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1. Moral education in Japanese society

Numerous business peoples have took responsibility and resigned for accidents, scandals, and various forms of unethical or illegal behavior in Japan.  However, only a few attempts have so far been made at the business ethics education on Japanese corporations.  Training and education for employees is one of the most emphasized strategies of human resource in Japanese company.  There is a survey by the Ministry of Health, Labor and Welfare in 2000 showed 83% of companies expect to increase or maintain the current level of their training budget.  On the other hand, very few companies hold established business ethics training system.  
This paper is intended as an investigation of the business ethics education on Japanese corporations from perspective of Japanese cultural features.  
As a beginning, we will examine the ethics education at school.  Most Japanese children are directed towards a series of entrance examinations.  The most important are at the age of 15 for high school and substantial proportion (almost 50%) at the age of 18 when they enter to university.  For the entrance examination, the emphasis is far less on developing the children’s sense of social skills and ethical mind than on teaching them the technique of passing exams.  Moral educations are disregarded in Japanese education system.  At the elementary school, moral education is required subject once in a week.  At the moral education class, students are taught the importance of keeping promise, kindness to friends, cooperation with each other, and so on.  These are required basic moral attitudes for ordinary human life.  However, after they graduate elementary school, most of the Japanese students have no more moral education through their school days.  
The Japanese companies which new recruits enter, therefore, educate them etiquette and ethics in business.  Japanese companies conduct various type of training and educational program for their new recruits to bring them in line.  This commences with training upon entering a company which is designed to knock their manners into shape by teaching them how to answer the telephone, how to bow, and so on.  Some companies even make university graduates who are candidates for executive positions within their organizations, train on the factory floor for several weeks or months.  They learn basic manners as a member of society in this training.
2. Aspects of Japanese corporate system
I believe that there are two types of corporate scandals, according to Anglo-Saxon management system and Japanese management system.  Anglo-Saxon corporate scandals are often caused by covetous people.  We can easily recall the characters that appeared in the Enron case or the world dot com case.  They pursue only their profit at the cost of other people’s money. 
On the other hand, Japanese corporations commit unethical activities using their ‘company’ as an excuse.  Japanese employees cannot refuse the order by their company, and frequently use the excuse “I did it for my company” when their unethical activities are brought to light; the explanation being, they did not pursue their profit but their company’s profit.  

In this sense, it is very hard to prevent typical Japanese corporate scandals by the means of ethics education in the corporation, because each employee behaves as submissive corporate servant.  Though they conform to the company’s rules, they infringe on the social rules in business.      

Let’s take a look at the difficulty of applying the ethics education in Japanese corporations.  I believe the difference of information form in business caved this difficulty.  I would like to describe this difference by applying tangible information and intangible information.  

Tangible information can be shared by anybody.  For example, it can be displayed on the computer’s website.  The codes of conduct can be categorized as tangible information, because the codes are extremely clear for everybody to understand.

Intangible information is based on custom or experience.  For example, it can’t be sent by e-mail.  Company’s spiritual climate, personality, and subtle ways of work can be categorized as intangible information, something that is away from public’s eye.

Now two types of the business models compete in Japan: new business model and traditional business model.
New business model uses tangible information.  Managerial efficiency and rationalization of management is indispensable to establish it.  This model allows the price competition.  New business model can be explained as the norms of equilibrium reciprocity.  This norm is specific, contractual, and we have to pay sanction if we violate it.
On the other hand, traditional business model uses intangible information in business custom.  It is often criticized as the closed system or closed human relation.  There seems much justice in this criticism in some points.  Traditional business model can be explained as the norms of generalized reciprocity.  This norm is vague, natural, and has no sanction if we violate it.

I’m afraid that some of you regard the norms of generalized reciprocity as the old fashioned moral standard.  However we should realize that the norms of generalized reciprocity means sharing without reckoning, is based on the gift relationship, and is ethics of amity or ethics of generosity.  To put in another way, norms of generalized reciprocity can be referred as trustworthiness and respect.  Most of us would accept that trustworthiness and respect are indispensable factor in socially responsible business.

4. Educating Japanese employees

The Japanese companies regard intangible information as more important than tangible information.  In Japanese office, everybody is crowded together in open space.  And Japanese business people often have face to face meeting once in a week, or once in a month to share their business skills or spirit.  In Japanese management, intangible information is indispensable in its daily business.

On the other hand, in Anglo-Saxon management system each office worker is separated in cubicles.  Most of employees refuse to teach other employees their own skills or knowledge.  To keep their job or position, it is not beneficial for them to share their own information and it is often interpreted as “adding one more competitor.”      

Due to the importance of intangible information in Japanese corporations, we have lifetime employment system.

The lifetime employment system greatly rewards those workers who remain with one company for their entire careers.  All employees receive a low salary when they start as fresher, but do get ‘pay raise’ as they progress and get older in his company.  Companies don’t recognize previous work experience when workers switch jobs, that is why a few people change jobs.  In such a situation, they don’t need to establish tangible information, because tangible information is for newcomers who need to acclimatize themselves to the new surroundings.
And ‘company employee training programs’ have played an important role in maintaining the current employment system.  The employee’s compliance with laws and socially responsible behaviors are mostly individual accomplishments resulting from a strong training system.
So ability of educating younger employees is one of the most important criteria for promotion in Japanese companies.  Frequent face to face meetings are used to educate the younger employees to be good workers for their corporations.  And on-the-job trainings (OJT) are also employed to improve performances.  

Currently, there is a CSR boom in Japan with American style of corporate governance and other style of CSR activities becoming popular.  Most of the multi-national corporations establish the credo office and form the codes of conduct.  Credo office uses many opportunities to provide additional training to make root the codes of conducts in their employee such as training schemes held 3 years and 10 years after initially joining a company, as well as special training before promotion to section head or department head.
The codes of conduct as the tangible information would be easy to understand for the workers in western countries.  However we should realize that the codes of conduct are not enough to manage workers in non-western countries.

Even if they try to educate business ethics for their employees, companies can’t train employees under the current in-house educational system.  They realize to teach the codes of conduct is not enough to cultivate ethical mind for their employees.  For this reason some of the companies began to introduce the case-method training in their in-house education.  Business ethics research center (BERC) provides classes of how to educate business ethics for employees using case-methods.
5. Conclusion

Though several problems related to the ethics education in Japanese corporation have been briefly examined in this paper, to diminish the value of the ethics education is not the purpose of this paper.  The present paper is written with the aim to propose advocating that the ethics education is by itself not enough to encourage more socially responsible behavior on the part of companies.  We have to take the ethics education seriously and establish better training system for employees.
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