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                Issues and Measures of International Managers at Japanese
   Multinational Corporations: Analysis of Case Studies
   Introduction
   This paper is based on the research of localization of human resources
   which argued in the 1970s and the 1980s. It was criticized by the
   researchers that Japanese multinational corporations managed the
   overseas subsidiaries focusing on many expatriates, comparing with
   European and American multinational corporations. This was the subject
   of localization of human resources (Takamiya 1970, Takakura 1979,
   Yoshiwara 1979, Kobayashi 1980, Imano 1982, Sato 1984a, Sato 1984b,
   United Nations1992, Rosenzweig1994).
   The overseas expansion of Japanese multinational corporations was
   accelerated by a strong yen after the Plaza Accord in 1985. The
   production and sales of multinational corporations increasingly
   expanded to overseas markets due to the saturation of the Japanese
   domestic market, the collapse of the Soviet Union, and the subsequent
   democratization of Eastern Europe and China in the 1990s.
   Multinational corporations` activity involving three or more nations
   is increasing; for example, administration in Japanese headquarters,
   design in Italy, production in China, and sales in the United States.
   Under these circumstances, corporations have to implement Human
   Resource Management for PCNs, HCNs, and TCNs in parent countries, host
   countries, and other countries. That is, regardless of the bilateral
   framework whether they are PCNs or HCNs, the new subject how
   international managers are utilized for the right person in the right
   place all over the world is produced like the time when localization
   has been considered.
   Those who wish overseas dispatch because of the disadvantage on
   property formation, children educational problem are decreasing in
   number (Ishida 1985, Umezawa 1994). It is much expensive such as
   overseas allowance and dispatch (Yasumuro 1992). Since expatriates
   takes the high position posts in subsidiaries, motivation of HCNs
   falls. In the number of the suitable international managers who can be
   expatriates, the limit has arisen as expansion of the oversea market
   progresses (Shiraki 1992). Positive practical use of HCNs or TCNs has
   been a big subject for multinational corporations also from these
   things.
   In research of the localization focusing in the 1980s and the 1970s,
   in order that Japanese multinational corporations might perform
   Japanese Human Resource Management in overseas subsidiaries, therefore
   continuous employment of HCNs did not progress, it was claimed that
   the situation where expatriates must be dispatched was drawn. Here,
   Human Resource Management of headquarters and overseas subsidiaries
   was divided. But, after the 1990s, globalization began to accelerate,
   headquarters and overseas subsidiaries will be considered as one
   organization. Multinational corporations have to implement Human
   Resource Management, including recruitment, selection, placement,
   training and development, performance management, compensation, and
   provision of benefits, for PCNs, HCNs, and TCNs in parent countries,
   host countries, and other countries. This is called international
   human resource management (Dowling et. al. 2008). The purpose of this
   paper is to clarify the impact of the human resource management
   policies of corporate headquarters on the utilization of three types
   of international managers, PCNs, HCNs, and TCNs based on this theory.
   After the 2000, Japanese multinational corporations raised HCNs as
   international managers who can manage overseas subsidiaries by the
   headquarters Human Resource Management Department, and the tendency to
   which it tries to urge their retention has become strong. Moreover,
   such international managers demonstrate the capability in headquarters
   or other countries. Japanese multinational corporations are in the
   stage which has tried positive practical use of not only PCNs but HCNs
   (Nakamura 2008). Based on this, in Nakamura (2009), we examined what
   kind of Human Resource Management practices Company G implement, where
   Japanese expatriates ratio fell in three years, from 2003 to 2006,
   where the president's localization ratio rose. Another purpose of this
   paper is to retest this case paying attention to the example of
   Company G and E which brought about the almost same result. The
   reasons are in the following three.
   Firstly, in advancing analysis of this research, it is for examining
   whether the period of three years is suitable. While three years from
   2003 to 2006, the utilization of multinational international managers
   was remarkably progressing in Company G compared with other three
   companies. This was because Company G held up the target of
   globalization in these three years and reform of Human Resource
   Management policies centering on headquarters was attended. Such a
   measure of Company G needs to continue pursuit about having affected
   the utilization of multinational international managers how after that
   from now on also. However, in order that the period of three years may
   measure that effect, the room of examination is left behind about
   whether it was suitable. In this time, if Company E brought the same
   result, Human Resource Management measure of headquarters can show the
   new fact of demonstrating an effect in the period of three years.
   Secondly, it is because the comparison of Human Resource Management
   practices of Company G to Company E which has succeeded in the
   utilization of multinational international managers if a factual
   supplementary examination is examined. This research applies the case
   study as methodology. We discuss what kind of Human Resource
   Management practices of headquarters are performed, and how it changed
   in multinational corporations which are utilizing multinational
   international managers. So, the fine common feature and a different
   point of the process and measure can be examined.
