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Chapter 2  The Measures Taken by Private Companies for Promotion of Female 
Employees, etc.

As is the case with the public service, private companies also have taken measures toward 

the promotion of female employees, etc., which have been expanded especially in recent years. 

This chapter provides an overview of the current status of promotion of female employees, etc. 

in Japanese private companies and introduces the results of the field studies and hearings, etc. 

conducted at some private companies that have actively made strong efforts to help women play a 

leading role. Based on the findings from them, an insight will be provided into the points that would 

be helpful in considering promotion of female employees in the public service.

Section 1.  Current Situation of Promotion of Female Employees, etc. in Private 
Companies

Since the enforcement of the Equal Employment Act in 1986, various laws have been developed 

and the administrative measures have been taken in order to support women’s activity in private 

companies, including the Act on the Welfare of Workers Who Take Care of Children or Other Family 

Members Including Childcare and Family Care Leave; the launch of the childcare leave allowance 

in accordance with the Employment Insurance Act; and the Act on Advancement of Measures to 

Support Raising Next-Generation Children. Nevertheless, it is hard to say that promotion of female 

employees has been fully enhanced, as far as the promotion of women to managerial posts, etc. in 

Japanese private companies is concerned, as is the case with national public employees.

For instance, concerning the ratio of women among managerial personnel by position level 

(in the companies with more than 100 employees) in 1985 prior to the enforcement of the Equal 

Employment Act and the recent one in 2013, according to the “Basic Survey on Wage Structure” 

conducted by the Ministry of Health, Labour and Welfare, the ratio of women in private companies at 

the rank of department director level increased from 1.0% to 5.1%; at the rank of director level from 

1.6% to 8.5%; and at the rank of the unit chief level from 3.9% to 15.4%. Taking into consideration 

the passage of about thirty years, the ratio of women who are promoted to the posts equivalent to 

department director and director have not increased sufficiently and still remain at a low level (Figure 

13).
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Furthermore, with regard to the state of the Positive Action (voluntary and positive measures 

taken by companies with the aim of eliminating gender gap, which has emerged among male and 

female workers due to fixed perception of role sharing historical background) carried out by private 

companies, according to the “Basic Survey of Gender Equality in Employment Management” 

conducted in FY 2012, 71.4% of companies with more than 5,000 employees replied “We are 

taking the Positive Action”, while only 32.5% of companies with more than 30 employees chose 

the same answer. This suggests that large companies actively work on support for women’s activity 

whereas small companies have not sufficiently taken such a measure. Moreover, according to recent 

articles, such as media reports, on the issues that should be addressed to promote women’s activity, 

new issues have been frequently raised, including methods to make up for the period absent from 

work due to childcare; review of the working style itself of fulltime employees with long overtime 

working hours; and males’ active participation in housework and child-raising, in addition to the 

conventional Positive Action (expansion of employment and job category for women; extension of 

women’s length of service through implementing support measures for balancing work and family 

life; change in the way of thinking by the management, managerial personnel and male employees; 

and an increase in female managerial personnel, etc.).

Section 2.  Surveys and Hearings, etc. With Private Companies
1.   Surveys and Hearings, etc. With Private Companies that Have Actively Taken Measures for 
Women’s Active Roles

While private companies started again to actively work on the promotion of female employees, 

etc. today, some of them have for a long time engaged actively in the promotion of women’s activity, 

including advancement of female employees to managerial posts, etc. For the study toward further 

promotion of female national public employees, it is considered effective to learn the reasons these 
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companies started to work for further promoting women’s activity and the concepts of various 

measures, etc.

From such viewpoints, the NPA conducted the field studies and hearings with four private 

companies with high reputation among various fields as the companies actively taking measures to 

promote women’s active roles. In addition, the NPA interviewed the female front-runners (female 

executives or female department directors) thanks to the cooperation from each company. These 

female members of management have built their careers after being recruited around the time when 

the Equal Employment Act was put into effect and moved up the career ladder under the recent 

policy of each company to actively promote women’s active roles.

2.   Overview of Four Companies Subject to the Survey 
The overview of the companies subject to the survey is provided here as follows.

(1)  Company A (A bank with a company group of more than 10,000 employees) (“Employees” 
refer to full-time employees, and the same shall apply hereafter.)

