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APRU Asia-Pacific Women in Leadership Program (APWiL)
Special Workshop
PROGRAM
Dates: July 1–2, 2014
Venue: Kyoto University Tokyo Office
27th floor, Shinagawa Intercity Tower A
2-15-1 Konan, Minato-ku, Tokyo 108-6027 Japan
Access Map: http://www.kyoto-u.ac.jp/ja/tokyooffice/about/access.htm
5-minute walk from JR Shinagawa Station

Schedule:
Day 1: July 1, Tuesday
14:30

Registration

14:30-14:40

Welcome and Briefing by conference organizers (conducted in Japanese)
Executive Vice President Masako Egawa, The University of Tokyo
Prof. Yasuko Takezawa, Institute for Research in Humanities, Kyoto University

14:40-15:30

Self-introduction by all participants

15:30-15:40

Break

15:40-17:00

Small group discussion on successful examples and challenging issues with
regard to the institutional or structural strategies at the university level
with executives, leaders, and potential leaders from different universities

17:00 -18:00 Entire group discussion
18:00-19:15

Networking Reception

Day 2: July 2, Wednesday
9:45

Registration

10:00-10:10

Welcoming Remarks by Vice President Kayo Inaba, Kyoto University

10:10-10:20

Address by H.E. Ms. Kumiko Bando, Deputy Minister of Education, Culture, Sports,
Science and Technology (MEXT), JAPAN


xiv

10:20-11:05

Lecture by Professor Takamura, Columbia University, Q&A
“Securing Japan’s Best Future: Leadership Strategies for Women in Academia”

11:05-11:50

General discussion (on issues such as strategic analysis and general planning)

11:50-11:55

Photo Session

11:55-13:00

Lunch/networking

13:00-14:45

Small group discussion concerning Shinagawa Proposal, an action plan for women’s
empowerment within higher education in Japan

14:45-15:00

Break

15:00-17:30

Entire group discussion/Prof. Takamura’s input towards the formulation of
Shinagawa Proposal

17:30

Closing Remarks
Vice President Junichi Mori, Kyoto University

* The second day workshop is open to APRU members in Japan and will be conducted in English.

Overview:
The Asia-Pacific Women in Leadership Program (APWiL) Special Workshop aims to discuss the
importance of a systematic strategy to promote gender equality in academic institutions, and provide
faculty and staff members responsible for university management with an opportunity to share
relevant information and ideas in order to enhance their knowledge and leadership skills.
The APWiL is a gender equality initiative that was launched at the APRU 17th Annual
Presidents Meeting in Vladivostok, Russia in June 2013. In the same month, under the leadership of
Dr. Masako Egawa, executive vice-president of the University of Tokyo, the APWiL Planning Meeting
was held in Tokyo as a trial workshop. This Special Workshop, planned for July 2014, seeks to build
on the achievements of the Planning Meeting.
The delay in efforts to advance gender equality in Japan has often been pointed out. This
workshop intends to provide a forum to share and discuss each participating university’s current
situation, challenges, and vision regarding specific issues related to gender equality, including
employment opportunities, promotion, research environment, and work-life balance, and to explore
ways to improve the situation. It also aims to provide a networking opportunity for faculty and staff
members in management positions who are tackling similar challenges, or who are anticipated to play
leadership roles in the future. A keynote lecture on the current situation in the U.S. will be delivered by
Dr. Jeannette C. Takamura, professor at Columbia University. The workshop will also include small
group discussions, a problem-solving session, a plenary discussion session, and networking
opportunities to provide a fruitful experience to all participants. We look forward to the active
participation of faculty and staff members who are directly or indirectly involved in university reform
and development.
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Keynote Speaker and Instructor:
Jeanette C. Takamura
Dean and Professor
Columbia University School of Social Work