   Thirdly, it is for examining internal validity. Nakamura (2009)
   targeted from 2006 to 2003. The advance into Asia, especially China of
   multinational corporations increased after the latter 1990 (Ministry
   of Economy, Trade and Industry 2009). A possibility which the theory
   of Nakamura(2009) were affected by the time and environment is low
   because of the date that dispatching many expatriates is strong as
   companies go overseas at the first stage, that it is highly possible
   that expatriates will take up a president position in Asia comparing
   with other countries(Franco 1973, Yoshihara 1996). Although we can not
   deny the possibility that the localization and the utilization of
   multinational international managers have an effect by the time and
   environment if we consider the original character of multinational
   corporations that the transfer of new technology, and establishment
   and acquisition of overseas subsidiaries, it is clear that it is
   impossible and this theory has universality.
   Prior Research
   The argument why the localization of human resources were not
   progressing was focusing in the 1980s. There are two approaches
   greatly. One has led to the vicious circle that continuous employment
   of HCNs becoming difficult and continuing dispatch of expatriates, in
   order that multinational corporations may introduce Japanese
   management system in overseas subsidiaries. Yasumuro(1986) compares
   The U.S. to Japanese management system by the difference of the
   cultural special feature by Hall, and is explaining this. Moreover,
   Nakagawa (1983), Hayashi (1985), and Kanehara (1988) showed clearly
   that lifetime employment and seniority system are hard to be applied
   by empirical studies.
   Another approach is supposed that there is a problem in Japanese Human
   Resource Management. Ishida (1985) explains that the feature of Japan
   Human Resource Management is clarified by the interviews of eight
   nations of North America, South America, Europe, and Southeast Asia.
   And he says that this makes continuous employment of HCNs difficult,
   and Japanese multinational corporations have to dispatch many Japanese
   to overseas subsidiaries. The point common to these two approaches is
   just going to see headquarters and overseas subsidiaries as a separate
   organization.
   After the 1990s, there are some researches which have considered the
   localization of human resources from the aspect of headquarters. One
   is the approach by strategic positioning to the overseas subsidiary of
   headquarters, and another approach according to internationalization
   of headquarters.
   Nagano (1992)says that in the case of the overseas subsidiaries which
   produce the product for a local market, and many expatriates are not
   needed, but in the other case of the overseas subsidiaries which are
   aimed reverse at the market of Japan or the other countries, the grade
   of the technology to transfer is high, and many expatriates are
   needed. Moreover, Ueki (2002) examines that in the case of the
   overseas subsidiaries which produce the product for the Japanese
   market, it is in the tendency to enrich training of HCNs, and is easy
   to follow the localization as a result. Although the conclusions of
   Nagano (1992) and Ueki (2002) differ, about the viewpoint considered
   that strategic positioning to the overseas subsidiary of headquarters
   affects localization, it is similar. On the other hand, Yoshihara
   (1989, 1996) is shown clearly that internationalization of
   headquarters affects the localization, for example making the number
   of foreign officers at headquarters.
   Thus, the viewpoint of headquarters has been thought as important in
   the 1990 and afterwards. By the globalization, the overseas expansion
   of Japanese multinational corporations is accelerated increasingly,
   and the size of business is becoming a large-scale which consists of
   headquarters and many overseas subsidiaries. Not the way of catching
   that bisected the organization but under these circumstances, it
   becomes important like headquarters and an overseas subsidiary how a
   large-scale organization is generalized. Here is the reason for which
   its attention began to be paid to the viewpoint of headquarters,
   especially about human resource management policies of international
   managers who take charge of overseas subsidiaries as presidents and
   senior executives.
   Analytical Framework
   Corporations implement Human Resource Management, including
   recruitment, selection, placement, training and development,
   performance management, compensation, and provision of benefits, for
   PCNs, HCNs, and TCNs in various countries, such as parent countries,
   host countries, and other countries. This is called international
   human resource management (Dowling.et.al. 2008). This research is
   based on this theory and clarified about the subject of Japanese
   multinational corporations.
   Nakamura (2004) make sure the analysis framework as shown in Figure 1.
   Also in this paper, analysis is advanced based on this. The linkages
   between components are shown in the following four.
