhTnslehbhsd, L
U, CHUZIEMI R Th 57, ARHEHEEE Blin U 72 O RN 72 FE
WWHEHTREND 5, EERETRIZENMEZRL TV 5 OIEIEIZ, M
HWOB&EE OIS NI EBEBERND %), HIIZRS L ke
IHEEEHIiE Z T T 5], THIN TOREMEMRIT5720) Thb, =
OfFrE, EFREOROFEZCOMNPMLEL THEEVAS, 51T,
WHET 2, SR T% BERHTFECBO UL HEAICERTE 3G
EFENHDH DT FTHEL o> TO 5,

AHREE PR L e WBH & U CEM o 72 THUsNIZ(EHE T & B fibih2E



10

10

B Lk W %

ENH 5] & MHOEE L OMICHELSNIERBRIH 5 X, ¥7
TAF =BT BRI ERBERMEES N TV S 2 & 2FIRL
TWd, S5, MRS U E VI HEFHT £ 2 T3 &M
WANTOREHZMRFT 5720) &, HEIZEEL TWEEEA5N%. D
0, HBIZIREL T3 &0 IFHli 221 T 2R3, L Tt
WIZ BT 5 HEHNEEORTICHVERER > TH 0, Hil A THEAN TR
HzE#Rd 2 LICHBEBAITH %, iz, HIHNTOREMZHMERL L
ETHRFEOFEEREF, HIBITRISL T30 Iz —fE@EESE5
LIZDEN B, Mt EE OFEESBEERD, ToBRRIINT 2 HE
HEHZBT.56TDTH %,

Hutsi N T O e & OEHBRPHEICEE L B E L TothaEz
FHE AW o AL EN D &, RENZTOMIITESELKRT LD ET BT
EUTIFHL, EREME LTS ELHERIIBELEFA 5.

V. #Z& %4 : (58

PTI4F - OB THERESNLEBEBKRICIONT, fHEEL0
MIZHESE SN E T TNy 27— KU — (backward linkage) O
B, BELOMIEBEINIEEHIE (747 - KNV =Y (forward
linkage) D{EH] W%, EB5OEEMEBOERE L TX05E<E
HT 500, FERIZE > TRAZD, PIARL, WECEERERXTE, 74
T—=R) v r—VOREEEHIEVEHINTEST, Ny IT—FD»
T=VDEENIVEREE > TV, —F, SECHMIZETE, Ny
JT—=R) T —=VDEEN LI 74T - R =Y OEEIERSN
TW2, ZOXH7%%ay M7 AMMTREL 502D NT, MfETEE
B T 25 & > TEEL TH b,

MAE T2 & NS RROHE, Mo A - —1F, WM TRICEEN



I A/ N—=2 3y - Y AT LITHBT BAABEBE D EREE R (EIF)

B iBAER I A — A — 5 TR E A BAL T, mMFXL—Y—&
YT IAY—DBERIZH . fifEA—H— 12 & > THIMEEM X — 7 — 1%
Ny 7T —=RY T =Y OMETH Y, BRI A — 5 —12 & o Tk
A—A—FT7+T—RIT—YOHEFTHS, MEOMTEEIENS T
TEHMIE, DED XD BFEEROMTH D, Tabb, TIEHMIIZ R
RBEERMIC L > TR ENTH Y, 2—F =2 OEIMNN 4% E % Hfg
THIIEEICEMNZM#ELEE T 5, 2o, TIEEMIE, EBcE
FETRRICEAL THABRFNEEENEPLLOVBFORS DALY, §<
IR RMEE PGS 2 2 &N TERYD, S 602, TR FERD
E<, BETHHID, HEIIHOVBADMTONEHDTIERL, ZOX
INZEEIZEMPT, EFICRBRL THZORLUELNT ITIEFHI L
HONEEEF > T A, =T 74> 7008 T {FfEM (credence
goods) ] EMEEN T3 (Darby and Karni 1973). 0 & ) aME &£
MOEGNZIE, MORMEDFEFECEH R ENREISEET L, Lich-
T EHEME L TOME R OO Y 7714 v -t > T, 747 —
RO =V DEENERSNEIDTH b, i, MR A —71—13,
HoIZE>TOY T T4 v — LHEIT M 2 EERMICFHETZ 20
T, Nw 2= R T =228 5EHEOEEE IR <725,
—J7, RO L -V —Th MM A—H—icL > TE, BEMOY T
FTAV—IINTBEE TR2DENY I NI r—UDEENEEE
5%, o, 156 NWHET L HRAEHEM I, HMBFNZEOEIC 7205
MHR SN THE Y, TOREEHEICHE O TREMICTHES NS5 0
T, 77— RNV r—YOEEOEEEL, EEER S U IR
BELZHDTH 5,

PAEDDHERIE, HLHIBMOEEIZIE ST, Y774 F 2 — 2B
TLHEIHFOL KA ZOHIBANIZEEL Thaed, RonHFE
OB CTEELIG| 2D S HEFEHEGRMEREIN THIUE, TOEZEIIBT

11

11



12

12

B Lk W %

HERERMNLET D EETBL T b, EHEMICHEESNIEHEF
PRSI EE U fo 2 e U CORMEHE A, A EEDEEE L
TV EWHRERIE, ERMBRS L U3 & it & & OMEEERITN
TLEELSMAMAEZERMIEL TV 2, EENTOEIER, HGHEFTOHIFIIG
ABNKEHL, o —BE L ToaEEEZRTIEICL-
T, HEKOEDIOERE LMK, ThbbtaBEARAEZERHL
TW2EVADZTHS I, TORBERTON, FEHEVIRASTHHT
HbH, FRIT—H—-FIZIERL A B0—77, BlIAFEEIERSTERNS
THzE ENEEGIHBET RO ODTH L. TDD, ERMNITORE
X, HEIZH#AT 57T, HiltEo—8E U TEERCHEmEEZ R -
TIEET ZMEDND %,

V. 8bUIC

AWFFETIE, FEEEBOEREREZHS MIT 5012, 3 IcHE
BV TEEICERDNALN MM &8, B, BEEREZCIOVT,
I AR —DOWMENHERN THENE I DNDOMEEITo7. TORER, T
NoOEEIIEET Y 7514 ¥ —P@EE, mahid, 470 A
WERBL THELT, VIAX—DPEHINTLREEFARVI LMD
Mmotee UL, ZHUZH DL T, KB EEIF IR AL
HREZ BoEn 3 251l &2 B o TR, T, EEhbpEatinic 1k %
HIZDOWTOAMEITo7z. AMOFERNS, EHMAKOY 774 F 2 —
ZBD B BEB OEEB RO ES L B O O SR A
WoltAELEN S &, BEMIBIZESELRT XS & T5 &L TEH
THIENELMNIIL oz, LIch > T, SEDOHMIBBERDERIZM- -
TIE, BFEEICL > THIETE 2EEEB TIHIEETERVWRA S 51L
ZMBERICBERT A LEN D B,



I A/ N—=2 3y - Y AT LITHBT BAABEBE D EREE R (EIF)

R=R—zXhE, ZZHEFEOMIZ, 1 /R=yarEHRMZH S

TEIBIFTARZR—DEREEHWEL T, ZAVES R - EFTINEHERT
% 4 DQEREFHAL T, MIEEELEZM-> TH 5 E, i, #HhgsH
ZHESND X IR TETWS (Porter, 2002), F7z, HEDT T A
A—IZBTHMFCNEN S, BUFPMRE, KB, SRERIKCH
e oEHO 7L — v - I R#H 2R T lidb e X0, B%
DA ST T4 THAARTH 2 EDNHS ML >TETNS (Porter
and Emmons 2003), O AICBEEL T, KX THEAL T — X, #
HEEOERE LTI Ml KELAMEEE DRy N7 — 7 h# 5T
W3] ZEOEEEN, EEILIIRESCELS>TVWLIEERL TS
(HED, ZOLIBEENECHERZHS NMIZT B2, g
CHET 5 REP MK & B2 SR OBEIZ DOV THIT %4
ENH b, ZHNIISHEOIFEE L0,

F7o, KT, EHOERBEREZEE &ML 7h, airicH
WRESEN P o 12720, FEEMOBRII OV TORERIZ, LIZLIE
EVERZSRRICIEZ o720 581X, KO VEEDEE R WO ET
I EITX 0T, HilEA /R=y a iz BT BFEEMOMERREES A
T3 b EEL S, T &IF, Florida (1995) *° Asheim (1996)
DV HEEEH OHHAEZET 52 &I DENETH S I,

GED

O ZzoEHhrEILE, ANE BHEOYz 794 PSR, &V 7
A4 SO URLIEXRDEY ThH b,
BINRD ™Y = 741 b : http://www.pref.toyama.jp/
AINEDD = 744 I : http://www.pref.ishikawa.jp/
BHEDOY = 794 b : httpy//www.pref.fukui.jp/

(@) JepEithig o> TR HEEIE, RIFERE S L UEINR, AR, #HEOY «

13

13



14

14

Ok oW &

THA M LEENEHL 2. TEHRFIIOWTSHLLEY =74 b
FROEO TH 5.