Company A has a relatively high ratio of female employees, at over 40%, due to its business 

category. The company does not have a female executive, but has a comparatively high ratio of 

female employees among those at the rank of director and department director, with approximately 

20 % and 4% respectively. With the loss of human resources associated with the downturn in 

business as a backdrop, the top-level executives lately proposed a clear policy to promote women’s 

active roles as a latent power. The company also carried out measures, such as introduction of 

the system, which allows employees to choose a home base for their work and a job category. 

Furthermore, with respect to personnel management, the company rapidly promoted the expansion of 

the scope of women’s duties and the advancement of women to executive posts.

(2)  Company B (A security firm with a company group of more than 10,000 employees)
Company B also has a ratio of female employees roughly at 40%. So far, the company has 

appointed five female executives, who have been with the company from the start of their career, 

to the executives. The ratio of women among the entire branch managers is also relatively high, at 

around 15%. Lately, the company changed its employment policy for women and started to hire 

female employees mainly as career-track employees and regional career-track employees who won’t 

be relocated to distant place. The company also unveiled a clear policy to support women based 

on ability and performance. The company has implemented various distinctive policies, such as 

simultaneous promotion of more than one female employee and a thorough implementation of the 

practice to force employees, including managerial personnel, to leave the office before 7:00 pm.

(3)  Company C (A manufacturer with more than 30,000 employees)
As is the case with other manufacturers, the current ratio of female employees at Company C 

is not very high, less than 20%. This company, however, proposed a clear management strategy 

focusing on globalization and diversification with an eye toward strengthening its competitiveness 
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that is required for their overseas business development. To this end, the company has reinforced 

recruitment of women and taken measures to promote female employees. For instance, the company 

unveiled numerical targets in and outside that the company to appoint a female executive by next 

year and to have female managerial personnel more than double the current level in a few years.

(4)  Company D (A manufacturer with more than 10, 000 employees)
Whereas the current ratio of female employees at Company D, which is also a manufacturer, is 

not very high, at around 10%, the company has appointed one female executive, who has been with 

the company from the start of her career. In addition, Company D puts an emphasis on recruitment 

of women and makes efforts to improve support measures for balancing work and childcare, for 

instance through providing a large-scale in-house childcare facility. In addition to that, lately the 

company implements well-planned measures to develop female employees, who are candidates for 

managerial personnel, proposing a clear career path.

3.   Results of the Surveys and Hearings
The information and knowledge, etc. gained through the surveys and hearings are shown as 

follows through picking up some main results in each category and incorporating some comments 

of female executives, etc. Please note that the items selected here may include the background 

circumstances, etc. specific to each company.

(1)  The Basic Measure to Promote Advancement of Female Employees

・  Company A used to provide the employment management system comprising “managerial/

professional positions” and “clerical positions”. Lately, for the purpose of further promoting women’s 

activity, the company converted from this to the new system, which allows employees to choose a 

home base for their work and a job category (corporate business, retail business and administration/

service).

Comment from a department director in charge of diversity at Company A
I think this is a trend, not exclusively for our company but also for all banks. Under the system 

comprising career and non-career courses, the employees in the career course are assigned to the 
corporate sales division and have possibility of getting transferred across Japan. On the other hand, 
the employees in the non-career course are assigned to the retail sales or administrative/service 
divisions and have little chance of getting transferred. This system virtually divided the course for 
men and women.

The system to choose a home base for work enables both male and female employees to 
select the area for transfer either from the Kanto region or the Kansai region. Before introducing 
this system, some of male employees, who had bought their own houses, worried about transfer 
because they were not sure when they would be able to return once they got transferred. In 
addition, female employees should have had a hard time in creating their own life plans because
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they were not sure when and where they might get transferred. Furthermore, the point of the 
system, which allows each employee to select a division from retail sales, corporate sales or 
administrative/service and to choose the direction for career development, is that employees 
themselves make their own selection regardless of gender, though the corporate sales division 
tends to have more male employees, while the administration/service divisions tend to have more 
female employees.

・　Since ten years ago, Company B has thoroughly adopted the merit system under the strong 

leadership of the top management with a view to fairly evaluating human resources. In addition, the 

company actively informs all employees of the promotion results and the employees who are playing 

active parts in the company.

Comment from the top management at Company B
We revised the evaluation criteria in response to the tremendous change in the business 

environment surrounding our company. On that basis, we made the policy obvious to anyone in 
the company that the employees, both men and women, are evaluated and promoted equally if 
they achieve the same results.