   The first linkage refers to the fact that as the international
   managers training and development afforded to PCNs grows more
   extensive, promotions of HCNs will expand, with the ratio of Japanese
   expatriates declining. As the second linkage, enrichment of the
   international managers training and development for HCNs also leads to
   expanded promotions for HCNs and a lowered ratio of Japanese
   expatriates. Under the third linkage, the enhancement of systems for
   the allocation and transfer of international managers leads to
   proportional increases in the numbers of inpatriates (reverse
   transfers of HCNs to serve at the headquarters) and TCNs hired. As the
   fourth and final linkage, improvements in shared global evaluation and
   compensation/benefit systems likewise support increases in the numbers
   of HCNs put on inpatriates and the TCNs on staff. Clarifying the four
   linkages with these components makes it possible to illustrate the
   framework of this study, which postulates that human resource
   management policies implemented by corporate headquarters along the
   lines of those shown in Figure 1 exert an impact on the mobilization
   of the three types of international managers.
   Insert Figure 1 About Here.
   Methods
   Following up the initial study conducted in 2009 questions were posed
   with regard to the utilization of international managers.
   Specifically, it was asked how corporate headquarters’ human resource
   management policies have changed with regard to: (1) declines in the
   percentage of PCNs being stationed overseas; (2) expanded limits for
   promoting HCNs (percentage of local presidents); and (3) shifts in the
   numbers of inpatriates and the hiring of TCNs, and the background for
   introducing those policies. About expansion of the promotion maximum
   of HCNs, the localization ratio of the president in the 2005 fiscal
   year (2006 interview) and the 2008 fiscal year (2009 interview) is
   drawn for publication data to reference, and the data is checked in
   the case of interviews (Toyo Keizai 2006, 2009).
   This research does not catch the phenomenon of a point in this way
   temporarily. We have to think the change and its process in a time
   series as important. When temporal pursuit treats required operational
   connection, it is desirable to conduct case analysis (Yin 1994). So,
   in this research, a previous hypothesis is clarified by the case study
   based on interview.
   The method adopted for the study was the case study approach based on
   interviews, with the duration of the study extending in September,
   2006 and April, 2009. Interview target companies consisted of
   electronic and electrical industry companies from among 132 Japanese
   multinational corporations1, with interview targets focused on
   managerial class personnel assigned to international human resources
   related posts. The times and locations of the interviews are
   summarized in the appendix at the end of this paper.
   Company E
   Changes in International Managers at Company E
   Comparison in 2006 and 2009 is performed about the expatriates ratio,
   the president's localization ratio, and the number of TCNs and
   inpatriates.
   Firstly, it is expatriates ratio. The number of all workers was 9,000
   in the 2006. The number of expatriates was 250, and the expatriates
   ratio was 2.8%. On the other hand, in 2009, as for the number of all
   workers is 11,542, the number of expatriates was 280, and expatriates
   ratio is 2.4%. The expatriates ratio became 0.4% of reduction in three
   years.
   Secondly, it is the president's localization ratio. In the 2006,
   president's localization ratio was 21%. On the other hand, it became
   26%. It was 5% of increase in 2009.
   Thirdly, it is the number of TCNs and inpatriates. First, it has
   become 20 persons in the 2009 that the number of inpatriates was zero
   in the 2006. Moreover, it has become 14 persons in the 2009 that the
   number of TCNs was seven persons in the 2006. If the interview in 2006
   is included, the total would be 23 persons and the number is
   increasing.
   Expatriates ratio is low, the president's localization ratio is high,
   and the number of inpatriates and the number of TCNs are increasing at
   Company E, if we compared the 2006 with the 2009. Company E can call
   it the multinational corporation which is performing Japanese
   expatriates on the selective basis, and positive utilization of HCNs.
   What kind of Human Resource Management measure became the factor which
   drew such a result? Below based on the framework of this research, the
   relation between the training and development, performance management,
   compensation (remuneration) and benefits of the international
   managers, and this is considered.
   Corporate Profile
   Before we discuss about the impact of the human resource management
   policies on the utilization of the international managers in Company
   E, we introduce corporate profile of Company E. Company E is a
   multinational corporation which produces electronic components as core
   products. 631,700 million yen of the sales in the 2007 fiscal year are
   lengthening 1.5 times as many sales in only four years comparing with
   414,200 million yen in the 2003 fiscal year. Their sales is centering
   on Asia (55.5%). Subsequently, Japan would be Japan 24.4%, Europe
   11.6%, the U.S. 8.5%. And not less than 75% of sales are overseas.
   Under these circumstances, in the number classified by area of
   employees, it is distributed Japan 62.1%, Asia 62.1%, the U.S. 3.1%,
   and Europe 1.5% of 34,067 all workers . About 40 percent is overseas
   employees.