RHEEEZDY = 7Y 4 b 1 http://www.meti.go.jp/statistics/data/h2i0000j.
html

EHINED Y = 7494 b : http://www.pref.toyama.jp/sections/1015/

F)INED Y = 7% A4 b : http://toukei.pref.ishikawa.jp/annual/shoukou/
mnfc_hl4/mnfc_hl4.htm

BHED Y = 794 b http/toukei.pref.fukui.jp/nenpo/14kkougyo/

EEPUN

AEHET - BHEA -ATHE - &H—8 - (L (2003), THADESHEY 7 AR —
BRI ——HI I 350 B B BN O ENT) R

&H—1 (2003), 17 T A% — BEmOMET & EHR—REZ0oHEA, 51, TH
KORERED 5 AR —Elg—HIgI B 5 BREM O GEE

BB - WIARTAEE - UM - REREY - AT (2000), THE)ITROE
s =g 170 (L)1 H R

IIEFE (2002), T2 5 AR —#kHg) A 4REE

Asheim, B. T. (1996)" Industrial districts as ‘learning regions’ : a condition for
prosperity,” European Planning Studies 4 (4), pp.379-400.

Florida, R.(1995) “Towards the learning region,” Futures 27 (5), pp.527-536.

Darby, M. and E. Karni, (1973), “Free Competition and the Optimal Amount of
Fraud”, Journal of Law and Economics 16: pp67-88.

Krugman, P. (1991), Geography and Trade, The MIT Press.

Marshall, A. (1890), Principles of Economics, Macmillan.

Porter, M. (1990), The Competitive Advantage of Nations, The Free Press.

Porter, M. (1998), On Competition, Harvard Business School Press. (77 N5L SR T3
FREER) X1 Y E Rk, 1999)

Porter, M. (2002), “Microeconomics of Competitiveness: The Role of Clusters and
Cluster Development,” Dec. 4, 2002, Presentation at METI.

Porter, M and W. Emmons (2003), “Institutions for Collaboration: Overview,”
Harvard Business School.

Weber, A. (1909) Ueber den Standort der Industrien, Verlag von J.C.B. Mohr.



(AR / — )

HEMEE L EHAE

—— D & AN DR —
" B OER K

<Froiz>
I MTEHROBEHERE S EHEES
AN EERF D HEETH
NN S TR =gt R NI LS
SEFEAL U 7o B s
BHEE R A il BT
L VGRS 2T L
I sHEHEES O BEHEERE & EH
BHF A > N = = D4
REAX A > N =—Hl OB
Ny N — D&

4 A N=—HID 5 b
<BbyIz>

Gl o W N =

w N =

<[FLoIc>

PRI EHREOZ(LICHEIE L TlEZ KT T <, HISRREC 2 &
EREOBLTH D, KNI 10FEL VDRI NTILEDO HARFOH
T, ZLOBENEL AN SEICHEIGL, FHEOHEBELRA, 21
HALE DOFEEET IV OARIZHRL TE 7,

15



16

B Lk W %

CTOULRHT, EHEHIMEREREEZ IR T S R5HE U T REDOHEE,
M, ZEAOEELTHEELZATHEL, BEZRCED T8 2 X
ATEl. THURBIANS, REEHE R 2EHAO®REZ, 2
MREMEREASE T, MTES) CRAREMTERASE CIT
RHEZER) OFFEZEY B TREL Thl, MTIEHOIEHTIE, K
Mo DREEHEY AT LOETH > e BRI OMELHL O K AL =
20 B s, KEEMOREF TR, Hr N =—HOEAL LD
7atAEHY L5,

I MTEROEXBBRRELEERF

AR 2002 4 3 H IS THIL | FTHE% 5480 f2H & AIZELLR O E#H
hFest kU, ThedichMtRo) —X—2 v 7O R T M#Ee
Al ZEAETH0EE 2R — S, THUIAIZEISREDN: TE
b, A, B/, EH CET2H00 L EEEEEEL 21 IR O
BEETFTNEEY ETFBZETH o1,

Z L T2002 /10 iz B ¥z &0 FE ot 5 the e Fattibd
5E L HITREEENEOEANSBEEITBHL 2. THIIMTERD
HEIEN 2 fRRL, THZE R A ot 2FE & T 2R EEEE O
HETholee INE—HOFESZFMTHIEL T, FTREMMICIDI-
THA NER OB EHES OREE & Wb BERHIZ OV TEH SR
AL TEEDTHI D,

1 M TEIROEZRERF

PN R AT O HEELRHEN L, 1933 FIZAIEE R T ZBROME DI &
WIOETAR— MU T, HEOMTIABEETH X TN TOLER 2 /iR
DBRFED & 42, WRoe, WEZIZES X T—HLU TEEZFHFDO=DDHHEL



HEMEMELEESH GH)

2, MAERERIERALZS D TH o . ZOHVIE THEETRE
OHE] & TREZEOER XholibvbntTts Y,
ZHOURMEOHESICE I SHA SN FREETH L, B, 8%
OEEIAZ O MA 7218, X OIRRIRBEREIHI 3D AL b EEHSR
VAT LEED P T o7, ZOME, MTIEHROBEELGIT Y A
MIHAOEERERRIZ D £ <#HEL, B, EREEXA S
F# o Tz,

2 WMTHAEERIOBEERFINGE

THEEEREOMIE] 20 & DD HEHEE U 2 [0 FHEEHH 1T FH D
DT HEZE R (RET D00, BESFHOMMEAE L THIhHMILE
EDIOBBREEMH Y AT LEEY BT, ZOREED T EHERDEY
THs Y,

(1) HBHEEBIANTEREZ R OMVRE R E U CHEEEE, S
WS, Frvya7o—iEEEREO,

(2) FEEIOSERM O FEATTEL, HEMLED S BAREH T & At
ABFFEZLUGIOIERRRZEE U, BRI DI NS
e b b EBFHEOMRE L /.

(B) BEEEOBRANTRELZTLZE, WohiANEFyyiayo—
W77 A5 K OEL <EREh e,

(4) BIEIRTERRAED SBiE, WMUYREZAELIIVTNEFEEESH
IR S E, NEHESES BZERTFOBEARFRE U

(6) BHI AT L& U THRXIBREEIC X 2 PIEXLL, ATHEEM TS
VWIHET, EEOE=ZR—EEEM, WENOT I arEnd
YA ZNEET IS T,

6) LAL, FISEEIATEERO—HEAIZE &, FHETEOHM->

17



18

[

B

i

FECE/SETOARN,

INSDHMHAIRD I A2 DOHIZ L > TEABN Tz,

B3, FEHEOFME 2 ENERET S EOERFE & U NEF
WEEHERIIHMT EEHTH S, CNIFHEREICEMNZBERERED
FHERELRIIELNH oD TV 5, $21F, REFOREHEN
BEFZEDOFHANIZINE 2 L O HIEDENT TV EETH L, ZNEEE
REMO SN SEERFEEMA, HEPa— e CHNTH > 7.