Comment from the director of personnel department at Company B
Whereas our company has long maintained the personnel philosophy to fairly evaluate 

personnel based on ability and results, there was an atmosphere that superiors did not expect too 
much of women as candidates for managerial personnel. Despite that, the top management laid 
out the policy and made a big change in such a situation. Today, women are promoted to branch 
managers or executives based on their abilities, not as symbolic practices.

Comment from a female executive director, who is a front-runner at Company B
At our company, positions and remuneration vary greatly depending on how we work. We 

always have a sense of crisis that we cannot remain at the same post unless we work hard and 
contribute to the company, regardless of how many female branch managers or female department 
directors we have.

・　Some companies take measures for promotion of female employees by setting a numerical 

target, for instance, the number of managerial personnel. Meanwhile, Company C has reinforced 

employment of female employees and set the goal through experiencing a preparatory stage since 

more than ten years ago, not simply setting a numerical target.
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Comment from a deputy department manager in charge of diversity at Company C
As a result of reinforcing employment of women since 2000, those who were employed since 

that time can be appointed to directors in a few years from now. If they gain career experience, 
achieve successful results and continue to be active, it should be possible to achieve the goal 
to increase the number of female managerial personnel to more than double compared with the 
current level.

There have been arguments for and against the establishment of a numerical target. We have 
carried out discussions as much as possible; seriously taken various opinions that were presented 
to us; clearly showed the target as the management decision once we are determined to establish 
and achieve the goal; and taken the measures by intentionally setting a higher numerical target. 
We do not have to keep the target forever. Instead, we will not need to set a numerical target once 
we have a certain population of female leaders. At present, however, we need to take measures 
believing that establishment of the target and support for a wide variety of active personnel, 
including women, will expand our business and reinforce our competitiveness. Our basic policy 
for promotion is to appoint the personnel who can fulfill their abilities available and maximize the 
result. There is no difference between men and women here.

(2)  Understanding from Superiors and Colleagues and Importance of Role Models

・　Looking into the way in which the current female senior staffs, who were employed around 

the time when the Equal Employment Act was put into effect, moved up the career ladder to the 

executive candidates different from other female employees?, it is essential that high abilities of such 

women and the understanding from their superiors and colleagues about women’s active roles should 

match each other.

Comment from a female department director, who is a front-runner at Company A
When I entered this bank, the society was dominated by men. Therefore, it was considered 

that three years were enough for female employees to work at a bank. I also thought that I would 
quit my job after getting married and having a child because it would be impossible for me to 
keep balance between work and family life. But I was recommended from my boss at that time to 
“develop your career path to prepare for the upcoming age for working women.”

I really appreciate my branch manager at that time, who took the initiative in creating an 
atmosphere that encouraged everyone to support me. I once faced problems after I had my child, 
when my mother-in-law returned to her own home and I had nobody to take care of my child. But 
I had to go to the office. In such an occasion, my colleagues looked after my child with me at the 
branch. I believe such an environment helped me continue my career.

・　Even the women on “managerial/professional positions” may not necessarily have a strong 

ambition for their promotion. The following comment from the front-runner conveys interesting 

aspects of jobs that can be gained through getting promoted.
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Comment from a female executive, who is a front-runner at Company D
I always talk to younger staff that “the higher the position is, the more chance to do what we 

want.” Those who say that “I am not interested in promotion” may say such a thing just because 
they have no experience. It should be interesting to do things in the way you like rather than doing 
what you are told to do while thinking “something is wrong” in your mind.

For example, I recommended taking the examination for promotion to a woman who had 
returned to work after taking childcare leave though she was not interested in taking such an 
examination. When she really got promoted, she had a different feeling, saying “It was fortunate 
for me that you told me to take the exam at that time.”

・　Women need a considerably long period of time and have difficulties in acquiring know-how 

and style of work if they are assigned to a new area of their work or have no role model (a model that 

they want to become in future) due to a lack of female managerial personnel, etc.

Comment from a female department director, who is a front-runner at Company C
When I started to work, our company had just begun to hire saleswomen and I had no female 

superior who could be a role model around me. Therefore, I tried to create my own sales style. 
First, I just did the same thing as male superiors, but I got stuck at some point. I had a difficult 
time in developing my own style.

When I was first appointed to a director, which is a managerial post, I had not acquired my 
own sales style yet. In addition to that, I had no clear idea of what the director was supposed to do. 
I was very disturbed. I agonized over filling a gap between the impression of a male director and 
myself for around one year. I probably confused the people around me as well. With some bumps 
and detours, I finally decided that I had no choice but to do in my own style and achieve results 
even if I could not fill the gap.

