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Abstract

The aim of this paper was to elucidate the reasons why MA holders
were less valued in the Japanese labor market as compared to MS holders,
who received a greater degree of appreciation during interviews with
executive Human Resource officers from nine of Japan’s major corporations.
The conclusions are as follows: 1. Companies held the stereotype that the
specialization and knowledge of MA holders were not useful for their
organization; 2. Companies evaluated the personal characteristics of MA
degree holders negatively due to the assumption that their specialized
learning resulted in pride; and 3. Companies believed that employing fresh
college graduates and providing in-house training was more efficient than
hiring MA holders. These illusions resulted from companies having had few
opportunities to evaluate MA holders’ actual job performance. Future
research should evaluate which factors may serve to overcome these
immutable stereotypes within the Japanese labor market. It is suggested that
the global economy may play a role in transforming existing structures.

Keywords: Japanese labor market, MA holders, employers’ logic, specialized
knowledge, in-house training
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Introduction

The aim of this paper is to elucidate the reason why those who have
completed a Master of Arts degree (MA holders) are not valued in the Japanese
labor market while those who have completed a Master of Science degree (MS
holders) are receiving a certain level of appreciation by interviewing executive
officers and managers of human resources of Japan’s major companies.

First of all, I will briefly show the size of MA and MS by specialized fields
in Japanese higher education. The specialized fields in Table 1 is the

classification by the Ministry of Education in Japan.

Table 1 The Size of MA and MS by Specialized Fields (%)

The Ratio of New Entrance Ratio Into Master

Degree Specialized Fields Entrants Courses of Study1
Humanities 5.7 4.1
Social Sciences 6.7 2.2
Domestic Sciences 0.8 2.7
MA Education 4.0 5.2
Art 2.1 8.4
Other MA 4.1 6.9
Natural Sciences 12.6 42.1
Engineering 52.8 36.2
MS Agriculture 6.9 25.1
Health Sciences 4.2 6.1
Marin Sciences 0.1 30.1
Total (N) 100.0 (60,015) 11.0

Note. The Ministry of Education (2018). Basic Survey of Education.

Each number is the ratio of MA or MS students of each specialized field divided
by number of students who graduate from undergraduate corresponding to the
field in the same age cohort. Total number 11.0 means that the ratio of MA or
MS students divided by number of students who graduate from undergraduate in
the same age cohort.
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As shown in the left column of Table 1, the biggest part of new entrants in
Master courses of study is Engineering (52.9%) and the ratio of MS courses are
72.5%. Each field of MA students is very few and its total is only 37.5%. The
center column shows entrance ratio into Master courses of study. There is a
hypothesis in these ratios that undergraduate students in a certain specialized
field enter into the same specialized field in Master courses of study. Many
undergraduate students in Natural Sciences and Engineering enter into Master
courses of study. However, the ratio of undergraduate students in BA who enter
into Master courses of study is very low. Basically the size of MA compared
with MA is quite small in Japan.

Because of its small size of MA, the number of MA holders who newly
enter into the labor market is also few. As shown in Table 2, the ratio of MA
holders who enter into the labor market is only 3.4% among bachelor degree
holders and master degree holders. Specialization fields and degree levels are
not basically considered at the time of employment in Japan. The recruitment
category is only divided into Arts and Sciences. Due to these recruitment
customs, recruitment staff in private companies have few opportunity to meet
MA holders at the time of recruitment and they may have no concern who has

MA holders. Based on this overview, I will analyze the aim of this paper.

Table 2 Newly Entrants Into the Labor Market

Degree Level BA Holders BS Holders MA Holders MS Holders Total (N)

% 64.8 23.8 3.4 8.0 100.0
(499,245)

Note. The Ministry of Education (2018). Basic Survey Education.

First, let us confirm the number of employees by Japanese companies based
on the academic degrees. “The 2021 Shushoku Shikiho (Ff#FVTE#) (integrated
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version)”2 lists the number of female and male employees by 1,303 companies
in 2018 based on their academic degrees (Table 3). Companies listed here are
mostly big and prestigious ones in Japan. Such companies employ more
humanities/social sciences students than science/engineering students when
employing those with bachelor’s degrees (bachelor’s degree holders), but when
it comes to employ those with master’s degrees, they clearly employ a limited
number of MA holders for both male and female. For male graduates of science,
more people are employed as MS holder than bachelor’s degree holders. Make
up of academic degrees at major companies in Japan is as follows: bachelor’s
degree holders are employed for clerical posts, and half MS holders and half BS

holders constitute technical posts when males and females are combined.

Table 3 The Number of Employees by Gender, by Academic
Degrees, and by Arts/Science in 2018 (number of people)

BA Holders BS Holders MA Holders MS Holders Total (N)

Male 42.9 25.9 0.9 30.3 100.0(46,337)
Female 69.3 17.9 1.7 11.1 100.0(24,837)
Total 52.1 23.1 1.2 23.6 100.0(71,174)

Note. Calculated from Toyo Keizai Inc. (2019) “The 2021 Shushoku Shikiho
(integrated version)” by the author.

The ratio of students in master’s degrees in 2018 was 1:3.4 for
humanities/social sciences: science/engineering, but the ratio of master’s degree
holders employed (Table 1) is 1:20 for humanities/social sciences:
science/engineering. It clearly shows how MA holders are not being employed
by companies. Why are MA holders so underappreciated by the Japanese labor

market?