INS I EEREMOREEROFFREE L DESERIZ <y F LA
KRTHD, SEERNVESOBMORRERELHIEL TITHT %R
N, BERE L THEEREICERT 2L 0 I VDIEREROAMEATH -
EVWALD,

—RANE, FEROMEMRETHIERSEHEOBEAN S RS E I —
THIZZ K DaAEFA B LKL THE, LEL, YX7OfIEERED
PART BHRHIZIE, 200 RAEREROERLAOH TIRINEH, 2R L
TORENIREE > T 272D TH B Y,

3 BE{L/EE=S

LU, 1970 R, HARFE D & EME D & KA R I
RIZHATT 22O T, [AFEOHEETHI T 12 A2 oA, DAL
Moz < oMERz A tsE, FAtoRETHORENELE>T
Wotze UMFIZRTHE D @,

FEREOZ(LIZERERDONDH o>/, RERKOZ 58 LN
b, TRz ONTHERMES, EEARGENRRAF L 20T o, &
NERER- b7+ VA OBIANS R E, AEARESL 27 —&H->
TOWIFKERED TARZ—] 5 [Fryoiahv] IBTLEILERE
BRL Tz L7ehio T, EHMEAD S BNE, e AR —HZIIN



HEMEMELEESH GH)

U CHEMBHNCEFERAZITOREEHEZZA TOLENH > 7. DX
KIERHHER— 7+ U F DA DA R TH - 7,

LAL, THLEHFLLEIERARNICEESNT, EROEHEATK
EREELRS Tk, TNEFHAHIIIRLEXOEL TH B Y,

(1) BFHERD TBEMOFE 2RERTIEHAAOT T, SHES
IRENRAENZHHBSEEMOIAS S & LUIER, FUHG
DY TR LZHELDFEET T AN BE TV o7,

(2) BEOBAIZL > THKERPTFOL K DEEE, HBRFEEF vy
a7 RELWNEL, REBNBFBEEEEI T T,
AHBAS I YO LY, SSIALHEIEEEER/L, AEEFIN
A& RELLTH DT,

() TR, MABEELIEMNORBRED ) AV EET I L],
BERAEERELTLIENTE L, BEREOITHIIMHETFNE A
D, FEEHDOEFR=yarhrbnThols,

O U TREEHOEBDGRIEE T 2 - UERBEARIZ> Tho7eb
FTHhs, FHETIEIZ D UKW EFTH N A fE & 7 < fHAkE, B8
FROEFFEZRATELD, TONRIEIIRATLEN 2D TIEA
Mole. NS ORIERFDROHEEE SN, KiF2REBO ELm o7,
ZFHIHRD TREH S HRETH > 72,

4 FERAS RHHINBT
HEMVEICEE 2B CBELTLOREEHY A7 LD FTE, ®
ERBL WESFBRBICITB O E N TERL R > Tz, ZHREHL L
BET—FT77F v —QRAENDETH S EEEKRL T, RERE
OZEALIZHBUIE T 5720, THIECANE ) OF v v F 7L — A&
MBS VIV — 7 ORERGEEREEHY AT LOBMBENRE > 1.
KD K D783 DDRRT NEFRENIAMEIZ 72 o 7o B3R oMo

19



20

B Lk W %

ME—EHETHODVFEE DT HN. B IXRE DMt o E—
AN a—Fz—r (A%, HiE W2 58— ob s
EIT 50, FRELEEEE T 00y 7 OFE—REEHTHE D H
VHEEITED, Thor

B ORERRIZIE, BEEROKAMN 2 REHE S AR TH -
Too BEHHOT TL LB IRHEERZ EIREEF O T TS &
fIOZEMRETH T, BREBREBEETONMEIRANEALSLZ
ETHhol,

B OMERIIE, FFE =7y MeRES D DR, B,
BiE, BTl B ARBTOMREEEOHEBEEINETH > 7.

BEOFEMRIIE, TG E R ) o THEHEERMO 70—
INVVESERRE | NORBEHEBEFIE NI R TH - 7,

D EDBSENS, MTERZIL— 7 ORI SRR PRl S N,
HiRizix ES e g0 T8t s o eFatbeag T, 7 —
TNIZB T 2 HEEEOHERR, BXY Y — A0, BE¥, #iE REO
FEHMERO— b Em S N,

BUNANTHEEEOHREFREY Y —ADOERIF, FEDIKVE
ULHEHENZHERL, REBHEORSYZRET & Th o7, B
—HRGEDREEIR D —ifbix, REERE HfEEe kL REETEZ E
CEMTHUETH - 7

100 22 2 FEMLE S EOREBRBEIZH> TEREN TR AL &
) LU THEILL, R AL Sttt RICH U 2 0 BRI B % R EH
Tz 5 —UOMRE([TSLI:DIF ThH b, ZOHL WAL [HE
R AL &ftdl) &0 O

5 HUWERRFTES T A
HEMHEN DD N AL 2B TOEFERS AT LDV TONRT



HEMEMELEESH GH)

AL, ZTEHASFETE, REHERM CHEES, BEENHE
FrwiaZ7uo—sHEEIEILDELT, FAA iz Za—N)LEk
N— A THREEHT — ZMMER SN, FIUIEDIBEEEMY 27 LME
5N,

& BT HEMEEPM I D\ TIE, Capital Cost Management (PAF,
CCM) &F v vya70—0  fUlsNiz. #ERIE, 7ELEEREX,
Mg, sebm, WHLAE EEEEE SAE EEEEEOFLH
HAWH ok, #hae CCMEF vy a70—0 " DIZLkbiFTh s Y,

MEFERR) AP TIE—BREL T, SBREBE R AL O My TICHED
BIRE E E DI E (TR 5, AAHWEHET 501 CCM (HEFENE
KAZANEENLZT EFRZDETRTMTOREER &F¥vvyayn—
3. Fnbstizvban.g @

CCM &, BEA A b EN—A L U M EH O BEANIEERBRETDH 5.
HEERFRBEH DOV EDIZZEF SN TS EVA GEFMME OmT 2
NW=TREV2T2BDTH S, KA St OEMEEENHEOFRE
FEERN— AL U TEARD R M EFHHREUBGIRTEENRE D S8R 2, B
HUZIE LD TH %,

CCM =HiG[HIE %Rt — (RERE =S M) R FEARI A b
BRTEARDA N =HEEEE S X FTEATI AL (84%)
HERERS=NIEE BIHEL2EO FEEER+RE

ZOCCM &F v vy a7no—0OMRHEIZNT 2 RGN RE 7
%, fHMiD Y T4 MEFIECCM, Fvv>a70—H250%DY T4
FCTdh 5, CCM OHIIFIHEIE 20%, RIFICNT 5 WEEH 20%, M
CCMI0% THh b, Fyvira7a—IzDo0TIE, =HHE{HE25%, RrEdE

21



22

H}
H
2
i

t25%Tdh 5 ",

ZOFHMFERE, & R A 2 HR OSRGOS RS
RIS, REBEEHRBMATY > 7 ENHDIZZ> T 5,

HEMEEEL L TCCM &F vy ya7a—0 HITKY, NT2 A
ke 27 A= RO X BEANFHEFEERAL 2> 1 BEE, RO
WY Th b,

13 90 FEREZ L OIERMET, 2001 45 0 F it 0 FiE F i 55 12
LB RELESHDIINL TEEE2IT 5 OFFUKLZ L T
FEBELENS ZENABTHo I L. B UF, —EOBEHMROT T,
ESFattoRe St X 3ENHESHILE LT o 1o fo0, #ERME

IHFERREZED TOKMBENH Y, EARD A - OFHbiE2HFEA %40
BN H o1 hsTH 5B Y,

I HEEROEXBHREALEERH

AR E 1990 SECATHIZ, BRFRH, — A O BEFEFERE2FIC7 78 (R
) =, (bpmER EEREHEE 7 PR IvHEEZHOEZ AL
EETH >z, 1993 FRHEHPROHLEMREZZEKIZ, ERoZ Akd
ED SRR OMRMESEBEES T EHIEL T, IRANSRBEEMBED
FHREEZEAL T ol, ZOBMNE, EHEFEEL 3 7HELEMT,
LD OFZEIZ DN T, EREVLD I DRERO S AL E HEF I AN
T NZ—HEBATLEIIH o7, EBIEIFED 2 N —HIEA
LD 70t 22 EHRAFHBEHAD S AL TH L D,

1T BEAXAH U NR=—F0%E
D AYNRZ—HEBEADER
AR IR R AL E R AN DO RR D T2 Ot & BRI 2 H



HEMEMELEESH GH)

HONE EASE & U T8, 195 — 00 AR IHGTE) Z/ERL 72 C OFTE D%
ooz, FEOEMMMmEL ANBOmMIEL, & =SS,
DEDDEARBIEZIERL 2. ZO=ZD DEREHEROTFREL T, F
O EHORFEE LML 72 7,