   International Managers Management Policies
   Since domestic production is mainly in Company E, the HCNs ratio is
   not so high. However, most customers are in the area centering on
   overseas, and there is a president`s policy managing with a global
   view from now on. GBS in the 2005, became one cause to take such
   management strategy. This is an international conference which is
   performed at Company E every year and for which the fixed executives
   of global overseas subsidiaries gather. Headquarters makes expatriates
   change every three to five years. Most of the expatriates have taken
   the post of position and rank, such as the president and the managers.
   This shows the situation where HCNs cannot expect the promotion to the
   positions of the higher rank which expatriates takes instead every
   three to five years, either, if it stands on the viewpoint of HCNs.
   Such criticism gathered at GBS in 2005. Company E began to consider
   positive practical utilization of HCNs from the problems increasing
   the number of overseas customers and falling down such HCNs
   motivation.
   Then, first of all, local employment in the Asian area centering on
   China was increased with expansion of the foreign operations in the
   2007 fiscal year. Next, " the plan of three years localization " was
   formulated in 2007. Counted the number of the position of overseas
   subsidiaries, the plan what percentage of position and rank to
   transpose to HCNs even in three years was made to specifically plan in
   each overseas subsidiary, and they have to submit the papers to
   headquarters.
   Based on our framework, we will introduce the human resource
   management policies in Company E from 2006 to 2009 as follows,
   including how changed they were, how effected they on the utilization
   of the international managers.
   The training and development of PCNs
   It is not easy to appoint HCNs more than the management positions. The
   training of international managers suitable for the position and rank
   serves as pressing need. Moreover, with globalization, similarly
   decision-making authority is not given to headquarters, but there is a
   motion that it will be transferred to overseas subsidiaries. Since it
   is such, the international managers who can bear decision-making's at
   overseas subsidiaries is needed. The PCNs raised as international
   managers, that is, expatriates, brings up the international managers
   who can take the post of the position and rank instead of expatriates
   in the future by performing the subordinate education of HCNs.
   Moreover, headquarters is directly given training to HCNs. Thus,
   Company E pays its attention to training as international managers of
   PCNs and HCNs for the purpose of positive practical utilization of
   HCNs.
   In the 2006, the training program of the international manager to the
   PCNs of Company E was five for new employees, regular employees,
   expatriates, international business pursuers, and overseas training
   intern. Among these, an international business pursuer-oriented
   program was once stopped and it is carried out by in addition to this
   four programs continuing in the 2009.
   (1) New employees
   TOEIC is made the time of private decision, and to entrance 3 year
   take. In addition, the group lesson of English conversation is carried
   out in new employees training.
   (2) Regular employees
   The TOEIC conversion system is adopted in a promotion selection
   written examination. Moreover, self-education is recommended in
   inter-office-communications education.
   (3) Expatriates
   As a training program of the international managers for PCNs, the
   current line has put emphasis on the training program for expatriates
   among four plug rum which is. This system establishes a fixed standard
   for the employees by whom overseas dispatch is planned, and is applied
   within three years to those who registered. Three training of the
   various operating skill cultivation in the language pedagogy and
   English to which it responded for every dispatch area and occupational
   description, and training of management power was performed in the
   2006. It was continued while these three training changed the contents
   in the 2009, and the prior business trip system was newly introduced.
   There is one more thing changed from 2006 to 2009, in three years. As
   mentioned above, the training programs of expatriates are performed by
   registering only for the employees who cleared a certain fixed
   standard. Although the check whether expatriates actually went
   overseas after they took those programs, they have started to do it
   since autumn of the 2007. As a result, although the percentage of the
   employees actually dispatched as expatriates among the registrant was
   about 30% in the first half of 2008, the rate has attained it to 70%
   in the second half of 2008. Below, we will explain the contents of
   each trainings.
   Language pedagogy
   In 2006, English basic training, English-conversation training,
   Chinese basic training, and Chinese conversation training were
   performed. Now, training without Chinese conversation training was
   abolished. They are helping by the practical method of providing
   uniformly 200,000 yen as the expense of English-conversation schools
   or preparatory schools for employees who come up to the standard.
   In the 2008, about Chinese and the Korean areas, language pedagogy is
   performed, 6 months before expatriates dispatch. About English areas
   of the high needs on business, the measure is begun so that the way of
   such language pedagogy may be institutionalized from the spring of
   2009.
   Various operating skill cultivation in English
   The meeting training for promoting facilitation and chairing
   capability in 2009 was added to the English writing training, English
   presentation training, and English negotiation training which have
   been performed conventionally.
   Training of management manpower
   Although this program had overseas manager training and the China
   intercultural management training conventionally, the latter China
   intercultural management training was abolished by transposing to the
   prior dispatch training which explains later. Overseas manager
   training has strengthened contents, such as enforcement of the lecture
   of the management foundation, a workshop with employees experienced in
   overseas dispatch.