2 It runs the information of Japanese companies for college students who seek

jobs and is published every year.
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To that question, Yoshida (2014) proposed an analytical framework in
which she assumed graduate school, students, and company as three actors
associated with this problem, and examined the relationship of two adjacent
corners of a triangle made of three actors. She hypothesized that inconsistency
within each relationship may be inhibiting the employing of MA holders by
companies. It showed that in terms of the relationship of students and
companies, when focusing on students based on the interview on the awareness
and behavior of MBA holders with work experience, though he/she studied hard
with strong desire to learn at graduate schools and recognized the usefulness of
graduate school education, awareness of directly linking the contents and results
of their learning with work was weak. To companies that see such awareness and
behavior of graduate degree holders, it appears unclear what their employees
learned in graduate schools and what skills they have. This may be a cause of
keeping the perception of MA holders low among companies.

Some researches that analyzed evaluation of MA holders by companies
included those by Deai (2005), Hamanaka (2014, 2015), and Yoshida (2015).
These articles are characterized by clearly showing that companies negatively
view MA holders. Deai clarified through interviewing managers of human
resources that companies have an idea, where since it is unclear how learning in
graduate schools impacts the work and internal evaluation is based on the
achievement on tasks, master’s degree alone is not enough for evaluation.

Hamanaka (2014) used the interview on MBA holders and human resources
supervisors. According to her, master’s degree holders increase their critical
thinking skills along with acquisition of disciplinary knowledge in graduate
schools, but companies tend to avoid employing them because companies
recongnize their increased critical thinking skills as lack of honesty.

Hamanaka (2015) also analyzed the questionnaire survey conducted on the
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job interview supervisors of companies and indicated that those who actively
learned during college years and those with more experiences of interviews
evaluated MA holders higher; and thus, as interviews with such background
increase in number, evaluation of MA holders might increase.

Yoshida (2015) used the same data as Hamanaka (2015) to analyze the
relationship between the level of globalization and desired human resources at
companies, and showed that compared to foreign-owned companies, Japanese
companies (even with higher level of globalization) had less desire to employ
minorities such as women, foreigners and advanced degree holders than
majorities such as men, Japanese and bachelor’s degree holders. She also
showed that demand for master’s degree holders was especially low for clerical
jobs.

These researches which analyzed evaluation of master’s degree holders by
companies are summarized in Table 4, except Yoshida (2012) who argued based
on the characteristics of students. Among those, Deai (2005) and Hamanaka
(2014) can be grouped as researches that focused on disciplinary knowledge and
skills acquired in graduate school, while Hamanaka (2015) and Yoshida (2015)
can be grouped as researches that focused on difference in characteristics of
companies.

These researches clarified the difference in evaluation of master’s degree
holders based on characteristics of companies and recruitment supervisors;
however, they did not look at evaluation of master’s degree holders from the
logic of work at companies, especially the relationship with how clerical work is
performed. When employing, companies tend to choose Bachelor of Arts over
Master of Arts, and Master of Science over Bachelor of Science. This is not a
decision based on difference between bachelor’s and master’s degrees

themselves but instead is a result of focusing on specific manners with which
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Table 4 Companies’ Perspectives on Employing MA Holders

Previous Deai (2005) Hamanaka Hamanaka Yoshida
Studies (2014) (2015) (2015)
Companies’ Learning in Critical Negative of MA Negative of
evaluation of graduate school thinking skills holders diversity
master’s degrees is different of master’s (including MA
from degree holder is holders)
achievements at the hinderance
work
Characteristics Those with less Japanese
of companies learning at companies
and recruitment college and compared to
supervisors interview foreign-owned
experiences companies

clerical work and technical work are performed within companies when
evaluating master’s degree holders. By elucidating the relationship with logic of
work, we hope to further investigate the reason why MA holders are evaluated
critically.

Here, logic of work is examined in Figure 1. We can set three dimensions
as an analytical framework: (1) recruitment, (2) tasks and method of allocating
work by employers, and (3) training and treatment of employees. Each
dimensions are examined for the logic from both sides: A. company’s logic for
work and B. evaluation of MA holders by executive officers of human resources.
As needed, we make comparison with MS holders and technical posts to clarify
the structure of the reason why MA holders are not actively being employed.

To answer this question, this paper used the interview conducted on
executive officers and managers of human resources at nine major companies in
Japan between June and October 2014, as an analytical data. As shown in Table
3, companies that participated in the interview are diverse in their company
types. As for the interview, there was a case where staff other than those

requested to participate had been present, which made the total more than nine;
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Examining this relationD

/

A. Company’s logic for work ]

>
| Recruitment 2. Tasks and 3. Training and
- Rectuitmen methods of tasks treatment
>

B. Evaluation of MA holders ]

Figure 1 Analytical Framework

however, responses from multiple members of the same company are treated as
responses of one company. The number of companies we interviewed was only
nine; however, the details of responses were surprisingly similar relative to
minor difference in their company types. Therefore, we assume that their
responses present the perspectives of major Japanese companies beyond
company types.

Table 5 shows the number of employees by interviewed companies based
on types of academic degrees in 2018 (there are one company each that had data
from 2016 and 2017). This table shows that there are more BA holders and MS
holders being employed, which was especially noticeable for construction,
machine, and chemical manufacturers. For all companies, employing of MA
holders is clearly rare.

