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Ref: Guest, et.,al(2000) Effective People Management: Initial findings of Future of Work Survey.
Chow& Chew(2013) “The mediation of strategic orientation on HRM systems—firm performance relationship”
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o AEARIEEE ; Human capital theory (Becker, 1964). fewer investments in education and work
experience (Latimer and Conroy,1994)

o ¥RETBYZERIER : Theories of statistical discrimination based on coordination failure, Arrow (1973: 23-
32).

e V.S. a self-fulfilling prophesy (Yamaguchi,2013)

o O UF—BE|RX—LEE : Male gender self-schemas are based on roles, norms, values, and
beliefs (Konrad, Richie, Lieb and Corrigall, 2000).



FAaHRLE1— . flf. EXD3IDDRAT—VICHITT,
THEEES ey, T BROIROAT TSI

V=% VWFAToTA4T4, hT7IA54E—-2ay, AERZEHT
A ;- Social identity, self-categorization, and similarity-attraction theories
imply that diversity can be disadvantageous for organizations. (Mannix and
Neale).

FIEHEBEEEE : Kanter (1977) works on homo-social reproduction.

SEANEE (B CEANER (ZtE) HECLLEHEHOERD
iE UVEER - Maddux and Brewer(2005) identify “trust “ in gender differences
fields.



SAFRLEL— BA. B, DEDIDORT—IJIZHIFT, %
QAT 1 T

=
)Y —ZAR—XRE 12 —MNEEEHICH Z H5Z : cultural diversity, including gender diversity, have

generally yielded that the effectiveness of workgroups is enhanced by group-member diversity (Cox and Blake

1991).

IT—o x 2 —BEf(Spence 1973; Stiglitz 1975; Jensen and Meckling 1976; Fama 1980):
All human beings are completely rational whence each business organization has the same objectives as the CEO

has

CEO

HEH AL E S MNEHEE (Participative strategy making ):Information and decision-making perspectives would
suggest diversity has positive benefits only when properly managed so we set out to explore the role of
participative management in unleashing a diversity advantage (Dwyer et al.2003; Shore et al. 2011), specifically

PSM processes.”
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Ref: Yukiko Nakagawa(2015) “The Gender Diversity Firm Performance Relationship By Industry Type,
6 d) \ \Working Hours, And Inclusiveness: An Empirical Study Of Japanese Firms, Journal of Diversity
Management (JDM) Vol10.
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4. Background/Literature Review
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Moderator(+)

Services(+) Industry(-)

Inclusiveness(+)
Overtime hrs (-)

Gender diversity Firm Performance

Figure 1. Proposed model of industry type, inclusiveness, gender diversity, and performance. Cf. Ali et al. (2011)
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Performance = B! + Blx! + € (A)

Performance = B! + B!Diversity + B!Previous period + Blx! + £ (B)

Performance = B! + B!Diversity + B!(Diversity)! + f!Previous period + fx! + £ (C)

Performance =f! + B!Diversity + B!(Diversity)! + f!Previous period + !Diversity * Moderator +

B! Diversity ! * Moderator + f!Moderator + flx! + £ (D)

where xi are the control variables listed above, which are the same for every model and submodel, Performance is
Tobin’s g in 2012, and Previous period is the same performance measure from 2006.

Each equation is tested for 2 different choices of explanatory variable Diversity: female manager

ratio in 2012 and in 2006.

Use hierarchical multiple regression to test all hypotheses, similarly to the methodology of Ali et al. (2011).
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Ref: Yukiko Nakagawa(2016) "CEQ's Leadership, Mediated By The Operating System And Line Managers’ Involvement Effect In
The "GDM In HRM " -Business Case In US, Korean And Japanese Firms “ International Journal of Application or Innovation in
Engineering & Management ,vol5.Issue9.
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Figure 1. Qualitative comparison data —Japanese company A, GE and Samsung Electric

HhTal)— Japanese company A GE (2013) Samsun Electric (2012)
(2012)
E ] B E WMEEM (avvav |(REEH (ovrnvyy k)
) k)

Zag=F 200F A (45% ;E&41). 300F A (55% @45} 340F A (54% @B45%)
=S 140 & 135 4 Samsung Group 75 &

Samsung Electirc45 £
) ol o 58% 60% 87%
ROE (2016) -3.6% (2015) 12%(2016) 13.49%(2016)
TR EHE 1.3% (f5PEREHR. B |30% (RERFHE) 6.1% (NEFAEIZ K DHITERE22AN)

FREIZEEER)

Female Executive officer 13.8% (NE}5H
) 10FE LN T R R EEE10% (2
g5 ETZARNZaZT Y B,

& S TR b 3R

3.8% in Japan (289 ees)
(PR EE3R: 2.1%, 62
ees)

31%. (cf)18% in GE Japan
(2014).

11.8% in Korea
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