Dr. Jeanette C. Takamura is the first female dean at the nation’s first school of social work. The faculty
of the school is multidisciplinary and includes economists, sociologists, a psychiatrist, developmental
and social psychologists, an attorney, demographers, individuals who are also public health
professionals, and others.
Much of her life’s work has been dedicated to the advancement of national and state policies
and programs in aging, health, and related areas. She was assistant secretary for aging at the U.S.
Department of Health and Human Services from 1997 to 2001.
Dean Takamura has served on numerous national and international boards, commissions, and working
groups, is a fellow of the National Academic for Public Administration and the National Academy for
Social Insurance, and has received many awards, among them the Lucy Stone Award from the White
House for her advocacy on behalf of older women and the enactment of the National Family Caregiver
Support Program.
In 2006, she was named a Social Work Pioneer by the National Association of Social
Workers (NASW) Foundation, the premier professional association for social workers. In 2009, she
was honored with The Order of the Rising Sun, Gold Rays with Neck Ribbon by the Government of
Japan, for her outstanding contributions to the promotion of social welfare policies and programs and
the status of Japanese American. She is a third-generation Japanese American and was born and raised
in Hawaii. Her doctorate in social policy is from Brandeis University in Waltham, Massachusetts.
Participating universities䠖
䠖Keio University, Kyoto University, Osaka University, Tohoku University,
University of Tokyo, Waseda University, Kyushu University, University of Tsukuba, Hokkaido
University, Nagoya University, Nihon University, Hiroshima University, Kumamoto University, Meiji
University, National Institute of Advanced Industrial Science and Technology
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Introduction
The Asia-Pacific Women in Leadership (APWiL) Workshop was organized by Kyoto University
and held at the Kyoto University Tokyo Office on 1–2 July, 2014. The workshop was organized as
part of the APWiL program of the Association of Pacific Rim Universities (APRU).
The APWiL program, which aims to promote gender equality in the Asia-Pacific region,
was launched at the APRU 17th Annual Presidents Meeting, held in Vladivostok in June 2013. The
1st APWIL workshop was held at the University of Tokyo in the same month under the leadership
of Prof. Masako Egawa, executive vice-president of the University of Tokyo. The current
workshop is the 2nd in the series, and drew participation from over fifty professors and executives
from fourteen universities and one research institute. The workshop was proposed and organized
by Prof. Kayo Inaba (vice-president for gender equality, Kyoto University), Prof. Junichi Mori
(vice-president for international relations, Kyoto University), and Prof. Yasuko Takezawa
(professor, Institute for Research in Humanities, Kyoto University).
One of the main objectives of the workshop was to share knowledge and know-how to
promote the cultivation of women leaders in the academic sector. In order to instigate changes
with regards to gender equality in universities, it is of great importance for the voices of women to
be heard when important decisions are made, and for women to be widely promoted to executive
positions. We invited Prof. Jeanette Takamura (dean and professor, School of Social Work,
Columbia University) as a keynote speaker and instructor for this workshop.
Another objective of the workshop was to establish an inter-university network to
promote gender equality, something which has not previously existed. In doing so, we aimed to
build a platform where, in larger communities, different information and strategies can be shared
and a certain level of influence can be exerted.
On the first day of the workshop, the participants gave self-introductions and shared their
experiences, opinions, and problems relating to gender equality issues at their institutions. For
example, it emerged that some universities had succeeded in employing a relatively large number
of female faculty members and researchers, while at other institutions, such initiatives were
opposed and did not come to fruition. It was acknowledged that efforts must be made to raise the
level of gender consciousness among both male and female faculty and staff at such institutions.
On the workshop’s second day, H. E. Ms. Kumiko Bando (then Japan’s deputy minister
of education, culture, sports, science and technology) gave the opening speech. Prof. Jeanette
Takamura then delivered the keynote speech. In addition to being the only female dean among the
Ivy League universities, Prof. Takamura is a third generation Hawaii-born Japanese American
with a highly developed degree of cultural sensitivity, as well as a deep appreciation of and
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familiarity with Japanese culture. Embodying many of the qualities vital to women leaders, her
status as a role-model made her the perfect choice for the workshop’s keynote speaker.
Prof. Takamura’s speech was followed by group and plenary discussions involving all
participants, with the aim of formulating the Shinagawa Statement, the text of which can be found
at the beginning of this report. Although it was not our plan to issue a formal statement such as
the Shinagawa Proposal when we were preparing for the workshop, we decided during the course
of our discussions that it would be useful to produce a concrete outcome, and formulated a rough
draft on the second day, following the afternoon debate. The statement was then finalized after
gathering comments and opinions via e-mail over the course of the next month. We are very
happy with the result, and believe that it is a suitable outcome to our one-and-a-half day meeting.
We hope that the Shinagawa Statement will be useful in our efforts to improve the situation
regarding gender equality at our respective institutions, and that it will serve as a springboard for
further discussions on this important issue that permeates the whole of Japanese society.
Unfortunately, we did not have time during the workshop to listen to all of the valuable
experiences of those in senior executive positions, such as university vice-presidents, who have
already become women leaders in their respective workplaces. We hope, however, that future
editions of the workshop will provide us with opportunities to benefit from hearing their
experiences.
Finally, we would like to express our sincere thanks to Deputy Minister Kumiko Bando,
who, despite her extremely busy schedule, made a very insightful speech. Also, many thanks go to
Prof. Takamura, who came all the way from New York to help us, giving a very informative
lecture and encouraging us in many ways with her wise advice.
We would also like to sincerely thank all of the participants of this two-day workshop
who joined us, despite their busy schedules. Also, we would like to deeply thank Mr. Mitsumasa
Mabuchi and Ms. Miki Nishii (International Affairs Division, Kyoto University), Ms. Yoshimi
Murata (Institute for Research in Humanities, Kyoto University), and Mr. Tymur Sandrovych
(Graduate School of Letters, Kyoto University) for supporting this workshop in a myriad of ways.