® 1996 FEEREERBUNOHEZEEZ NG ET E A N =—HOEA
@ 1994 £ & 1996 FIZEMBIES AT L OFHFGT

® 1993 F- & 1996 FIZEHH B AR E U fo NHHEUEE

@ 1997 17 et B RO Nl g

1996 FIZ BB EE RN OFE L FHICh Y N —FHIPEA SN
M, ZI TV Ay N=Z—LF, FEROSHALEHEF I AR, B IZA
11100% DB St E MBI, HlohBHTSHEOU S HM L ER
ENTVI, WHWBHNSHTH -7 Y,

FTRHEMICBT 20 N —HlOREEEBRSEINRBEANS £ &
OTHE D,

N INZ— DRI > 1 BESEE, ~NVATT GER, EIERTE
gy, v (B @S SERAIEE), LR (VL 2y, EBEL
BERIE) 7-RExIy (AR, BRIYV), EEEE GEMER, KM E
FHIE) OO TH ol LODAYN=Z—TL VT MIHEERDT
BRMERMNFESN, RO by 7Y RY A2 MIEBES N ERIT 2
HIEAT S E R RVIGTE O FE, FHEHE & REOAE, ABOHRMAE %
A7 ELE, SRR E - REERTEORERE 10HE TH o712 W,

SCHHEE M 1960 F0 5 FERHZHAL Tz, TOHEWIE, EZHER
DOEMNSIREL L BEFEN S F S I0MET 2 BT, THILTER
HIEH A L, DML THERNIERAL LI ETE230TH > 7.,
1961 FIZHETHBEHE N TE TN, SHEERIZNENMILL 2
HO TR L, EatEEN R EE o . TOHK, HIUME HO

23



10

24

B Lk W %

EHEEEOLHRTUENMIEISAASNT, ULAHL, AEOHEERED
B D S, HEGORAN 2E, HEEE O EHA DRAR S
RELMAARTH o THILTAVNSZ—FIDNFRHENT-DTH %,

2 HEEXh N —HooEESFHTNEE

FEGEE ORCR TdH 5 HERM I, JOTU - B2 CHREEZHRL 7250l
FEHE— 1 > N = — GV S & AR 0D 52 2% & B (2 B U 7o R F A —
FRHERBSIERE D 2 R T TH o7z, A2 /N —FHMFEIEI, HREMKRD B
REWLREEREE L, AN —DORREITN T 5 EERI TR % 5l 3
5HDTC, TOUIA MIFEERE30%, FIZE30%, BESUIGE 15%, Eix
BEMEARL% Th 5,

FHEIR R AR, FEoRMMMmELE R TIEEE U, FHAEHE o 5
A ZEITRNEZFMIT2HBDT, TOUITA M, BEESB AR
10%, BREHMFIZEER 10% TH 5 "7,

BRGNS AT LA TH I D RO K DI, MILL fo&thic
TWET, EEHE, ENEH, R A7 AhdEsnk v

(1) BRORMERYS

HOBEARIIHT2RYE L THCEART A MBS Nz, ZHIEELY
EDOXIND I NZ— DR FE=RHHEMHIINT 5B —-RNEETH L
EEWMEICL DT TH %, AHEMAKRNHRTIARIEL TV 5 E SR
0B EFERET B7-DI1, EHhNZ—0HEOEALZREL, AOEARIZN
THRYEL L THCEATR M EAHS .,

Ny N==TL YTy MIROFEHL FARFICHANR Y E2 X > 7 T
W REERBT 2 EEE2A D T LB o . & Hh Y N — DNER R %
FAlE) FTEOBMEHIN S,

NEREA LR =BI5 AT - A II0T 2 LB FIFERRETRIZE — 5 A& X



HEMEMELEESH GH)

HB R — BT X EEE - HOBEAXHOEA D A PR

TRF IR RTRIZE A B Y BHICTH A SR VA TS, NI

ERORAL TREEZTORTNIEZ S50,
Q) FvryrazO—~x—2X

BAS, ASEHHELWEL, KBEOFXFvva70—2X—&
SEMETHIZEEL, Frvia7u—0BEEHKEIIEAL
() AtEERA&HE

SO IZATREZRIR 0 M &t & U CoERHHIEICIE DT 201z, Akt
B - EHY - AN OBHAETANBES N, EHY — E AMME
FEIR SR & o7, MO R MEEMRL BEEE LT S0
L@ v oFiEFtEIcE D CHABIESHEN TR SN,
4) Dr—=VU%IA

A N==TL V7 MIFEEESIOTL THREEREMDODN S Z &I
BHEN, BHYNZ—FREE Lo dH & DNTEEE GeRflis) =8
L, REMEOMEEMEZRXBNTEIDITHS, L, INHIHI %
WD TREAME 2 D S8, DWW B EHEBIC - 725G, v X=—
BEE SN &0 I A EHAARAALTO S, TOEMKNRFRD Y + —
ZVIURETH D, Ur—=v IREEE, NEERE 3 kL TR
SEGE, FEESPCIN 3 FHfiL THEL 1256, IR &5
DBEATIZEL Wl z Z7- U fc LHLEMHIBIL 12356, Dy =—0&E
IRL TR B E T E L O A TH B Y,

3 AVNRZ—ADEE

A NZ—HlEZD RN TOH - R BEEHRZ, hoN=—D My 7T 1
VAV MIEDE I BREELERFLETHEIN? h N=—HliZ by 7
RAVAY POBRMIIKREREEEHEALXH)Thb, LEOUV+r—=
JEEEMBIANTZ N NZ—HD T, TXTOHY IIN=— TR

11

25



12

26

B Lk W %

OEMEMRD BN, EABKEERED S OBHA NGRS KD SN, 22T
Fa Iy FUHHRIE OET R E#Sh, £ YTy MEERE
AEH, REOBRBRED O ICEHSTHEREIEH T2 X I TE
2 AN, BhN=Z—0 THOH] OLDDOITLy VU N
AEICEE LB O TH .

4 HYNRZ—FIh St

(01— 05 FEFR AT T, Rt ERFHEL a7 HEEVEMNT,
R B pREE U TEESH/C I EEES L. TN HEEEEOEA
7R E MR B DIZ LT, FHUX, ERMDIINEZEN S OBUE TH
0, BEMKPUNFEOZREATERDLBDTH >,

2001 FELARE, 7/ uAhr N=—REEHE kERArN=—DU L
RUHE, T— ROV NZ—OBEMBENR L EHLL T o, a7
FELND A N Z—FEREVALIC T THEEOFEENER SN D
JTh 5,

FTYFEEL AT HEELMEMNT I REEARSENRIIEIN, &
NooERSE, HERKRE S FRIOIRHERDRE T 55z &8
T EENEHREUE T 2ZAICE IV Tz, REAERIZE > T, Wb
ERECM SR TH 5,

EREDIAMZIE, HEFEOE THEEELDHL T o7z, 25 L TEHENR
MR T22AV L) OBREEATH ST, FRIEESICaT7HEICK
HERZER - EPTLHEEBEOHMBEO R TH 5, bV IHE
TOHREHEOHMEIZE, ZLOREEMES D, KHEEMIFRS N8
BIPIZEBL T ofce TNEARERS LOLEROD—DN, Hr/N=—
FlEAZXZEVIED TOt AN Dol EE bR TS Y, hr
INZ—HIORTO, BRI X SR EH, REEEO LA
N, ZOEOIHIZ X 2 ZEREATOEFEZFE N T EE DN 5,



HEMEMELEESH GH)

<BbYIZ>

2005 FIZ A% E HARFIZHEOBRIZA Tt bbb Tnb, 25
LR 70BFEOEFHEEZZATNEHOE, I 7aEFE#RL T3
J7ODEREOFHETH S, WEETONTELMTESERAER O
X, NIV 00HEO—HITHS, HEEEEORETRSNLH
FIREN I B A N ==, AL B EIE, MRS/ S & &2 FEH
LTWb, ZOHRT, EEEOEMRILIZY > TEBSFHIR S a%# & R
oL T&he, MIBDTTME 2 DZME GV 2w HILL, ZEEHE o A
HEBL TALDEFRN=—varaEmd, Mo hs#EL Tk
T, BHEHORLIRERENIETEIIETRIIZ>TOLLbDEEDR
%,

GED

(1) HAYH MTEREEDOESE N AL o SthEH) ©2%535 2004, Vol.56,

No5, HuigRsft, p26.