   Prior business trip system
   In the 2009, in addition to three training called Language pedagogy,
   the various operating skill cultivation in English, and Training of
   management manpower, this system was introduced. They let Employees
   who have high possibility of being dispatched to overseas subsidiaries
   within 2 or 3 years take official trips to the overseas subsidiaries
   for a fixed period even before one year and a half of starting for
   their new assignment. The purpose is to raise their motivation and to
   make the consciousness as expatriates recognize. They should think
   about the role which inspects the overseas subsidiaries, and the check
   of skill required for the role or command of English is performed.
   This prior business trip system is a center on the English areas.
   (4) Overseas trainees (Global career program)
   The last training program of PCNs is overseas trainees (Global career
   program). This makes young employees from whom the future is expected
   master overseas deployment knowledge and experience, and there is the
   purpose of raising next-generation international managers. There are
   three, overseas training, overseas practical work, and business
   dispatch, in the program for this overseas trainee.
   Among these, the overseas training system was accompanied by change in
   three years after 2006. The overseas training system was performed
   since the 1980s focusing on the English area. The part of these
   programs was studying abroad to business schools and science graduate
   schools, although most of these were training in overseas
   subsidiaries. About the Chinese bloc, it was introduced in the 1991.
   Although it was dispatch by about 2-3 persons per year, since it said
   that they would like to send much more young employees abroad, this
   system became the new one which specialized in linguistic training in
   the 2006. Thereby, a capacity can be increased, every year, 15-20
   persons, and they can study abroad to the U.S. for three to six months
   and to China for one year, now. In the 2009, young employees to 32
   years old of age will be dispatched, four persons to English bloc, and
   seven persons to Chinese bloc.
   Overseas practical work performs practical training in overseas
   subsidiaries, operating assistance of those who are actually
   dispatched, etc. Moreover, business dispatch is to carry out one to
   two-year grade execution of the specific business in overseas
   subsidiaries.
   The training and development of HCNs
   In the 2006, it was only a trainee system at the training and
   development of HCNs. At the present, the inpatriates system and the
   foreigner's adoption system in headquarters were newly introduced into
   this.
     1. 
       Trainee system
   In the 2006, Company E was performing three trainings. They are GIMS
   (Global Interactive Management Seminar)-advanced (upper manager
   training), GIMS (manager training), and staff training. Objects are
   officers and managers layer, section chief layer, and the entrance 3-7
   year staffs, respectively. Strongly being conscious of retention, and
   otherwise, that the view of headquarters and construction of the human
   network were made into the purpose. Especially GIMS is carried out
   since the 1990s every year, and has old history. The staff training
   has started since the 2005, and GIMS-advanced has done in the 2004
   September. The capacity of GIMS-advanced is 7-8 persons, GIMS is 20-25
   and staff training is 20-30 persons. In the 2006, GIMS-advanced were
   seven persons' participation and GIMS were 25 persons. A training
   period is about one week, respectively.
   Among these, GIMS-advanced was interrupted and GIMS-leaders and local
   sales employee training were added. As of 2009, four training systems
   including GIMS and staff training were carried out.
   GIMS
   It has carried out focusing on section chiefs and assistant managers
   nearly continuously since the 1990s. As change for three years, it is
   that the training period was changed from one week to five days.
   According to the program in the 2008 fiscal year, it was about the
   introduction of this corporation on the first day, it was about top
   management lecture on the second day, these were about discussion with
   expatriates who experienced overseas dispatch on third and fourth
   days, the factory tour is performed on the final day.
   GIMS-leaders
   In the 2009, for the manager or the assistant general manager classes
   that are planning the appointment to the manager soon, this
   GIMS-leaders was introduced. It is because it judged that the object
   for tackles training of a lower manager class for a while since
   training of the candidate of GIMS-advanced took a round served as a
   backdrop into which this system was introduced. Although capacities
   are about 8-10 persons and 1 per each overseas subsidiary in
   principle, two persons of this training may participate depending on
   the case. It was changed from one week to four days during the period.
   The lecture of the president, each headquarters, and a staff
   department would be performed about strategy and the present
   management subject on the first day and the second. Discussion by
   groups was performed on the third and participants performed the
   presentations to the president on the final day.