Kayo Inaba, Vice President for Gender Equality, Kyoto University
Junichi Mori, Vice President for International Relations, Kyoto University
Yasuko Takezawa, Professor, Institute for Research in Humanities, Kyoto University
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Welcoming Remarks
Kayo Inaba
Vice President for Gender Equality
Kyoto University

I would like to say a few words as we begin the Second Asia-Pacific Women in Leadership
Workshop or APWiL for short. First off, thank you for taking time out of your busy schedule to
attend. I am happy to inform you that we have a large group from diverse areas of expertise here
today. In addition to Japanese member universities of the Association of Pacific Rim Universities
(APRU) and the U.S.-Japan Research Institute (USJI), we have university personnel actively
engaged in gender equality initiatives, individuals involved in management and administration, as
well as the faculty members who are the driving force of our society. I am also pleased to
announce that we are joined by the Global Leadership Program Director Cheryl Torrado from
APRU.
Thanks to the efforts of Dr. Masako Egawa, the Executive Vice-President of the University
of Tokyo, the First Workshop, “Nurture of Young Female Researchers” occurred last year. This
year, Professor Yasuko Takezawa from the Institute for Research in Humanities, Kyoto
University, has continued this initiative, and thanks to her efforts, Professor Jeanette Takamura
has honored us by accepting our invitation to this workshop. Professor Takamura is the first
female and the first Asian-American Dean of Columbia University School of Social Work.
It has been noted that Japan is lagging behind other OECD member states in terms of
women’s participation in public affairs. In particular, it is evident that we have a fewer women in
leadership positions. The same can be said of women in research. Currently few women are in
roles that will shape science and technology in Japan. Japan shows the lowest ratio of women
researchers among the OECD nations: a mere 14.4%. To improve this situation, various initiatives
have been launched under the leadership of the Japanese Government and the Ministry of
Education, Culture, Sports, Science and Technology; these include a program to support women
researchers from suspending their work due to life events, a program to actively employ excellent
female tenure faculty members, and a program to motivate junior and senior high school girls to
pursue careers as researchers.
As you may know, approximately less than 35% of women researchers in Japan belong to
academia. However, the ratio of women researchers at universities is only 21.8 percent. More
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precisely, the ratio is a mere 14.6 percent at national universities, but exceeds 25 percent at
municipal and private universities. Regardless of the type of university, women researchers tend
to hold lower positions than men.
I believe that academic leaders should possess the qualities of a researcher, an educator, an
administrator, or a combination of these. However, first and foremost, leaders must have a
concept, mission, objectives, and enthusiasm. In addition to personal qualities, the ability to act as
a leader can be learned and enhanced through education and training.
The goal of this workshop is to sift through the problems of the respective Japanese
institutions and discuss organizational strategies to promote gender equality, especially leaders in
academia and ways to develop women leaders. I expect that Professor Takamura will provide
insight and helpful suggestions based on her experiences in the United States.
Last but not least, I would like to express my sincere gratitude to Professor Junichi Mori, the
Director for the Organization for the Promotion of International Relations as well as Profs.
Yasuko Takezawa and Masako Egawa, for their strenuous efforts for organizing this workshop.
Thank you very much and I hope that you find this workshop to be extremely helpful and
beneficial for all of you.
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Welcoming Remarks
Asia-Pacific Women in Leadership (APWiL) Workshop ࡼࡏ࡚