According to the analytical framework (Figure 1), we examine (1) the
relationship of employment policy for MA holders during recruitment policy and
evaluation of master’s degree holders, (2) the relationship between company’s

tasks and methods of work, and evaluation of MA holders, and (3) the
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Table 5 The Company Types, Positions, and Number of New

Employees for the Interviewees

Company Positions BA BS MA MS
Type Holders Holders Holders Holders

Construction Human resources 43 85 0 119
manager

Machine Executive officer of 28 19 0 139%
human resources
and labor

Chemistry Executive officer of 31 13 0 151
human resources

Food 1 Executive officer of 27 5 0 12
human resources

Food 2 Human resources 26 2 0 15
manager

Bank Recruitment leader No information

Stocks Human resources 285 26 8 20
development
manager

Insurance Executive officer of 133 10 3 12°

human resources

and manager of

marketing human

resources
Air Executive officer of 45 33 3 41
transportation human resources

“2017 data, "2016 data
Note. Source for the number of employees: Toyo Keizai Inc. (2019) “the 2021

Shushoku Shikiho (integrated version)”.
relationship between company’s practice during in-house training and their
treatment of MA holders. Then we structurally show why MA holders are not

appreciated in the labor market in Japan.
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Recruitment

Recruitment Policy — Academic Degrees Do Not Have a
Specific Significance

Japanese companies separate clerical jobs and technical jobs when
employing college graduates, but there is no employing that separates between
bachelor’s degree holders and master’s degree holders. All nine companies
interviewed did not separate employees based on their academic degrees, and
emphasized how their recruitment policy did not differentiate employing based

on academic degrees.

Recruitment concept of bachelor’s degree holders and master’s degree
holders is basically the same. There is no preference to graduate degree
holders, and the process is exactly the same. (Construction) (underline

added by the author for the remainder of the manuscript)

If applied at the same window, we make our selections in the interview

without any bias. (Food 2)

Despite these statements, ultimately, MS holders are preferentially
employed for technical positions, while clerical positions mainly employ
bachelor’s degree holders. A company explained this by arguing that there are

more applicants with master’s degree for technical positions.

Actually, graduate students in sciences are really fast [at starting to look
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for a job]. Because of that, positions tend to get filled by graduate
degree holders. For engineering, bachelor’s degree holders are

somewhat more acceptable [for employee], but.... (Food 1)

In sciences and engineering, there are a lot of graduates from civil
engineering and architecture in my company. We would like to employ
bachelor’s degree holders for these majors, but majority of students
looking for a job is graduate students, so we end up employing more

people with graduate degrees. (Construction)

There is a following reason why bachelor’s degree holders are preferred to

master’s degree holders.

Universities barely teach about construction management (omission). We
prefer that our employees intended for construction management quickly
gain work experience and learn in OJT. Someone full of book knowledge

in graduate schools is not useful anyway. (Construction)

It is not necessarily true that master’s degree holders are preferred for
technical jobs, but they end up being employed for such positions. On the other

hand, MA holders are negatively evaluated in the first place.
It has been like that in the past, and I do not believe that we purposely
or actively employ people with master’s degrees now or in the future in

clerical jobs. (Machine)

As seen in Table 3, this company in machines employed 140 MS holders in
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2018, but did not employ any MA holders.
Master’s degree holders employed for clerical positions have some
characteristics to note. One is that they are not limited to MA holders. There are

some MS holders applying for clerical positions.

Only two people [with master’s degree were employed for clerical
positions] in the past five years. This table says total of four, because
two of them graduated from graduate school of science/engineering but

took on clerical jobs. (Construction)

At this company, total employees for clerical positions in the last five years
is 488. Let us look at another example of a MS holder applying for a clerical

position in marketing.

There are employees graduating from veterinary medicine or medicine
applying for “marketing”. In the last five to six years as diversification
has progressed greatly, more MS holders have been applying for clerical

positions outside of their expertise. (Food 2)

In cases of clerical positions, academic departments were never questioned
in the first place; thus, having science background is not questioned at the time
of applying. Since there are many MS holders, it does not appear odd when they
apply for clerical positions.

Another case where master’s degree holders are seen normal is foreign
students who completed Japanese graduate schools. Foreign students are more
common in graduate programs than in undergraduate programs, and there are

cases where master’s degree holders were employed for clerical positions.
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About 20% of our employees are foreign students, meaning, people with
foreign nationalities who graduated from Japanese graduate programs,
especially those from China and Korea (omission). However, we hardly
ever employ Japanese people who graduated from Japanese high school,
went to Japanese university, and completed graduate program
(omission). We happen to have one person in human resources who has a

graduate degree in law, but that is very rare. (Air transportation)

Employing of people with master’s degree for clerical positions is a
happenstance, such as they were foreign students with master’s degrees or a

Japanese employee that happened to have a master’s degree.

Desired Elements for Employees — Communication Skills
and Educational Degrees

Under such employing policy, how do they select the new employees?
Especially during the interview, is there a difference because of academic
degrees and expertise in terms of the interview methods and expectation for
students’ skills? There have been several articles on this topic. Based on the
interview conducted on recruitment supervisors of companies, Iwawaki (2006)
showed that in terms of recruiting BA holders for management track positions,
they aim for higher level of basic and general skills necessary for all types of
jobs instead of skills useful for specific tasks.

According to the logic of recruitment, it is interpreted as “personal

» 3

character. Among companies interviewed, Insurance, Food 2, Air

Using personal character as the employing criteria is not limited to Japan.
American employers are said to look for overall personality traits. Studies have
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transportation, Stock, and Machine used these same words. Meanwhile,
construction used the word “personality” to mean the same thing. “Personality”
in this case is identified by repeating interviews. Employing is decided after at
least three to four interviews, or even five to six interviews, with each of them
being about 30 minutes. But who has the right “personality”? Everyone will
answer that the important point is whether it is someone you want to work

together or not.