(2) RAZFEME HMHEE [BELAHFEEFERHIAIAL D - VAT LD
HiSE—HARZEOHER &2t —) FEZEFHE, Vol54, No.l, 1994
£, pl4-15.

(3) HATH MTEREEDELE N AL 2 H) ©%E2F 2004, Vol.56,

No5, HyLRgEt:, p27.

4) RAZEH MTEBOLELHECEMEIY 257 4], HAREBED K
B 2T L, ARERE, 1997 4, p23.

G) RAZEMH MHGHE BEEAFELHETH IR AL N VAT LD
HBHE—HARBZEDOBEH Z FON | PESERETE, Vol54, No.l, 1994
F, pl7.

(6) AT TATESEREDOHSE N AL o SRS B3ESFE 2004, Vol.56,

No.5, HligiFtt, p29.

13

27



14

28

@)
®
©)
(10)
a1
12)
(13)
(14)
(15)
16)

an

(18)

19)

[

B

i

[@ L, p29.

R XA Y E K 2005410 A 015, p3s.

HASKR I HTR, 200548 A5 H, .

EAREE, NELEMW TEEREEMO BB BE¥EMER Lo
FORRERET & B, BIBSRIEWZ, 2005 4, p251.

HAEH AT EBREEDEE K A SiEH) B255 2004, Vol.s6,
No.5, HijufRiEtL, p26.

HITA— ThhP R TOAENSHELEA L —WBEEREA KHo
HHI— HARBEHEM, 2001 4, p97.

L, p98

L, p99.

A L, p102

B XF TREERTEONHILE Z0RhE] B2EF 2004, Vol.56,
No.5, Higul, psl.

[ L, p53.

HMITA— ThhORTWAENSHE2EZZ—RBEREA KHo
HHI—— HARFEHEM, 2001 4, plol.

B X7 TRHERTZEoaILE ZDME] BFESFE 2004, Vol.56,
No.5, HouigiEt:, pb3.

ML, p55

(&E k)

1
2
3

P EE [oREOEMEEE Ok, 2000 £,
HP L, SRANREE (7 — 7REOBESR FSCGHEHR
PRI, MIRFIAE THARED 7)) — TR e &8 WK



Relationship between Organizational
Responses to Nonwork and the
Three Dimensions of Organizational
Commitment

Satsuki Ota’
Satoshi Kinoshitaf*
Shinsaku Matsumoto

ABSTRACT

This study aimed to examine the relationship between organizational
commitment and two types of organizational responses to nonwork based
on Kirchmeyer's study (1995). It also examined influence from individual
attributes to the relationship. The result of a survey of 1348 employees
from five Japanese firms showed that two response types were differently
related to three dimension of organizational commitment. A type of response
providing flexibility and consideration for employees' nonwork domains was
suggested to be effective to enhance affective and normative commitment.
Unlike the result of Kirchmeyer's study (1995), protective support assuming
responsibility for employees' nonwork lives was found to have somewhat
strong correlation with affective commitment. Parental status and
occupational category did not affect the relationship. Implications of the study
are discussed.

INTRODUCTION

Organizational commitment has been attracting researchers and manage-

ment practitioners, because it is argued to be related to favorable outcomes for

*Tokyo Fuji University

**Institute of Asia-Pacific Studies Waseda University (The second author passed
away on September 3, 2003.)

***The Japan Institute for Labor Policy and Training
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organizations, such as higher performance and productivity, and lower absen-
teeism and tardiness (Bateman & Strasser, 1984; Morris & Sherman, 1981).
Although numerous studies have been conducted to identify its antecedents,
most of them have been limited to personal factors and work-related charac-
teristics, and far less attention has been paid to the nonwork domain (Romzek,
1989). With the growing importance of the nonwork domain for working
people in developed countries such as U.S., Germany, and Japan (Misumi &
Yamori, 1993), employer's support for employees' nonwork participation might
be a significant antecedent of organizational commitment.

Empirical studies examining organizational responses to employees'
nonwork participation have focused mostly on childcare support and flextime.
Some studies have found a favorable relationship between such responses and
work attitudes (Pierce & Newstrom, 1983; Youngblood & Chambers, 1984),
while others found no clear relationship (Christensen & Stains, 1990; Miller,
1984). Therefore the results of existing studies are inconsistent regarding po-

tential outcomes of organizational responses to the nonwork domain.

Two types of organizational response to nonwork

Kirchmeyer (1995) pointed out the theoretical shortcomings of empirical
investigation in this area, and argued that a conceptual framework rather than
examining individual practices was important for the literature. Using a frame-
work based on works by Kanter (1977) and Hall & Richter (1988), she made
an empirical study of the effect of organizational responses to the nonwork do-
main on organizational commitment. In her study, nonwork friendly responses
were classified into two categories according to the orientation towards the
employer-worker relationship. They were termed integration and respect.

In the case of integration, organizations regard employees' nonwork do-
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main as the employers' responsibility. Examples of this type of response are
company-sponsored recreation centers, childcare, financial and legal services
in addition to marriage and other kinds of personal counseling. Kirchmeyer
(1995) explained that the employee is a dependent party passively receiving
the protection and benefits from the powerful employer.

The respect response refers to "the employer acknowledging and valuing
nonwork participation of workers, and committing to support it", but rather
than "taking over employees' nonwork responsibilities, they provide employ-
ees with the personal resources to fulfill such responsibilities by themselves"
(Kirchmeyer, 1995, p.517). Examples are flextime, alternative work arrange-
ments and policies that discourage work-related travel on weekends. In
the case of the respect type of response, a mutual relationship exists where
employees are considered capable of self-determination, and both parties are
equally dependent on one another. Compared to the integration response, re-
spect was explained as less paternalistic, in that employees are independent of
rather than dependent on the employer.

Using a sample of Canadian managers from wide range of public and
private organizations, Kirchmeyer (1995) examined the effects of these orga-
nizational responses on organizational commitment using regression analysis,
and found that only the respect response had a significant positive relationship
with organizational commitment. This result suggests that a highly paternalis-
tic type of organizational response is less effective in enhancing organizational
commitment than the type of response where employees cope with nonwork
requirements by themselves. In a similar study of school district employees,
Cohen (1997) found an almost identical result. However, because these stud-
ies used only specific types of participants, the generalizability of these find-

ings remains dubious.
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Kirchmeyer (1995) pointed out that the distribution of her sample was
skewed towards the respect response, with only a minority of the participants
perceiving the integration response as typical. Cohen (1997) also stated that
the respect response was more common in his sample than the integration re-
sponse. Therefore, it seems worthwhile to examine the effectiveness of these
two types of organizational response to nonwork in a different socio-cultural
context where organizations demonstrate a greater preference for utilizing an
integration response to nonwork life.

The purpose of this study was to examine the relationship between these
two types of organizational responses to nonwork and organizational commit-
ment. It also examined how individual attributes influence this relationship. A
multidimensional concept of organizational commitment was employed in this
study to explore how organizational responses were related to commitment.
The two types of organizational response to nonwork may be differently re-
lated to each dimension of commitment, and if such differences exist, they may
be helpful in understanding the nature of organizational responses to nonwork.
This study sought to contribute to the literature by providing more detailed
empirical evidence as well as examining the generalizability of the conceptual
framework. The multidimensional approach to organizational commitment
may be especially helpful for strategic management planning, because it may
indicate the potential outcome of each dimension. Although all three dimen-
sions were found to have a relationship with employee retention, they were
related differently to outcomes, such as job performance, organizational citi-

zenship behavior, and other reactions to work (Meyer & Allen, 1997).

Corporate welfare in Japanese firms

Japanese firms, at least large ones, have typically provided a wide range
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of nonwork services such as housing, education, loans, sports activities, fam-
ily assistance, and use of social facilities (Dore, 1973; Lincoln and Kalleberg,
1990). This paternalistic support for employees has been regarded as a defin-
ing characteristic of Japanese employment practices, and the levels of corpo-
rate welfare were found to be far greater than U.S. firms (Lincoln and Kalle-
berg, 1990).