   Pre-GIMS
   The staff training introduced in the 2005 changed to a name called
   Pre-GIMS. The object is unchanging with before at an entrance 3-5 year
   employee. The capacity became about 20 persons and the period became
   short as five days. Instead, the number of times of annual
   enforcements is made into 2 times per year, and much HCNs can be
   participated now. On the first and the second day, it is about the
   introduction of corporation. From third to fifth day, it has become
   inspections of each business place. Here, the chief aim is placed by
   forming human connections through place-of-business inspection like
   before. Moreover, by this, the morals as an employee can be made to be
   able to raise and international managers` retention can be planned.
   Local sales training
   In the 2007, in addition to these three training systems, local sales
   training was introduced. The purpose is also retention and human
   connections in Japan, here. Furthermore, to deepen an understanding of
   Japanese headquarters and the canvass of sale of business places is
   also set to one of the purposes for this training. An object is sales
   workers in charge more than the supervisor class at sales
   subsidiaries, and is the HCNs who have worked more than two to three
   years. Moreover, it is limited to the workers who have mastered the
   standard of fundamental business. It is held 2 times per year, spring
   and autumn, and it carries out in Japanese in spring and carries out
   in English in autumn. Therefore, conversation and reading ability in
   Japanese and English for participation is required. Furthermore, this
   training is limited in Asia and ASEAN. This is because these areas are
   carrying out business with the view near Japan which specialized in
   the market, and the job assignment. Although the number of
   participants is 15 persons every year, there is a Chinese capacity of
   ten among them. a The training period is between five days of each.
   For example, the training in spring of 2009, on the first day, it is
   explained about the business at the Tokyo branch, and there are some
   inspections of each business place from second to fourth day, and they
   had inspection of headquarters on the final day.
     2. 
       Inpatriates system
   On the interview in the 2006, the inpatriates system was an
   examination stage. Since many of sales ratios were already occupied in
   this stage in the oversea market, most customers were foreign
   companies. Therefore, existence of many foreign employees who knew
   well overseas enterprises was needed. The institutional introduction
   which aims at training of the international managers who can perform
   management of overseas subsidiaries in the future or the international
   manager who can work at headquarters like other Japanese employees was
   considered. As a result, Since the 2007, the inpatriates system has
   been introduced, and the total of 20 inpatriates are accepted by 2009
   centering on Asia at headquarters. The menu of training special about
   this inpatriates system is not prepared, but the same work as other
   Japanese is made to carry out according to the needs of each operation
   division.
     3. 
       Recruitment of foreigners at headquarters
   In order to utilize foreigners positively irrespective of Japanese
   since 2008 fiscal year, recruitment of new graduate foreigners has
   started in headquarters (global adoption). Objects are the foreign
   students who study in Japan, and foreign students who study at the
   overseas universities. There are two patterns in this system. Adopting
   one in the form where headquarters introduces to overseas
   subsidiaries, affiliation serves at overseas subsidiaries. Four
   persons in the 2006, eight persons in the 2007, and 13 persons in the
   2008 were employed by this system. Another adopts like other Japanese
   in headquarters, and works in Japan headquarters. Here, it is
   fundamentally considered as the contract here for three years, and
   after it consults about a future career, after three years, are due to
   be employed as a full-time employee. It has introduced since the 2008,
   and two persons were employed in 2008 and three were done in 2009. Not
   a new graduate but career adoption was a total of ten persons as of
   April, 2009. Thus, headquarters is also tackling employment of them
   positively with training foreigner's international managers.
   Global allocation and transfer systems
   Although there are no arrangement and change as a system, there is a
   global change according to needs, such as change of jurisdiction of
   goods. Through training of GIMS-leaders, the network between Japan and
   overseas subsidiaries and between overseas subsidiaries is used, and
   the global projects are planned from now on.
   Globally shared evaluation and compensation /benefits system
   Expatriates' globally shared evaluation and compensation /benefits
   system are not be different from 2006, and is continuing the balance
   sheet approach. This program is developed by the ORC which is a
   consulting company. It is a system which guarantees overseas
   purchasing power equivalent to a paid part received in a home country.
   Panasonic has evaluated the job of global headquarters and overseas
   subsidiaries by the objective standard and introduced as the system
   since April, 2003. These mailboxes were classified into a five-step
   grade after specifically recognizing the basic international managers
   who take the post all over the world more than the management of 50 as
   "global management, i.e., an international manager." Movement to the
   headquarters and the other country of HCNs was enabled by this, and
   international managers mobilization was activated (Nihon Keizai
   Shimbun 2003). At Company E, they think that the introduction of such
   a system is difficult at present. Especially the standard of
   evaluation differs between the West and Japan remarkably. Then, it
   sets it as the present target to clarify the standard of the function
   qualification of Asia and Japan first of all. For example, it
   clarifies that the section chief of the present in Thailand becomes
   which job grade and function qualification in Japan.