・　The following case, in which promotion of a female employee to a managerial post was realized 

for the first time, points out that the female employee concerned gained acceptance of her promotion 

from the people around her by responding to the opportunities, given by her boss, to achieve 

satisfactory results.

Comment from a female corporate officer, who is a front-runner at Company D
When I was promoted to a post just below director, my boss at that time said to me, “As long 

as you get promoted in a male-dominated society, find a way to work that can be valued by males. 
If I spoil you, you will have a difficult time in your work later. Therefore, I will be hard on you to 
the degree that the people around us feel sorry for you.” Responding to what I was told from my 
boss, I achieved satisfactory results even by accepting the tough work to transfer many employees to 
subsidiaries. In order to promote advancement of female employees to an upper post, it is the right 
way to offer them an opportunity first, and then, the female employee concerned responds to it.
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(3)  Emphasis on Planned Nature and Diversity in Development

・　In the earliest years, the company started by assigning female employees to managerial posts. 

Today, we have a firmly-established idea that career development in a planned manner is required for 

both men and women in order to get promoted to upper posts. Both superiors and subordinates are 

giving support for extensive career development.

Comment from a female executive director, who is a front-runner at Company B
When I was director, my boss suddenly called me and asked, “How would you like to assume 

a branch manager?” Now, even women are conscious of career development in the same manner 
with men. But at that time, our company just started to assign women to posts and let them work. 
Various things happened when I managed the branch. I, however, did not have much experience 
and had no choice but to make predictions by using something other than work experience. 
Therefore, today, some employees are assigned to the post, which serves as a link between 
branches and the headquarters, and are in charge of or visit various branches to learn many things 
for about one year before getting promoted to a branch manager.

I always try to offer my subordinates, regardless of whether they are men or women, various 
experiences to develop their careers. If my subordinates hope to work overseas or to be transferred 
to some specific division, I have tried my best to pave the way to fulfill their hopes.

・　Most of female employees used to be assigned to some specific posts. In recent years, however, 
the company has laid out the policy to treat capable women as the candidates for executives from 
an early stage and systematically develop such employees through offering them extensive work 
experience.

Comment from a female corporate officer, who is a front-runner at Company D
Basically, our company is very favorable to female employees and does not tend to assign 

them to tough divisions or dispatch them overseas. But I do not think such a development style is a 
good one. If I had had experience of working overseas or at factories, I could have become a more 
excellent business person. I feel the limits of myself here.

I do not believe in the “sense of women.” Women are often assigned to divisions related to 
environment or public relations. Nevertheless, the scope of women’s duties will not expand unless 
someone enters a field, whether development, production or sales division, and paves the way.

Lately, our company also has laid out the policy to select the candidates for executives at an 
early stage and to systematically develop such employees. What I expect our company to do is 
to thoroughly develop the employees, whether they are men or women, who are selected as the 
candidates for executives, step-by-step in a proper way.

In fact, however, each company, including us, sticks too much to numerical targets for 
women’s promotion and often promotes personnel who are on a proper development path to an 
upper post by cutting the process without gaining necessary work experience. Such a trend is not 
very effective for the employees themselves or for the companies.
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・　Factors such as diversity and change are also emphasized as the reasons for choosing female 

employees instead of males when selecting executives from candidates.

Comment from a female department director, who is a front-runner at Company C
When I was promoted to the department director, I had another rival, who was a male 

candidate. My boss told me the reason why I was finally recommended as the department director 
as follows, “The male candidate is very excellent personnel, and it is easy to expect that he will 
normally achieve results and become a good department director. But I think that you will do 
something new and interesting even if you couldn’t achieve satisfactory results.” We can make a 
change, whether we prefer it or not, if we add new personnel with a different character. I think my 
boss promoted me to the department director expecting a change.

Comment from a deputy department manager in charge of diversity at Company C
Globalization is our top priority as the management policy of our group companies. In order 

to properly respond to a change in a severe business environment in the global market, to meet 
the needs of our customers, and to deliver value to them, it is important to diversify members 
and achieve the right personnel at the right place in the entire group on a global basis instead of 
conducting business in a traditional and monocultural organization/idea. This is a major premise 
for creating a very competitive organization.