There is whether I want to work with the person as my subordinate or not
and if I want to buy financial products from this sales person if [ were a

customer. (Stock)

Image of students we desire is someone [ would like to follow me into my

company and work together. (Insurance)

This means someone who they get along with, which comes from executive
officers of human resources finding commonality in these students®.

When asked how they determine if they want to work with applicants or
not, all companies list what you call communication skills which are recently
recognized most important skills among college students. Let us examine what

communication skills are, and what other skills it is compared with.

shown that it reflects social class, and it has been criticized as the source of
inequality (e.g., Bowls & Gintis (1976/1986) and Collins (1979/1984)).
Recruitment supervisors talk about how employing criteria is ultimately
whether they want to work together or not (e.g., Hirose (2015) and Kusunoki
(2010)). Interestingly, there is no study from a viewpoint of whether social class
has any impact. In addition, there is little attention on social inequality existing
in such viewpoint. The fact that there are so many manuals explaining how to
appeal to employers indicates that there is an idea that there is no impact of
social class and students can change themselves with their own effort.
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First, it is communication skills as interpersonal service skills to customers

and consumers.

I try to have as much conversation as possible during interviews, to
check if they have good communication skills. It is basically a service
Jjob, where we transport customers, so we tend to look for communication
skills, a backbone, and an ability to speak out with confidence. So, we
don't ask what they studied in colleges at the interview. (Air

transportation)

Bank is a customer service, and it is very important to create business
through communication with cunstomers. So that is the type of

communication skills we are looking for. (Bank)

Next, it is interpersonal skills to work in a team.

We cannot help but work in a team, so we do not want anyone who has

poor communication skills or self-centered. (Stock)

We look for communication skills, which we consider the emotional side.
It is not limited to being able to get along with others but also means to
have both subjectivity and initiative, and ability to get along with others.
We look for communication skills, expressed emotional side, and also

desire, like motivation. (Insurance)

Interestingly, these communication skills are compared with academic

degrees and grades at colleges.
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If the person has communication skills, environmental adaptability,
logical thinking skills, and motivation, we don't particularly care about

academic degrees and grades at colleges. (Construction)

Especially in case of clerical positions, communication skills are most
important, which cannot be measured with grades at colleges. It is
difficult to figure that out. We try to find out through their circle

activities at colleges, and so on. (Chemistry)

A technique of measuring communication skills is posing classic questions

such as below during the interview.

The classic and typical question is “what is your achievement during
college life?”, isn't it? I suppose we are trying to find out if they are able

to finish the tasks when given a job. (Food 2)

We ask what they focused on during college lives, what role, what
position, how long, and with what purpose (omission), how they

overcame obstacles (omission). (Insurance)

It is fine if they said, “I have been studying.” I think what is important is
to be able to say “I have not been studying and my grades are not great.
But I achieved these things at college.” We want to see that they can
prove what they have achieved during the interview. Therefore, having
all A’ is not a bad thing. They can just say “I studied very hard.”
(Chemistry)
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What interviewees are looking for to the question of what they focused on
during college years is not academic achievements of students in case of
humanities/social sciences. This is discussed in comparison to science degrees.

We can find it in the following.

What we focus is slightly different. Bachelor’s degree, especially in case
of humanities/social sciences, common questions are “What did you do
as circle activities at college?” and “What kind of a circle did you
join?”. We choose our employees based on their vitality, communication
skills, and potential in these areas. But in case of science degrees,
though these things are still important, we often ask about their
academic achievements. Especially if they have MS degrees, we know
they had additional two years of education, so we ask about their studies
and how they plan to utilize their academic knowledge and skills at our

company. (Construction)

Science degree holders are often asked about their academic achievements
whether their degrees are BS or MS. BA is acceptable, but interviewees are
trying to find out their “personality” from activities they engaged in during
college years. The following question clearly states that specialized or

disciplinary education is not at all valued for clerical positions.

[In case of clerical positions] we do not value specialized or disciplinary
education at college at all for selection of our applicants. Of course, we
value how they grew through their academic focus and how they
overcame obstacles. Interestingly, for example, when applicants say they

studied economics and pursued it to a certain level, then all we can say
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is “that’s it.” (Air transportation)

What is interesting here is that in case of humanities/social sciences,
common logic among companies is that they do not blatantly dismiss academic
achievements at colleges, but they do not value it.

Does it mean academic skills are unquestioned? As an interviewee in a
machine manufacture company said, “Basic academic skills are more necessary
than disciplinary knowledge,” basic academic skills are desired. How are basic

academic skills judged? In short, it is the name of universities in Japan.

In terms of universities, we employ from a wide range of universities,
which includes the University of Tokyo, Hitotsubashi University, Waseda
University, Keio University, and Tokyo Institute of Technology, and in the
Kansai area, Kyoto University, Osaka University, and Kobe University.

(Insurance)

I try not to dismiss the fact that students managed to get into top
universities and graduated. The achievement of passing the entrance
exam and studying in such universities gives a solid track record. If an
applicant says, “I can beat someone from the University of Tokyo,” how

can he/she explain and show the evidence? (Machine)

Interviewed companies employ a large number of graduates from the top
universities. They said they employ students from a wide range of universities,
but they mainly mentioned former imperial universities, while only mentioning
Keio or Waseda as private universities. Being accepted at these top universities

is the proof of basic academic skills which applicants have, and with that, added
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value of four years of studying is not important. When employing for clerical
positions, level of universities they applied is used as an index of screening, and
training potential for employees is found in there. Yoshida (2014) argued that
the reason MA holders are not appreciated by companies is because the level of
universities is highly valued as the employing criteria, while not assessing the
academic achievements from four years of learning. She called this “Hensachi

(f®#1f)° Screening Hypothesis,” which is verified by the above response.