   Consideration
   Company E has a posture in which global managers practical utilization
   is positively conducted as a strategy of headquarters, after criticism
   of GBS international conference in 2005, and getting more than 75% of
   customers in overseas. The authority of decision-making which was led
   by headquarters until now also has the motion which a certain grade
   tends to transfer to overseas subsidiaries. That is, existence of the
   international managers in which PCNs and HCNs can manage overseas
   subsidiaries is searched for. Below, the four linkages between
   components which accomplish the analysis framework is considered on
   the assumption that this.
   We begin with the first linkage. After companies raise PCNs as capable
   international managers of decision-making or subordinate management,
   HCNs grows up. It makes the promotion maximum of HCNs expand, and
   leads to decline of the Japanese expatriates ratio.
   Company E has made four programs continue in three years since 2006,
   the expatriates-oriented program among these is performing radical
   reform. It is one of the big changes that the expatriates registration
   system started measurement about having brought about how much effect.
   Although the percentage from which the effect of the measurement
   became expatriates in a registrant was about 30% in the first half of
   2008, it appears in having reached to 70% in the second half of 2008.
   In addition, the prior business trip system which makes an overseas
   starting-for-its-new-assignment place investigate even before one year
   and a half of starting and to which the target for their new
   assignment is made to set is introduced. Moreover, in language
   pedagogy, they have supplied with the bounty of 200,000 yen, and have
   introduced the more practical training system which gives some
   language pedagogy and dispatching before half a year starting for the
   new assignment in Chinese and Korean bloc. As a result, from 2006 to
   2009, the expatriate ratio fell to 2.4% from 2.8%, and the president's
   localization ratio fell to 21% from 26%.
   Turning to the second linkage, raising HCNs as capable international
   managers of decision-making or capable overseas subsidiary management
   influences promotion maximum of HCNs, and leads to Japanese
   expatriates' decrease.
   One of the big changes for three years is having introduced the
   inpatriates system to the headquarters of HCNs, and the recruitment of
   foreigners system at headquarters in the 2007. Although the number of
   inpatriates was zero person, it became with a total of 20 persons in
   the 2009. As for the recruitment of foreigners, the foreigner who
   adopts in headquarters and becomes overseas subsidiary affiliation is
   25 persons, and foreigners adopt in s and headquarters and become
   headquarters affiliation turned into a total of ten persons. About the
   trainee system, there are 2 changes. One is having changed to
   GIMS-leaders for assistant general manager classes because
   GIMS-advanced for a manager level took a round, the other is having
   newly introduced local sales employee training had change. In order to
   increase a participant's number, Pre-GIMS and local sales training
   were taken as two enforcements per year. GIMS for a chief class has
   also been a big strong point of Company E from the section chief to
   whom these change is also continuously performed since the 1990. It is
   considered to have urged decline in expatriates ratio, and the rise of
   the president's localization ratio by these substantial systems.
   We touch upon the third and fourth linkage. Under the third linkage,
   the enhancement of systems for the allocation and transfer of
   international managers leads to proportional increases in the numbers
   of inpatriates and TCNs hired. As the fourth and final linkage,
   improvements in shared global evaluation and compensation/benefit
   systems likewise support increases in the numbers of HCNs put on
   inpatriates and the TCNs on staff. The number of inpatriates increased
   from zero to 20 persons in three years, from 2006 to 2009. Moreover,
   the number of TCNs became 14 persons and twice from seven persons. The
   total from after the 2006 year interview to 2009 is 34 persons, and
   the numbers can be said tending to increase. However, at Company E, it
   is going to just begin a measure after this about the systems for the
   allocation and transfer of international managers, and shared global
   evaluation and compensation/benefit systems. About the number of
   inpatriate which increased moved, it is thought that they are trainees
   in headquarters to educate as international managers, rather than the
   HCNs with the capability for it to be valid as international managers
   in headquarters. About TCNs, it is in the tendency which is moving
   according to the needs of business, such as change of jurisdiction of
   goods, rather than the dispatch international managers which has also
   the ability management in other countries. About inpatriates and TCNs,
   a future trend is observed continuously, and the 3rd and 4th linkage
   are also considered continuously.
   From the above thing, the first and the second linkages ware clarified
   in the case of Company E. This brought about the same result as the
   example of Company G in Nakamura (2009).