This extensive nonwork support seems consistent with Kirchmeyer's
(1995) integration-type of organizational response to nonwork life. According
to Kirchmeyer (1995), extreme examples of the integration response were
seen in early American corporations where workplaces became "total institu-
tions" in the form of company towns providing for worker's family, community,
and recreation needs. Such extreme examples seem similar to the welfare
services provided by Japanese firms. This similarity was also found in Lincoln
and Kalleberg's (1990) description of Japanese corporate welfare as a strategy
"to integrate the employee's family within the firm". In this study, therefore,
we defined such paternalistic corporate welfare as integration.

Japanese firms do not exclusively employ the integration approach to
employees' nonwork life. The values and lifestyle of working people have
become more individualistic and diversified than ever before in Japan. People
want more freedom of choice. In response to such changes, firms provide em-
ployees with a range of services which employees are free to utilize depend-
ing on their individual needs. Flextime is one example of such new practices.
Firms provide other forms of support for employees nonwork lives to enable
them to cope with nonwork requirements for themselves. We define this type

of response as respect.
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Hypotheses

Meyer's (1991) three-dimensional model of organizational commitment
characterizes how employees are linked to organizations. Affective commit-
ment refers to the employees' attachment to the organization. Continuance
commitment refers to an awareness of the costs associated with leaving the
organization. Normative commitment refers to perceived obligation to remain
with an organization.

There are numerous studies examining the relationship between af-
fective commitment and its hypothesized antecedents, with rewarding and
fulfilling work experiences that enhance employees' perception of self-worth
being found to have the strongest and the most consistent correlation. Of sev-
eral personal characteristics, perceived competence was reported to have the
strongest link with affective commitment (Mathieu and Zajac, 1990).

Compared with the affective dimension, there has been far less empirical
examination of continuance commitment. Conceptually, it develops as a result
of any action or event that increases the costs of leaving the organization. Per-
ceived cost such as retirement money, status, and job security that employees
might forfeit by leaving their organizations were positively correlated with
continuance commitment (Whitener & Walz, 1993).

Although antecedents of normative commitment have been identified
theoretically rather than empirically, early socialization is thought to develop
this dimension of commitment. It is also assumed that the investments organi-
zations make in the employee provide a basis for the development of normative
commitment. Empirically, work experiences that predict affective commitment
and that are particularly associated with supportiveness, have also been found
to be related to normative commitment, albeit less strongly (Meyer & Allen,
1997).



Organizational Responses to Nonwork (Ota, Kinoshita & Matsumoto)

The integration response is assumed to enhance the employee's percep-
tion of self-worth, because they might recognize that they are supported or
protected by the organization because of their value to their employer. The
respect response is based on a type of support that provides resources for em-
ployees to enable them to manage the work-nonwork interface so as to enrich
their daily work experience, and make it more fulfilling. Hence, the following

hypothesis was drawn.

Hypothesis la. Affective commitment will be positively related to inte-

gration and respect responses.

Kirchmeyer (1995) did not provide any reason for her finding that affec-
tive organizational commitment was more closely related to respect than was
integration. In this study, we tried to find some explanation for this difference.
Of the two types of response, respect is supposed to effect daily work experi-
ences, while integration is not directly related to them. Respect is also sup-
posed to be related to perceived competence, because individuals who experi-
ence enhancement of capacity to meet work demands as the result of this type
of response may perceive their own contribution to the organization. Integra-
tion, however, will not be related to personal competence, because employ-
ees are assumed to be the passive recipients of protection and benefits from
employers. Therefore, respect rather than integration may be related to work
experience and personal competence that are reported to have the strongest
and most consistent correlation with affective commitment. This assumption

leads to the following hypothesis:

Hypothesis 1a'. Affective commitment will be more strongly related to
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the respect response than to the integration response.

The integration response includes costly services and facilities. Large-
sized organizations usually provide employees with more extensive and
expensive welfare services than small ones. Because it is difficult to move
from large organization to another in Japan, it is assumed that the integration
response is perceived as imposing a large cost on employees if they leave
their employer. The respect response, on the other hand, may not be related
to continuance commitment. This is because continuance commitment is not
directly related to daily work experiences that are assumed to be enhanced by

the respect type of response.

Hypothesis 1b. Continuance commitment will be positively related to
the integration response, but will not have a significant relationship with the

respect response.

The integration response is assumed to be perceived as the organiza-
tion's investment in its employee. Investments for which it is difficult for the
employee to reciprocate are thought to develop normative commitment (Meyer
& Allen, 1991). The integration response involves costly support, and may be
perceived as investments for which employees have little possibility to recip-
rocate. Previous study results have shown that work experiences are posi-
tively correlated with normative commitment, so the respect response that is
assumed to influence daily work experience may also have some relation with

normative commitment. Hence, the following hypothesis was proposed.

Hypothesis 1c. Normative commitment will be positively related to the
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integration and respect responses.

Employees with children usually have more responsibilities for nonwork
domain than employees without children. Therefore parents are supposed to
have a greater need for the integration type of response in the form of non-
work services such as housing and family care than non-parents. The respect
response may also help parents to cope with nonwork demands. Therefore,
parents may be sensitive to both types of responses, and the loss of such re-
sponses may make the cost of leaving the organization greater for parents than
non-parents. Parents' sensitivity to these responses may make them conscious
of organization's investment in them, and as a result they may feel an obliga-
tion to reciprocate. Consequently, the degree to which the integration and re-
spect types of response enhance continuance and normative commitment may

be greater in the case of employees with children than non-parents.

Hypothesis 2a. The relationship between continuance commitment and
organizational responses to nonwork (integration / respect) will be stronger for

parents than non-parents.

Hypothesis 2b. The relationship between normative commitment and
organizational responses to nonwork (integration / respect) will be stronger for

parents than non-parents.

Previous research generally suggested that employees' affective com-
mitment was more strongly influenced by their perception of the organization's
fairness than by whether they got what they wanted (Meyer & Allen, 1997).

This suggestion leads to the expectation that organizational responses to
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nonwork will be perceived as fair treatment by employees, and will enhance
affective commitment of both parents and non-parents. This proposition is as-
sumed to apply to both the integration and the respect responses, in so far as

both can be perceived as fair treatment.

Hypothesis 2c. Organizational responses to the nonwork domain (inte-
gration / respect) are related to affective commitment regardless of parental

status.

In Japan, firms recruit human resources mainly as new school graduates.
They do not usually specify job categories at the time of recruitment, but de-
velop employees' occupational or job skills after hiring. Education and training
programs, and job rotation are usually designed to develop broad and general
skills applicable anywhere in the organization. This tendency is particularly
strong for non-professional employees. One empirical study has suggested
that job rotation was designed to develop broad general job skills for non-pro-
fessional staff, but specialized skill and knowledge for professional or engineer-
ing white-collar at least in early career stage in Japan (Japan Institute of Labor,
2000).

Employees who have developed general skills and knowledge confined
to a specific organization are supposed to become passive and dependent on
their employer. However, workers trained for a profession rather than for an
employer are supposed to become independent of their employer, because
their skills are transferable to other organizations. Therefore, the relationship
between employers and employees is assumed to be more equal for profes-
sional or engineering staff than for other types of occupations.

Integration is a type of response where the employee is dependent on
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a powerful employer. Therefore, the relation between non-professional em-
ployees and their employer may be regarded as consistent with the employer-
employee relationship under integration. Respect, however, is a type of
response where the employee is independent of, and equal to the employer.
Such a relationship between the employee and the employer seems consistent
with that between professional employees and their employer. Thus, the type
of response which is related to organizational commitment is assumed to vary
depending on the occupational type of the recipient. The type of response con-
sistent with the recipients' occupational status is assumed to be more strongly
related to their organizational commitment than the response which is incon-

sistent.

Hypothesis 3a. The relationship between organizational commitment (af-
fective / normative) and the respect response will be stronger for professional

or engineering employees than other types of employees.

Hypothesis 3b. The relationship between organizational commitment (af-
fective / continuance / normative) and the integration response will be stronger

for non-professional employees than professional or engineering employees.

METHOD

Participants and procedure

The data used in this study were obtained from a larger survey broadly
examining the work situation and attitudes of people working in various types
of organizations in Japan. The original survey was conducted through the per-

sonnel divisions of the participating organizations. The research group distrib-
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uted 2800 self-administered questionnaires with a covering letter from each
firm's management or personnel division requesting cooperation in the survey,
and a high response rate of 91.7% was obtained. The completed question-
naires were either returned directly to the researchers in the pre-paid enve-
lopes, or were returned via the personnel division in sealed envelopes.