Perspectives on MA Holders

When employing for clerical positions, rather than specialized or
disciplinary education at college, companies are using other college life
experiences as the decision-making criteria. Under such a circumstance, MA
holders who spent additional two years of academic work are often evaluated

negatively.

1t is true that we see MA holders at interviews. We can'’t help but ask
“why did you go to a graduate school?” during the interview, and it is
hard to step away from that (omission). We can’t help but wonder “Didn 't
you want to be a researcher?” Why do you apply for my company?

(Construction)

We suspect someone who studied that much must have hesitations about
working for a mere private company. They must be hard to study at

graduate schools to be a researcher. (Machine)

> Henasachi is a deviation value which is created by education industries based

on mock test scores of applied students. We can compare university’s rank with
using this score.
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Companies seem to have a preconception that those who pursue master’s
degrees in humanities/social sciences are aiming to become researchers, who
would not choose to work at private companies upon completing their master’s
degrees. Because of such prejudice, recruitment supervisors view specialized
and disciplinary learning at graduate schools as a factor that inhibits acquisition

of skills which companies desire.

1 think the skills we are looking for in students from humanities/social
sciences are responsiveness and adaptability. [MA holders] have a pride
that they studied more than others. That’s fine, but some of them try to
base answers on their expertise. They can't seem to simply admit and say

“That’s one way of looking at it.” (Construction)

It is fine that they use what they [learned in MA program] as a weapon,
but then we expect that having that weapon makes them more capable.
Yet if they only focus on their own expertise, that makes us less likely to
employ someone like that. When someone “wants to pursue one path,”
and if their desire is too strong, their weapon can cause a negative

reaction. (Food 2)

It would be ideal if someone has good logical thinking skills combined
with tolerance to stress and flexibility, but these skills often seem to
conflict with each other. Thinking too much makes them less flexible, and
they cannot take an action without thinking (especially for MA holders).
(Food 2)

In the mind of interviewees, there is a formula that those who gained
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specialized and disciplinary knowledge in master’s program = those who lacks
responsiveness, tolerance to stress, and flexibility. Since the latter skills are
necessary to work in a company, the formers are not actively employed. It is not
that they have no need for people with disciplinary knowledge, but they view
those with disciplinary knowledge as people without skills that company needs.
But is this relationship based on the actual experiences of past employees? Or is
it an answer derived from a preconception about unfamiliar MA holders?

In contrast to negative evaluation of gaining disciplinary knowledge, the
following response shows that some believe that learning at graduate schools

does not improve disciplinary knowledge or skills and view them negatively.

Looking at those who applied for clerical positions, I don't feel that two
years of graduate school has dramatically improved their disciplinary
knowledge and skills. I haven't felt that ability of them to express
expertise and individual opinion well has added much in case of

clerical positions. (Chemistry)

These opinions are contradictory. This seems to show that evaluation of
MA holders is simply based on the images. Both views assume that graduate
schools in humanities/social sciences are places for those aiming to become
researchers and have nothing to do with companies. Based on this same
thinking, one end assumes disciplinary knowledge narrows their thinking while
the other end assumes their expertise is not that advanced. Based on these ideas,
they negatively evaluate MA holders. As shown in Table 3, the number of MA
holders is extremely limited, and it is difficult to believe that interviewees
observe MA holders in their daily work. They were probably not familiar with

graduate students in humanities/social sciences when they were college students.
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Under such a circumstance, their excessive beliefs about MA holders created
such illusions.

Strangely, such belief is not applied to MS holders. Even companies that
would like to employ BA holders rather than MA holders do not say that MS
holders are lacking in skills that company needs or have not acquired
disciplinary knowledge. With enough MS holders working in the company, their
illusions about MS holders and science/engineering graduate programs must

have been sufficiently eliminated.

Tasks and Methods of Task Allocation

Tasks — Disciplinary Knowledge that Cannot Be Utilized

However, it is not only the illusions of MA holders that prevent increasing
demand of companies for MA holders. In fact, the relationship with tasks and
allocation of tasks for clerical positions in companies, which are different from
technical positions, must be considered. As seen below, clerical positions work
in versatile manner, which makes it difficult to utilize specialized and

disciplinary knowledge.

In Japan, those in [clerical positions] work alone in versatile manner. 1
think that’s a better deal. We just have to train them once they join our
company. If we want to make the best of their expert skills in a specific
position only, say accounting or advertising, we should employ someone
who acquired specialized or disciplinary knowledge and skills at
graduate schools, but in all honesty, ordinal companies, including us,

aren't looking for those experts. (Construction)
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Specialized knowledge is required for clerical positions only in limited

areas as shown below.

For example, in case of legal affairs or accounting, we could employ
applicants of graduate degrees in economics or law with specialized
expert knowledge, but we wouldn'’t need that much expert knowledge for

sales staff. (Machine)

We have two ways to employ graduate degree holders for clerical
positions. One is for sales engineering. If they have knowledge in
biotechnology or sales of brewing process, it would be advantageous
when visiting our customers. The other is legal affairs, accounting, and
marketing. We employ individuals so we can utilize expertise of master’s
degree holders. For example, we might employ one or two with expertise
out of 20. But that is about it. Our need for master’s degree holders for
clerical positions is limited to that. Generally, we prefer nurturing

bachelor’s degree holders. (Food 1)

They say that legal affairs and accounting require expert knowledge, which
was echoed by most companies. Sales engineering is a unique sales that require
technical knowledge, and MS holders are often employed for such position. For

other clerical positions, graduate level of expert knowledge is not necessary.
Method of Task Allocation — Job Rotation System

Then how do they learn necessary knowledge for their jobs? In a case of
clerical positions in Japanese companies, job rotation system is employed. By

experiencing various positions within the same company, employees can gain a
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wide perspective on how they work®. Companies that were interviewed used this

method of task allocations, and no one has any doubt about this method.