Masako Egawa
Executive Vice President
The University of Tokyo


ࡇࡢࡓࡧி㒔Ꮫࡢദ࡛ APWiL ⏨ዪඹྠཧ⏬㸭ዪᛶ࣮ࣜࢲ࣮⫱ᡂ࣮࣡ࢡࢩࣙࢵࣉࡀ㛤ദ
ࡉࢀࡓࡇࢆኚᎰࡋࡃᏑࡌࡲࡍࠋࡈᑾຊ㡬࠸ࡓࠊ᳃ඛ⏕ࠊ✄ⴥඛ⏕ࠊ➉ἑඛ⏕ࠊ◊✲ᅜ㝿
㒊ࡢⓙࡉࢇᚰࡼࡾ࠾♩ࢆ⏦ࡋୖࡆࡲࡍࠋ
APWiL㸦Asia-Pacific Women in Leadership㸧ࡣࠊ᪥ᮏࡢ 6 Ꮫ㸦ᮾࠊᮾிࠊᛂࠊ᪩✄
⏣ࠊி㒔ࠊ㜰㸧ࡀຍ┕ࡍࡿ APRU㸦Association of Pacific Rim Universities㸸⎔ኴᖹὒᏛ༠
ࠋ࣓ࣜ࢝ࠊࢪࠊኴᖹὒᆅᇦ࡞ࡢ 45 Ꮫࡀຍ┕ࠋ1997 ᖺタ❧㸧ࡢせ࡞ࣉࣟࢢࣛ
࣒ࡢ୍ࡘ࡛ࠊ2013 ᖺࡢ APRU ᖺḟᏛ㛗㆟࡛ṇᘧ࡞άືࡋ࡚ᢎㄆࡉࢀࡲࡋࡓࠋຍ┕Ꮫ
ࡢ➇தຊࢆ㧗ࡵࠊᏛ⾡ศ㔝࡛ࡢዪᛶࡢά㌍ࢆᨭࡍࡿࡓࡵࠊ(1)࣋ࢫࢺࣉࣛࢡࢸࢫࢆඹ᭷
ࡍࡿࣉࣛࢵࢺࣇ࢛࣮࣒ࢆᙧᡂࡍࡿࠊ(2)࣮ࣜࢲ࣮ᒙࡢከᵝࢆಁ㐍ࡍࡿࠊ(3)㧗➼ᩍ⫱ศ㔝ࡢ
ࢪ࢙ࣥࢲ࣮ࢠࣕࢵࣉࢆᇙࡵࡿࡓࡵࡢ᪉⟇ࡸᨻ⟇ࡢ❧㈉⊩ࡍࡿࠊࢆ┠ⓗࡋ࡚࠸ࡲࡍࠋ
ᅇࡢ࣮࣡ࢡࢩࣙࢵࣉඛ❧ࡗ࡚ࠊ2013 ᖺ 6 ᭶ࠊᮾிᏛࡢദ࡛ࠊ࢜ࣞࢦࣥᏛࡢ G.
ࣜࢵࢳࣔࣥࢻᩍᤵࡼࡿࠊ΅࣭࣮ࣜࢲ࣮ࢩࢵࣉࡘ࠸࡚ࡢࣃࣟࢵࢺ࣭࣮࣡ࢡࢩࣙࢵࣉࡀ
⾜ࢃࢀࠊ5 Ꮫ 20 ྡࡢᩍ⫋ဨࡀཧຍࡋࡲࡋࡓࠋࡇࢀࢆ㏻ࡌ࡚ࠊዪᛶᩍ⫋ဨࡀၥ㢟ព㆑ࢆඹ᭷
ࡋࠊᏛࢆ㉸࠼ࡓࢿࢵࢺ࣮࣡ࢡࢆᙧᡂࡍࡿࡇࡀ࡛ࡁࠊᅇࡢ࣮࣡ࢡࢩࣙࢵࣉ㛤ദࡢࡁࡗ
ࡅ࡞ࡾࡲࡋࡓࠋ
ᅇࡢ࣮࣡ࢡࢩࣙࢵࣉ࡛ࡣ APRU ຍ┕Ꮫ௨እࡶ㍯ࢆᗈࡆࠊᅜࡽ 16 Ꮫ࣭ᶵ㛵ࡢ
50 ྡࡀཧຍࡋࡲࡋࡓࠋ᪥ᮏࡢᩥⓗ⫼ᬒࢆ㋃ࡲ࠼ࡓෆᐜࡍࡿࡓࡵࠊࢥࣟࣥࣅᏛࡢ J.
ࢱ࣒࢝ࣛᩍᤵᇶㄪㅮ₇ࢆ࠾㢪࠸ࡋࡲࡋࡓࠋࡲࡓࠊ2 ᪥㛫ࢃࡓࡿάⓎ࡞㆟ㄽࡢ⤖ᯝࢆࠕရ
ᕝᥦゝࠖࡲࡵࡿࡇࡀ࡛ࡁࡲࡋࡓࠋᚋࠊAPWiL ࡛ࡣࠊຍ┕Ꮫࡀྛࠎࡢ≧ἣ༶ࡋ
ࡓ⊂⮬ࡢලయⓗ࡞ྲྀࡾ⤌ࡳࢆ㐍ࡵࡿࡶࠊㄢ㢟ࢆヰࡋྜࡗࡓࡾࠊ࣋ࢫࢺࣉࣛࢡࢸࢫࢆ
ඹ᭷ࡋࡓࡾࡍࡿࡓࡵࡢ࣮࣡ࢡࢩࣙࢵࣉࢆ㛤ദࡋ࡚࠸ࡃணᐃ࡛ࡍࠋ
APWiL ࡢ㛤ጞ࠶ࡓࡗ࡚ࠊຍ┕Ꮫࡢᐇࢆẚ㍑ࡍࡿ Gender Gap Report ࢆసᡂࡋࡲࡋࡓ
ࡀࠊ᪥ᮏࡢᏛࡣᩍ⫋ဨࡢዪᛶẚ⋡ࠊ୰㛫⟶⌮⫋ࡢዪᛶẚ⋡ࠊୖᒙ㒊ࡢዪᛶẚ⋡ࡢ࠸ࡎࢀ
࠾࠸࡚ࡶࠊຍ┕Ꮫࡢ᭱ୗ࡞ࡗ࡚࠸ࡲࡍࠋ㏆࠸ᑗ᮶ࠊࡇࢀࡽࡢẚ⋡ࡀᨵၿࡉࢀࠊ᪥ᮏࡢ
Ꮫ࠾࠸࡚ዪᛶࡢά㌍ࡢሙࡀࡁࡃᗈࡀࡿࡇࢆ♳ᛕࡋ࡚࠸ࡲࡍࠋ
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Towards the Asia-Pacific Women in Leadership (APWiL) Workshop
I am very pleased that Kyoto University kindly hosted the APWiL special workshop on leadership
development in July. I am especially grateful for the contributions by Profs. Mori, Inaba, and
Takezawa, and for the hard work by the administrative staff of Kyoto University’s International
Affairs Division.
The APWiL (Asia-Pacific Women in Leadership) is a major program formally adopted
by the Association of Pacific Rim Universities (APRU) at its Annual Presidents’ Meeting in June
2013. APRU, which was established in 1997, is an association of forty-five universities from the
Americas, Asia, and the Pacific region, including six Japanese universities, namely Tohoku,
Tokyo, Keio, Waseda, Kyoto, and Osaka. The objectives of APWiL are: 1) to create a platform for
sharing best practices, 2) to promote diversity in leadership, and 3) to contribute to the planning of
strategies and policies to bridge the gender gap in higher education. These objectives seek to
enhance the competitiveness of the APRU member universities and support the activities of
women in academia.