Because some of the hypotheses were based on Japanese employment
practices which have been traditionally applied to male employees belonging
to large enterprises, we chose firms with more than 1,000 employees and ex-
tracted male respondents from them. A sample of 1,348 individuals was drawn
from five firms ranging in size from 2,333 to 44,182 employees. Four firms
were manufacturers, and one was a finance company.

The occupational distribution of the respondents was clerical or adminis-
trative staff (15.1%), technical and engineering (30.5% ), professional specialist
(1.3%), sales staff (23.8%), and blue color (29.3%). Participants' age ranged
from 19 to 59, and average was 36.7 years old (SD=8.60). 68.2% were mar-
ried, and 59.9% had at least one child. The professional specialist and techni-

cal and engineering categories were treated as professional employees.

Measures

Organizational commitment.  The three dimensions of organizational
commitment were measured. Based on Allen and Meyer's (1990) scale, ques-
tion items representing the three dimensions were drawn up in Japanese. The
items measuring affective commitment were designed to express personal at-
tachment and strong identification with the organization such as "I feel I am a
part of this company." The items for continuance commitment were designed
to describe the anxiety and subjective cost of leaving the organization. A

sample item is "I shall feel uneasy if I leave this company." The items for nor-
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mative commitment were designed to represent loyalty and obligation to the
organization such as "I feel so much obligation to the members of this company
that I won't leave." Each dimension was represented by three items which
were scored on a 5-point Likert scale with higher scores indicating higher
levels of commitment. The Cronback's a's of .83, .85, and .82 attained in this
study are somewhat higher than the results .86, .82, and .73 obtained by Allen
and Meyer's (1990) original three 8-item scales.

Organizational response to nonwork. Degree of practices to support
employees' nonwork participation was employed as the organizational response
variable. Perceptions rather than objective indicators were used because
perceptions was assumed to determine human behavior or attitude directly
whereas the influence of objective environmental conditions was assumed to
operate indirectly through perceptions.

As a measure of the integration type of response, one item "this orga-
nization is well-equipped with welfare facilities and services" was used. The
practices employed by the five participating firms were financial support pro-
grams like nest-egg savings, and pension insurance. They also provided resi-
dential support like company-owned housing, and funds for home-buying. Rec-
reational support included access to resort accommodation, sports facilities,
and various club activities. These services are all typical welfare programs for
employees in Japan. A 5-point scale ranging from disagree to agree was used.

Four items were used to measure the respect type of response relating
to organization and workplace. The items are (1) "is considering so that em-
ployees can cope with both work and nonwork domains", (2) "avoids business
travel and meeting on evenings and weekends", (3) "cares about employee's
family and private life", and (4) "is flexible about employee's work schedules".

Again, respondents selected from a 5-point scale with higher scores indicating

13
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higher levels of agreement. A Cronback's @ of .72 was obtained for respect.

Control variables. Personal characteristics of age, parental status,
and occupation were used as control variables. Age was measured by years,
and parental status and occupational type were dichotomous variables coded as
0 = non-professional, 1 = professional for occupation, and 0 = has no child, 1
= has at least one child for parental status. Professionals and engineers were
classified as professional, and other types of occupation were classified as non-
professional.

As work-related control variables, satisfaction with the job itself (six
items), with the supervisor (four items), with coworkers (three items), and
with pay and promotion (four items) were employed, because previous studies
reported that they were correlated with attitudinal and calculative organiza-
tional commitment, such as affective and continuance commitment (Mathieu
and Zajac, 1990). Sample items for each of these control variables are "I have
a sense of achievement in the job that I am doing now" for satisfaction with job
itself; "my supervisor values my job and trusts me" for satisfaction with super-
visor; "I have good relationships with people at my workplace" for satisfaction
with coworkers; and "pay and promotion are decided fairly and objectively" for
satisfaction with pay and promotion. Respondents answered using a 5-point
Likert scale with higher scores indicating higher satisfaction. Cronback «@s of

.83, .88, .85, and .85 respectively were obtained.

Analysis

The research hypotheses were assessed by hierarchical multiple re-
gression analysis. The three dimensions of organizational commitment were
regressed on the control and organizational response variables, and the inter-

action effects of the responses and two personal characteristics. Each regres-
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sion was conducted as follows. In the first step, the personal control variables
(age, sex, parental status, and occupation) were entered. In the second step,
the four work-related control variables (satisfaction with job itself, the supervi-
sor, the coworkers, and pay and promotion) were entered. After controlling for
these effects, organizational response variables were entered in the third step.
In the final two steps, interaction effects with either of the response variables
were entered. Interactions of responses and parental status were entered in
the fourth step, and interaction of responses and occupation were entered in
the fifth step. Following to Cronbach (1987), the deviation scores were entered

into the equations instead of the raw scale scores to avoid multicollinearity.

RESULTS

Relationship between organizational responses to nonwork and organizational
commitment

The descriptive statistics, internal consistency reliabilities, and intercor-
relations among the variables are shown in Table 1. The means for respect
and integration were 2.65 and 3.07 respectively. The distribution of the re-
spondents was concentrated around rather higher levels for integration, rather
lower levels for respect.

The two types of organizational responses had significantly positive cor-
relation with all three dimensions of organizational commitment. Affective
commitment was correlated somewhat more strongly with respect (# = .35 at p
< .001) than with integration (» = .28 at p < .001). Likewise, normative com-
mitment had also a stronger correlation with respect (# = .36 at p < .001) than
with integration (r = .25 at p < .001). Continuance commitment had identical

correlation with both response types, with correlation coefficients of .19 (p <
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.001).

The results of the regression analysis are shown in Table 2. As for af-
fective dimension, at step 1, personal variables explained 5% of the variance
in this dimension. It showed that older people were more attached to their
organizations than younger people. Professional employees were found to be
less affectively committed to the organization. At step 2, satisfaction variables
explained a further 30% of the variance. The more satisfied individuals were
with their job, coworkers, and compensation systems, the more they were af-
fectively committed to the organization. The amount of variance explained by
these work-related variables was the biggest, which is consistent with the vast
majority of earlier studies.

With the entrance of organizational response variables in step 3, another
1% of variance was added to the equation. It was statistically significant (AF
(2, 1240) = 11.89, p = .000). The standardized multiple regression coefficients
of respect and integration were .07 (p = .013) and .09 (p = .000) respectively,
which reveals that the two types of responses had almost the same amount of
relationship with affective commitment. Because both integration and respect
were found to be positively related to affective commitment, hypothesis 1la was
supported. However, as the two responses were related to almost the same
degree, hypothesis 1a' was not supported.

As for continuance commitment, personal variables entered at the first
step explained 5%. Older employees and employees with children perceived
higher costs to leave the organization. After the work-related variables ex-
plained another 5% variance, the response variables entered at step 3 ex-
plained further 2% of variance. It was also statistically significant, AF (2,
1241) =13.64, p = .000. Of the two response variables, only integration sig-

nificantly explained continuance commitment. Of all the predictors, the inte-
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gration was found to be most strongly related to continuance commitment (8 =
.13, p = .000). Because integration but not respect was positively related to
continuance commitment, hypothesis 1b was supported.

As for the normative dimension, the personal variables entered at the
first step explained 1% with the only significant effect being sex. At step 2,
work-related variables add 18% of explained variance. As with the affective
dimension, the more challenging the job, the better the relationship with co-
workers, and the fairer the compensation system, the more individuals felt
normatively committed to the organization. The response variables entered in
the third step made an incremental contribution to the equation (AR* = .04, F
(2, 1239) = 31.08, p = .000). The B for respect was .19 (p = .000), showing
the greatest contribution of all the independent variables. The S for integra-
tion was .08 (p = .004), indicating a significant relationship. Therefore, hy-
pothesis 1c, which predicted a positive relationship between the two responses

and normative commitment, was supported.

Interaction effects of organizational responses and personal factors

The interaction products were entered into the equations at the last
two steps. The cross-products of parental status and organizational response
entered at step 4 did not add to explained variance significantly for any of the
three dimensions of organizational commitment. Thus, the results did not sup-
port hypotheses 2a and 2b. Hypothesis 2¢ that predicted no effect from paren-
tal status, was supported.