Clerical positions mean sales, human resources, accounting, PR and so
on. What we focus on is the sales. We tend to place new employees in
sales first and build their careers regardless of directions they end up
going. In that case, bachelor’s degree holders are much easier to train,

honestly. (Food 1)

We believe that potentials of new employees come to the surface after a
while. We understand that it is possible to employ someone as an expert
of finances, for instance, right away, but we don't do that. We rotate
[tasks] somewhat. We decide their best fit once they start working for us.

(Air transportation)

If tasks are already determined, master’s degree holders might be able to
Jjump right in, but if they need to learn the job through experience, they
are not necessarily going to be able to use what they learned in graduate

programs right away. (Science)

As seen, clerical positions are considered to be positions that do not require
expert knowledge, and OJT (on the job training) during the job rotation is

believed to be the method to increase task performance. Under such a

The utility of job rotation in Japanese companies was acknowledged during the
period of high economic growth. It is characterized by the fact that it was put to
widespread use as an education method for employees on the management track.
It is different from job rotation in western countries, which is intended to
prevent boredom in blue collar workers repetitively doing the same task (Eshi,
2015).
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circumstance, majority of companies believe that instead of employing MA
holders who are two years older, employing and training bachelor’s degree
holders would be more useful for the company. In order to increase task
performance, they believe that “experience” within the company is better than

learning in graduate schools.

Task Performance of MA Holders — lllusion of MA Holders
Being Difficult to “Handle”

The logic of thinking that disciplinary knowledge of graduate programs in
humanities/social sciences is unnecessary for work can stretch to negative

evaluation of task performance of MA holders.

Just because they finished master’s programs doesn't mean that their two
years of experience is better than two years of experience employees
gained at work. What employees gain through work is more useful for us.

(Chemistry)

[The difference of MA holders from undergraduate] may be something

other than their age difference, but we don’t have evidence to clarify

their differences. (Food 2)

We hear from human resource staff of other companies that two years of
disciplinary learning is such a minute addition and is useless in actual
work. If that’s true, younger people that is bachelor’s degree holders,
would be more useful. (Food 1)

As seen, based on companies’ logic of work, having master’s degrees does
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not mean that they have good task performance. However, what we need to pay
attention here is the statements highlighted with the wavy underline. They
respond as hearsay: “we don’t have evidence to clarify their differences” and
“we hear from human resource staff of other companies.” As it was for images
they had about the level of specialized knowledge students gained in graduate
schools, evaluation that MA holders have no ability to execute tasks is discussed

without having their own experience.

Fostering and Treatment

In-House Training — Confidence in Fostering System

There is less effort in the in-house training of Japanese companies on
assumption of long-term employment in recent years. However, many companies
are still offering such training with care. From “the Survey of ‘Human Resource

ll

Development in Companies’” conducted on 199 companies in 2014 by Japan
Institute of Lifelong Learning, we can find the implementation of the in-house
training in Japan as follows: new employee training (97.5%), new employee
follow-up training (72.4%), mid-level employee training (60.8%), junior
manager training (section head, chief, project manager, etc.) (62.3%), and mid-
level manager training (section chief and managers) (69.8%). When the size of
company exceeds 1,000 staff, the ratio of such in-house training increases more.

This is the characteristics of Japanese companies that have an in-house training

system of carefully fostering their employees.

We do quite a lot of fostering of human resources in their 20s. There is

training to learn their jobs, and there is training on leadership such as
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how to wunite the organization. Especially for management track
positions, such training is provided in the year 1, 3, 5, and 7. We
combine these specific training with general human resource training,
such as logical thinking, negotiation skills and so on and put focus on

training staff in their 20s. (Air transportation)

We train young staff for the first eight years as a career development
program. We transfer them twice during the first eight years in order to
work in two different positions. We have a stratified training style, and in
the seventh year, we provide a career training and have them look back
on the past and discuss their future at an interview. We use the three
pillars of transfer, training, and interview for employees’ career

development. (Food 1)

We verbalize necessary skills for each stage, say years 4, 5, and 1, 2, and
3. We want them to be able to guide others by the third year, so if
possible, we want them to take on a position of an instructor in the third
or fourth year and gain a solid image of what it takes to foster human

resources. (Stock)

As shown, many companies have their own training system, through which

employees become independent after seven to eight years. Training is carefully

catered to the year employees joined the company, which is systematically

structured as a whole. Companies are confident in their training system’.

Japan Institute of Lifelong Learning (2014) showed that 86.9% of companies
have responded that employee training builds skills that are needed for work in
each employee (knowledge, skill, and attitude), indicating their confidence in
their own training program.
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Compared to such a long-term in-house training system, two years of education
at graduate schools are too short, and companies admit no significance in the
education of specialized knowledge at graduate schools that has no clear

relationship to actual tasks.

Reacquisition of Academic Degrees — The Power of MBA
is Networking

Separately from training systems and OJT, how do companies view people
who join the company with bachelor’s degrees and then acquire master’s degrees
at graduate schools? Though it has become less popular, there are still many
companies sending their staff to the U.S.A. to let them acquire MBA. In recent
years, some companies are sending their staff to Japanese professional schools.
However, most companies feel that getting MBA does not make them directly

useful for actual tasks.