   Conclusion
   Comparing the 2006 with the 2009, at Company E, Japanese expatriates
   ratio decrease, instead the president's localization ratio is higher,
   and the number of TCNs is increasing. One of the purposes of this
   paper was clarifying about of what kind of headquarters Human Resource
   Management practices having affected the utilization of the
   multinational international managers as HCNs, PCNs, and TCNs. As a
   result, the following two things were clarified. The first is that
   promotions of HCNs expand and the percentages of Japanese expatriates
   decline proportionally to the enrichment of international managers
   training and development programs targeting PCNs. The second is that
   enhancement of international managers training and development
   programs for HCNs leads to the same results – namely, expanded
   promotions of HCNs and lower percentages of Japanese expatriates.
   By this, this research can be suggested about the importance of the
   viewpoint of headquarters, and a possibility of including TCNs as the
   subject of research. In the former researches of localization in 1970
   and 1980, the headquarters` Human Resource Management and overseas
   subsidiaries` were divided. In the present when globalization
   progresses, in the sense of the operative utilization of international
   managers in all over the world for multinational corporations, this
   research regards the Human Resource Management of headquarters and an
   overseas subsidiary as one organization, and shows the role and
   importance of headquarters.
   Moreover, although inpatriates as international managers were not
   exist, these existences as international managers may increase from
   now on as the inpatriates system as training performed now is
   substantial. Although it is said that TCNs are hardly exist for
   Japanese multinational corporations in the former researches, it is
   shown that this research needs to include this as a subject of
   research from now on.
   Another purpose of this paper was to retest Nakamura (2009). By having
   performed this supplementary examination was able to show the
   following three points. The first, it is the appropriateness of a
   period. In this research, it became clear that the Human Resource
   Management of headquarters has had influence the utilization of
   international managers in Company E. It is same result as Company G
   which we examined in Nakamura (2009). It was shown by this that the
   period of three years is sufficient to explain this theory. That is,
   the measure of the Human Resource Management centering on headquarters
   can show a certain effect in the period of three years.
   The second is about the common feature and difference of Human
   Resource Management between Company G and Company E. It is common that
   both companies are conducting substantial international manager
   training of PCNs and HCNs positively on the whole.
   In particular, the training and development system of HCNs is planned.
   That both companies implement the training for each positions. And,
   there are also two different points. One is that Company E has newly
   introduced the inpatriates (reverse transfers of HCNs to serve at the
   headquarters) system in 2007. At a present stage, since it is carried
   out as part of the program for raising international managers rather
   instead of inpatriates. Another is that Company E has measured the
   track record at what rate performed overseas dispatch out of overseas
   candidates who took the training. About the difference in Human
   Resource Management measure of these both companies having affected
   the ratio of international managers, the room of consideration is
   still left behind. We will consider it in a future research.
   To the third, this research is proving the internal validity of
   Nakamura (2009). By having proved the conclusion that 2 cases of
   Company E ( form the 2006 to the 2009) and Company G( from the 2003 to
   the 2006) were almost the same, it became clear that a possibility
   that the logic of Nakamura (2009) might be affected by external
   influence as time and environment is low. Although we can not deny the
   possibility that the localization and the utilization of multinational
   international managers have an effect by the time and environment if
   we consider the original character of multinational corporations that
   the transfer of new technology, and establishment and acquisition of
   overseas subsidiaries, it is clear that it may be impossible.
   Note (1)
   Used as a reference for defining the multinational corporation is the
   definition of “Japan’s major multinational corporations” indicated by
   the Kobe University Research Institute for Economics & Business
   Administration. This particular classification refers to companies
   that satisfy the following three conditions: (1) Of companies listed
   on first sections of Tokyo stock exchange, those with sales of 200
   billion yen or more; (2) companies engaged in foreign direct
   investment in five or more countries; and (3) overseas investment and
   financing balances of 5 billion yen or more. In 2008 which is the
   newest data, the number is 132 companies.
   Appendix: Profile of Interviewees (Respondent titles are the positions
   at the time of the interviews)
   1. Interview date: September 20, 2006
   Location: Corporate headquarters
   Respondent: Mr. Y (assistant manager, overseas personnel section,
   human resource department)
   2. Interview date: April 16, 2009
   Location: Corporate headquarters
   Respondent: Mr. M (assistant manager, overseas personnel section,
   human resource department )
   Mr. A (former chief of overseas personnel section, human resource
   department)
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   Figure 1. Analytical Framework for this Study
   =============================================
   Headquarters Human resource management policies
   ・PCN international managers training and development
   ・HCN international managers training and development
   ・Global allocation and transfer systems
   ・Globally shared evaluation and compensation/benefit systems
   
   （+）
   Utilizing 3 Types of International managers
     * 
       Expanded promotion of HCNs
     * 
       Lower percentage of Japanese expatriates
     * 
       Increases in numbers of inpatriates and TCNs hired.
   Source: Nakamura (2004).
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