At step 5, interactions of occupation and response variables were entered
into the equation. They did not add to explained variance significantly for any
of the three dimensions of commitment, showing that hypotheses 3a and 3b

were not supported.
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DISCUSSION

The result of this study showed that both types of responses had a posi-
tive relation with all three dimensions of organizational commitment. As
expected, after controlling for the effects of other variables, both integration
and respect had a significant positive relationship with affective and normative
commitment, but only integration was significantly related to continuance com-
mitment

As for comparative relatedness of the two response types to affective
commitment, we hypothesized that respect was more closely related than
integration. This research result, however, showed that integration was also
considerably related to affective commitment. This finding was not necessarily
consistent with the results of Kirchmeyer's (1995) study, where only respect
was found to be related to affective organizational commitment. The reason
may be related to differences in culture and employment practices between
Japan and North America.

In individualistic western culture, it is usually not acceptable to poke
one's nose into an individual's private affairs. In such a culture, an integra-
tion response, where employers are involved more directly in the individu-
als' nonwork life, might not be as effective as the respect response, where an
individual's privacy is more encouraged and respected. In the North American
labor market, the employment contract is limited engagement, where there
is market-based exchange between employees and employers. Given such
employment practices, the integration response, which suggests powerful
employers and protected employees, might be less effective than the respect

type, which suggests mutuality in labor relations. In the collectivistic Japanese
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culture and in the Japanese labor market where life-long employment practices
exist at least in large-sized firms, integration might be expected to be more
influential than in North America.

Integration was not the only response that related to organizational com-
mitment in this study. The respect type of response, however, had a consid-
erable relationship with commitment except for the continuance dimension,
and in this study, the relationship with normative commitment was found to
be especially strong. The results seem to suggest that the respect response
is effective for enhancing commitment generally regardless of differences in
cultural or employment practices, although cultural difference were found to
influence its strength.

Parents were assumed to be more vulnerable to the effects of organiza-
tional responses to nonwork than non-parents, and to have greater continuance
and normative commitment when they perceived higher levels of response.
But this hypothesis was not supported. A possible explanation is that organi-
zational responses to nonwork were not only important for parents but also for
non-parents at least for the response items in this study. Even non-parents
might have regarded the responses as the cost associated with leaving the
organization. Grover and Crooker (1995) found that workers had enhanced
commitment to employers that offer family-friendly policies, regardless of the
extent to which they personally benefit from those policies. They provided
some potential explanations for this result, and one was that social information
processing might have influenced the commitment of the overall population.
That is, employees who received the benefits might have a positive reaction,
which they in turn share with their coworkers. This explanation could be ap-
plied to the results of this study. Through socialization experiences, which are

presumed to be an important antecedent of normative commitment, even non-
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parents might have shared a feeling of obligation to remain.

As expected, higher affective commitment was associated with higher
responses regardless of parental status. Meyer & Allen (1997) pointed out that
researches to date have generally suggested that affective commitment was
more closely related to perceptions of fair treatment than to satisfaction with
personal outcomes. Consistent with these previous findings, organizational re-
sponse to nonwork could be perceived as fair reward for employees and might
have been related to attachment to the organization even for non-parents.

The hypothesis that types of responses related to organizational com-
mitment varied depending on occupation was not supported either. One of
the possible reasons may be that professionals accounted for only 1.3% of the
respondents. The category, 'professional or engineering employees', consisted
almost entirely of engineers (96%). Professionals but not engineers could
have a mutual or equal relationship with their employers. Any other possible
reason is that many professionals in Japan are organization-specific profession-
als, not universal specialists who can move across organizations. Higuchi (1998)
stated that there is no external labor market in Japan even for professional
workers. If so, professional and engineering employees would not have a more

equal relationship with their employers than non-professionals.

Implications

Organizational responses to nonwork were found to have incremental
explanatory power for organizational commitment over and above work-related
factors that had previously been known as important antecedents. This sug-
gests that the organization's support for employees' nonwork participation
should be considered to enhance employees' commitment. This study showed

how the different dimensions of organizational commitment were related to
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different types of organizational responses to nonwork. These findings will
contribute to the construction of a framework for research in this area.

Unlike the results of Kirchmeyer's study (1995), the integration response
was found to have a significant relationship with organizational commitment
after the effects of other variables were controlled. This was thought to be
caused by the influence of culture and employment practices in Japan. We also
found that the respect type had considerable relationship with commitment ex-
cept for the continuance dimension. This result seems to suggest that a type
of response providing flexibility and consideration for the employees' nonwork
participation is universally effective in enhancing employee's attachment and
loyalty to the organization regardless of differences in culture and employment
practices, even though the strength of the effect varies depending on the work-
place context.

Employees with strong affective commitment are suggested to be more
valuable employees than those with weak commitment, because affective com-
mitment has been reported to have a positive relation with favorable outcomes
for the organization such as performance and citizenship behavior (Meyer &
Allen, 1997). Similar effects are reported for normative commitment (Meyer
& Allen, 1997). Thus, the organization's consideration for employees' nonwork
life might lead to favorable outcomes not only for working individuals but also
for the organization itself.

Employees with strong continuance commitment, however, are less
likely to make positive contributions to the organization, as they might be
poorer performers, engage in fewer citizenship behaviors and exhibit more
dysfunctional behaviors than those with weak continuance commitment (Meyer
& Allen, 1997). Therefore, the evidence about whether the integration re-

sponse had sizable correlation with continuance commitment is disconcerting.

23

51



24

52

oL i &

However, it should not be concluded that the organization should abolish the
integration response, because it also has considerable positive correlation with
affective commitment. In the light of its positive relation with respect, these
two types of responses might be effective when firms employ them together.
The result of this study showed that individual attributes had no signifi-
cant effect on the relationship between organizational responses and organiza-
tional commitment. This may mean that the organizations' nonwork support

will cover wide range of effectiveness regardless of individual difference.

Limitations and future research

This research design was cross-sectional, and could not show causal
relationships. People who were committed to the organization might have
perceived more support from the organization for their nonwork life than ones
who were not. Another limitation was that only five organizations participated
in this study, and the extent to which the findings can be generalized remains
unknown.

We defined corporate welfare as the integration response in this study,
because of the similarity between the wide range of services and facilities
usually provided for employees and their families and Kirchmeyer's (1995)
terminology. Indeed, the firms which participated in this study had services
or programs that seemed to correspond to the integration response. Although
many of welfare services in Japanese firms are surely integrating employee's
nonwork life in their affairs (Dore, 1973; Lincoln and Kalleberg, 1990), single-
item measure is not ideal admittedly. However, the intent of this study was
mainly exploratory to construct a framework for examining the effectiveness
of organizational responses to nonwork. Future studies will need to develop

reliable instruments to measure integration as well as respect containing broad
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programs and services for employee's nonwork life. Recently, employee de-
mands for such corporate welfare have become diversified as a result of the
diversification of workers themselves and their sense of values. Given this
rapid transition and diversification in nonwork demands, it will be necessary to
confirm the conceptual validity itself by incorporating a variety of services and
programs. Also, there could be response types other than respect and integra-
tion.

The subjective perception of organizational responses instead of objec-
tive indicators of nonwork support was employed in this study because percep-
tion but not actual environmental condition was assumed to influence people's
attitudes directly. However, objective measures such as actual implementation
of these practices, and allocation of finance to these practices might be fruitful
for constructing a framework. If a dynamic framework including objective in-
dicators together with employees' perception can be developed, it will provide
a basis for understanding and implementing organizational responses to non-
work.

The results showed that parental status and occupational categories did
not influence the relationship between organizational response to nonwork and
organizational commitment. There might be other factors influencing it. Ota
(2000) pointed out that personal factors like personality and perceived relation-
ship between work-nonwork might influence such multiple role outcomes as
well-being and work attitudes. People with high self-efficacy or positive at-
titudes toward work-nonwork participation may be vulnerable to the respect
type of response, whereas people with low self-efficacy or passive attitudes
may be vulnerable to the integration response.

In future, it will be important not only to establish appropriate scales to

indicate the conceptualization of organizational responses, but also to examine
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the data for different types of industries, and occupational categories with dif-

ferent employment practices.
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