Just because [they got MBA after joining our company], it doesn’t mean
that they can utilize disciplinary knowledge they learned in MBA at
work. But we are not expecting that. We are more interested in how much

they are able to grow in the future. (Air transportation)

Why is there an MBA studying system? There is a case where company
acknowledges the significance of MBA in increasing the motivation of their

employees.

We don't think that achieving MBA would immediately open up their
talents. Actually OJT would be more useful than MBA. But we hope to

create a system where we present opportunities to study overseas as an
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option of career development for the staff, and when someone takes the
challenge and finishes MBA, we give them advantage to motivate their

career development. (Machine)

There is a case that recognizes significance in the area other than

improvement in task performance.

Networking among MBA holders is effective and useful, and its
effectiveness may continue for a long time, even five years or ten years

from now. In that sense, I think MBA is valuable. (Insurance)

The impact of reacquisition of academic degrees improves motivation of
employees, and its positive impact on networking over mid to long period of
time is acknowledged. It looks like an investment without a lot of expectations
for the return. In the gridwork of a training system that employs bachelor’s
degree holders and trains them through OJT and in-house training, companies
believe that acquisition of MBA is still inferior to their own training system.

However, we should not say that such reacquisition of academic degrees is
not evaluated negatively. Compared to negative opinions about employing MA
holders and their ability to execute tasks, while complaining that reacquisition
of academic degrees does not directly add value to their job, they also do not
complain that they would be lacking in skills companies need. This is because

these are already their employees.
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Evaluation of MA Holders from the Viewpoint of the
Training System — Are MA Holders Unreasonable
Existence?

Such precise in-house training system is designed for each year for new
employees; thus, everyone hired in the same year are trained together regardless
of their academic degrees. In other words, MA holders are trained in the same
manner as bachelor’s degree holders who joined the company in the same year.

Because of this system, MA holders are negatively evaluated further.

[MA holders] are paid more because of the two years of additional
education. Though they are paid more for the two years, they start at the
exact same spot in sales. In that case, I'm sorry to say it but two years of
education is meaningless. Even with their two years of education, the
company still has to pay the same amount to train them while we have to

pay extra for that two years. (Food 1)

The starting salary of master’s degree holders would be the same as
employees who joined the company two years earlier, meaning, the same as
someone who graduated from an undergraduate program at the same time. This
is slightly higher than those with bachelor’s degrees who join the company at
the same time. However, all new employees of the same year will go through the
same training system regardless of academic degrees. This is considered
unreasonable since they earn more, but they incur the same training cost. The
salary based on their age and training system based on the year they join the
company do not assume anyone who do not fit the framework. Therefore,

whenever someone does not fit the system, instead of considering problems with
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their system, the blame is put on the person who does not fit the system.
Since Japanese companies do not acknowledge the result of two years of
education at graduate schools, they would not consider a possibility that their

training cost could be reduced.

Since we don’t know what they learned at colleges and what they got
specific skills, basically all new employees should be trained in business

fundamental in the same way. (Air transportation)

They do not know what employees learned and gained at colleges.
Therefore, regardless of academic degrees, they believe the company has to start
the training from the beginning. Company has little trust in college education
whether bachelor’s or master’s degrees. This may be a reflection of company’s
pride in their recruitment system and training system. This is seen in the

following response.

The question is whether employing advanced degree holders and bet that
they would be superior employees in the future or employing clean slate
and training in the manner the company desire. I believe that the later
way is actually a short cut after all. In western countries, they focus on
the skills, so they employ those with advanced degrees. Whether young or
old, if someone can do the job of human resources manager while in
their 20s, they can be employed as the human resources manager. This is

the difference in training method. (Machine)

They believe that employing bachelor’s degree holders who are “white

canvas” with no unwanted color and educating and training them with in-house
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system would end up being a “short cut.” Japanese companies do not see the
cost of training system as “cost,” but they believe that paying for training is
more effective. From the viewpoint of such system, MA holders are branded as

unreasonable existence.

Conclusions and Discussions

Conclusions — Negative Evaluation Caused by Clerical
Positions

Firstly, although there is a system of not differentiating or discriminating
candidates based on academic degrees, there is no policy of actively employing
MA holders. This is because unlike technical positions, clerical positions are
based on the idea that communication skills are more important than college
education. It is commonly believed that graduate education do not provide MA
holders with various knowledge and skills desired by companies, and two years
of education is not enough to provide them with sufficient expert knowledge.
Specialized and disciplinary knowledge provided at graduate schools and
various skills desired by companies are seen as trade off, but this is not based on
years of experience, but is an illusion constructed on stereotypes. Recruitment
data of companies do not know that there are enough MA holders on their
rosters to make such a decision.

Secondly, in terms of tasks and allocation of tasks, clerical positions are
usually not positions that require high level of expertise, and companies use job
rotation so that their employees experience diverse positions. This approach is
the hurdle for master’s degree holders. In other words, companies do not have

positions that could utilize expert knowledge learned at graduate schools, or
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expert knowledge is not useful for learning diverse tasks at work. In addition,
instead of believing that it is a problem with tasks and allocation systems,
companies blame personal characteristics of master’s degree holders assuming
that their specialized learning gave them too much pride and negatively evaluate
them.