(4)  Motivation for Returning to Core Workforce and for Promotion After Taking Childcare 
Leave

・　It is important to train female employees who have returned to work after taking childcare leave, 
etc. through offering them work experience in the same manner as male employees, rather than only 
making them catch up in terms of treatment.

Comment from a female corporate officer, who is a front-runner at Company D
Those who are seriously considering to get promoted as much as possible after returning from 

childcare leave might want to return to core track as soon as possible even if selecting a slow 
working style for a certain period of time.

Those who were absent from work due to childcare, etc. should properly gain work experience 
to make up for such a period without rushing to get promoted before achieving results even if their 
promotion is delayed for a few years. It wouldn’t be possible to offer them training to make up for 
their lack of work experience.

I always say to female employees who have experienced short-time work, who cannot be 
transferred overseas or to local cities, or who cannot work at night, “Who cares about a delay of 
one or two years?” My promotion was ten years behind (due to lack of opportunities for women to 
get promoted in the past). But I could finally be promoted up to executive because I was given the 
opportunities to be engaged in important duties, though later than the male employees who joined 
this company in the same year.
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・　The company prepares motivation to return to core workforce after taking childcare leave, 

making it possible for the employees, who took leave, to catch up by making results later.

Comment from a female executive director, who is a front-runner at Company B
At our company, the employees, who have returned from an absence are basically returned 

to the division, where they used to belong before taking childcare leave. It would be hard for the 
employees who worked in the sales division before to return to the front line right after taking 
leave. Therefore, they are provided with an opportunity to choose a course which allows them to 
resume work at the Client Support Division, which performs back-office tasks for all customers. 
There is no big difference in remuneration between the employees who take this course and the 
rest. Their bonus, however, is totally different from that of other employees. It is quite natural. Our 
company has long been very clear in such a matter.

Comment from the director of personnel department at Company B
Our company has long adopted the merit system instead of seniority system. Therefore, the 

employees have plenty of opportunities to catch up later after returning to work if they work 
properly. Many of our employees who start with the Client Support Division after taking childcare 
leave often say that they are willing to return to the sales field where employees are individually 
graded, once they restore their sense for work. In recent years, the employees on childcare leave 
have a chance to get promoted if their previous performance is excellent. Everybody in our 
company is satisfied with such a practice.

There are various routes for promotion to executives, and there is no specific thing that should 
be done at a specific period of time to get promoted. In the future, an increasing number of our 
employees, even males, may have to choose short-time work in order to take care of their family 
members, and we will need a personnel system that enables them to make up for the period of 
absence from work. I believe every workplace needs a system that allows the employees on a 
leave to catch up later in order to make the best use of abilities of all employees.

(5)  Reduction of Working Hours 

・　The conversion of the working style by thoroughly enforcing the employees to leave the office 

before 7:00 pm in a top-down style, turned out to be a decisive measure to help women more 

actively, although it was not intentionally designed especially for females.

Comment from the director of personnel department at Company B
Following the instruction from the president, we introduced it thorough enforcement of 

leaving the office before 7:00 pm without prior consultation. As expected, some of our employees 
opposed to it, and the telephones at the personnel department kept ringing. However, we asked 
every branch across the country to make a report to the personnel department about the number of 
employees who stayed at the office after 7:00 pm. We repeatedly ordered the branches that did not 
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・　How to deal with working style of male employees, such as long overtime working hours, is an 

important issue as the direction for the future measures.

Comment from a department director in charge of diversity at Company A
We tend to focus only on women. However, the workplace, where women can work properly, 

should be a place where even male employees can benefit from short working hours and 
participate in housework and childcare. The acquisition rate of childcare leave by males at our 
company is still less than 10%. For ten years from now, we endeavor to realize a workplace where 
women can work actively, believing that such a work environment is friendly also to males.

Section 3.  Summary~ Suggestions for Measures for Promotion of Women, etc. in 
the Public Service~

The results of the surveys and hearings with four private companies as described before are 

extremely thought-provoking also to consider measures for the promotion of female employees, etc. 

in the public service.

1.   Expansion of the Field for Women’s Active Roles 
It is necessary to transform organizations to those where women can fulfill their abilities, from 

places where women couldn’t necessarily be active. To this end, the first thing to do is to properly 

initially appoint women as the power for organizations, and then to expand the scope of their duties. 

Furthermore, it is required to establish a system first that allows female employees to maintain a 

balance between work and family life without any anxiety at the time of childbirth or childcare.