Thirdly, in terms of training and treatment, precise in-house training system
and the age-based salary make it difficult for master’s degree holders to fit in
the system. Training system spans over many years and is based on the entry
year, and companies believe that this training system is what fosters their
employees. Lack of trust in college and graduate school education is rooted in
their faith in their training system. They believe that employing new college
graduates on clean slate and providing in-house training is the shortest path.

Our examination showed that such negative evaluation of MA holders in
the labor market in Japan is based on the tasks of clerical positions and logic
behind clerical positions rather than actual personal characteristics of MA

holders.

Discussions — Would Globalization Lead to Change
Companies?

How immutable of a structure is the labor market evaluation of MA
holders? Is there any chance it could change in the future?

To consider this issue, a paper by Kobayashi (1989) that clarified how
smoothly employing of master’s degree holders in technical positions went is a
good reference. He argued that employing of MS holders increased and became
established during the expansion of engineering graduate programs since 1960s
as master’s programs in major university became massive as it led to a lack of

the main source of staff, undergraduate graduates, and companies that were
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employing graduates of major universities had shifted to employ master’s degree
holders. Following this, Hamanaka (Manmi) (2002) analyzed the expansion
mechanism of master’s degree programs in social sciences in 1990s, and showed
that expansion of master’s programs in social sciences in 1990s occurred since
private universities began establishing master’s programs in addition to major
universities, but there was no corresponding growth in demand for the labor
force.

These two contrasting arguments show that in both cases, lack of labor
force and prestige of universities master’s degree holders graduated from were
the key in increasing the number of master’s degree holders being employed. If
that is the case, since the 1990s when master’s programs in social sciences
expanded was after the collapse of bubble economy and number of new
university graduates were increasing, there was no lack in labor force, and
graduate programs were being expanded both in major universities and less
prestigious universities. Thus, this was the reason why societal opinion of MA
holders did not improve. This situation has continued to today, and there has not
been any change in employing for clerical positions.

Although “global human resources” has been a key issue in government and
industry, Japanese companies are moving slowly (Yoshida, 2015 above-
mentioned). Their belief in clerical positions not needing specialized knowledge
and the separation in academic degrees and task performance is solid. This logic
may be the reality of the relationship between tasks and academic degrees, or
illusion of those who have no experience of employing MA holders for clerical
positions. To verify these points, a long-term panel survey of BA and MA
holders and their career paths would be useful, but such a survey cannot be
conducted until the number of MA holders becomes large enough to be

compared to BA holders.



36 EEHEUEEMHE 5 M

References

Bowls, S., & Gintis, H. (1986). Schooling in capitalist America: Educational
reform and the contradictions of economic life (H. Uzawa, Trans.). New
York: Basic Books. (Original published work 1976)

Collins, R. (1984). The credential society: An historical sociology of education
and stratification (Michiya Shinbori et al., Trans.). New York: Columbia
University Press. (Original published work 1979)

Deai, Y. (2005). Companies’ response to their employees studying at graduate
programs for professionals. Journal of Osaka Kyoiku University, Section
1V, 54(1), 145-158.

Eshi, Y. (2015). Expectations for job rotation. Retrieved Novemebr 20, 2020,
from http://www.shogai-soken.or.jp/htmltop/toppage.files/column 150602
no6.pdf

Hamanaka (Manmi), J. (2002). The mechanism of master’s degree program in
social sciences in 1990s — Policy and reality —. The Journal of
Educational Sociology, 71, 47-66.

Hamanaka, J. (2014). Expanding graduate programs and unemployment
problem: Are master’s degree holders “unusable human resources”? In
Hirota, Yoshida, Kobayashi, Ueyama, Hamanaka (Eds.), Series Universities
5: Educating University (pp. 105-133). Tokyo: Iwanami Shoten.

Hamanaka, J. (2015). Barriers to graduate school reform in Japan. Japanese
Journal of Higher Education Research, 18, 69-86.

Hirose, Y. (2015). Employing criteria for new university graduates: What
interviewers look for. Tokyo, Japan: Toyo Keizai.

Iwawaki, C. (2006). Structures and changes in “skills” desired in new university

graduates: Are companies seeking for “battle-ready hires”? Works Review,



i 3L HASCERE A R e R i — R BRE 37

1,36-49.

Japan Institute of Lifelong Learning. (2014). The survey of “human resource
development in companies”. Retrieved Novemebr 20, 2020, from
http://www.shogai-soken.or.jp/htmltop/toppage.files/kigyo-chosa 2014.pdf

Kobayashi, S. (1989). Expansion of engineering graduate education and the
present situation in Japan. The Journal of Educational Sociology, 44, 132-
145.

Kusunoki, A. (2010). Misunderstanding in job hunting. Tokyo, Japan: Asahi
Shimbun.

The Ministry of Education. (2018). Basic survey of education. Retrieved
Novemebr 20, 2020, from https://www.e-stat.go.jp/stat-search/files?page=
1 &toukei=00400001&tstat=000001011528

Yoshida, A. (2012). Recurrent education for working adults and business school.
Journal of the Japan Association of Lifelong Education, 33, 104-115.

Yoshida, A. (2015). The gap between companies and universities regarding
fostering of globalized human resources: Stubborn adherence to tradition or
adaptation process to globalization. In Komai, Igarashi, Akashi (Eds.),
Migrants and diasporas studies (Vol. 4, pp. 206-221). Tokyo, Japan:
Akashi Shoten.




<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Warning
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile (None)
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /DAN <>
    /DEU <>
    /ESP <>
    /FRA <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /PTB <>
    /SUO <>
    /SVE <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [4000 4000]
  /PageSize [612.000 792.000]
>> setpagedevice