Therefore, companies which are actively promoting women’s active roles are taking various 

measures, including introduction of the system that allows employees to choose a home base for their 

work or job category, establishment of a numerical target for the number of managerial personnel, 

etc. after reinforcing initial appointment of female employees, and promotion of employees, 

regardless of gender, based on the merit system.

observe this system to thoroughly implement it.
As a result of taking this measure, actual working hours were absolutely reduced. Our 

employees settled down to work to complete it, and therefore we are having highly-concentrated 
time in the daytime. Our performance did not decline, compared with before. I think our 
employees understood the policy of our company to do our best both in work and private life as is 
described in the words, “Work Hard and Live Hard.”
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2.  Making a Change in the Personnel Management Following the Clear Top Management 
Decision

The active measures are pervaded within an organization through setting out the reasons why 

women’s active roles are required and their directions in the top management decision or the 

company’s management policy.

3.   Systematic Offering of Work Experience With an Eye Toward Managerial Personnel
The measures have been implemented to systematically offer also female employees 

opportunities to achieve results and to extensively experience jobs from an early stage, as has been 

done naturally for male employees, without limiting the scope of duties.

In addition, the measures have been implemented to inform all employees of the women’s active 

roles in the company and to communicate to younger employees significance of aiming at promotion 

so that women themselves can aspire for promotion.

4.   Implementation of Flexible Personnel Management Without Impact From the Handicaps 
Specific to Women

Under the current circumstances, it is hard for female employees taking care of their child/

children to balance between work and childcare even with improvement of the support measures 

for work-life balance. It is considered effective to conduct personnel management that enables such 

employees to have the same work experience, regardless of seniority, even at a different time from 

male employees as well as to prepare a slow working style for the employees who have just returned 

to work from leave and to take measures to motivate employees to return to the core workforce as 

soon as possible.

5.   Workplace Friendly Also to Male Employees
It is necessary to create a workplace where even male employees can benefit from short work 

hours and participate in housework and childcare in order to foster a work environment where 

women can easily work as the core workforce. Therefore, the measures have been carried out to 

enforce all employees to leave the office at a designated time and to encourage male employees to 

actively participate in housework and childcare.
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Column: Interview with the Top Management at Company B (Excerpt)

I worked on the thorough enforcement of employees to leave the office before 7:00 pm when 
I considered what should be done to create the company where all employees, regardless of men 
and women, can work actively amid a changing business model.

When I was young, I had no idea what time I could go home. Since such a situation continued, 
I made a complaint to and argued with the branch manager, in the folly of youth, saying, “It should 
be wrong to work so late.” I had long thought that working till late at night was meaningless. If 
the work finishes at the fixed time every day, all employees will spend time more efficiently and 
can easily make plans for the time after leaving the office, facilitating work for the employees 
including those with children, in particular women. Therefore, I worked on this practice believing 
that I had to do this.

There was a great deal of resistance to the introduction because I was trying to change the 
work style that had been in practice for over 100 years. The Vice President and other executives 
came and said to me as follows: “Mr. President, it is very great trying to do various things, but this 
is absolutely impossible”; or “We have more and more business to do. So, it sounds paradoxical to 
enforce the employees to leave the office earlier. We will have many complaints.” But I said, “No. 
We should do it absolutely.” Aiming at thoroughly putting it into practice, I ordered each branch to 
make a report every day to the personnel department of the time they locked and left the branch.

I found from the report that the branch managers sent younger employees, who were subject to 
the overtime allowance, to go home earlier, and the managerial personnel, who were not entitled to 
the allowance, were doing the remaining business. Therefore, I kept strictly saying, “This system 
is designed for the managerial personnel like you.” As a result, most of the branches finished the 
work by 7:00 pm in a few months later.

Today, employees do not tend to waste time because they are numerically evaluated. 
Therefore, they virtually spend a highly-concentrated working time lately compared with the days 
when we were working as employees.

As a result, we did not confront any issues that had concerned us. For instance, one of the 
employees talked to me, “I have a major client to whom I have to make a call at 8:00 pm without 
fail.” Then, I replied to the employee as follows; “Explain that we have introduced this system 
and ask the client to let you make a call at 6:30 pm or first thing in the next morning.” If the 
employees in charge desperately make an explanation, no client would demand the conventional 
way. Especially, our long-time customers would surely accept our request.

Actually, the top sales person was in charge of such a major client, and therefore, could get the 
consent properly of the client. It is very natural. Because of the persuasive ability, the employee 
could remain in the position of a top sales person.