Prior to the present workshop, a pilot workshop on negotiation and leadership by Prof.
Geraldine Richmond of the University of Oregon was organized at the University of Tokyo in
June 2013. Its participants included twenty faculty members from five universities. During that
workshop, women faculty members shared their experiences concerning the problems they face
and an inter-university network was created, which provided the impetus for organizing the
present workshop.
The scope of the present workshop was not limited only to the member universities of
APRU, and fifty people from sixteen universities and research institutions throughout the country
participated. Professor Jeanette Takamura from Columbia University was invited to give a
keynote lecture discussing the cultural background of Japan. Following Prof. Takamura’s lecture,
two days of fruitful discussions were summarized in the form of the Shinagawa Statement.
Within the APWiL program, the participating universities will further promote their
own specific initiatives in accordance with their individual situations, and at the same time, we
plan to hold more workshops in the future for the sharing of best practices.
When APWiL was launched, a Gender Gap Report was compiled in order to compare
the actual situations of the participating universities. The report indicated that the Japanese
universities had the lowest proportion of women among faculty members, middle management,
and top management among the participating universities. I hope that in the near future, this
situation will improve, and that there will be more opportunities for women to play an active role
in Japanese universities.
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Address

H.E. Ms. Kumiko Bando
Deputy Minister of Education, Culture, Sports, Science and Technology
Prof. Inaba, vice-president of Kyoto University, Prof. Takamura, dean of the School of Social
Work at Columbia University. Ladies and gentlemen, it’s a great pleasure for me to extend a
few words at the opening of this workshop for women leaders in Pacific Rim countries,
supported by the Association of Pacific Rim Universities APWiL. First of all, I would like to
express my congratulations to Prof. Inaba on her winning the L’Oreal–UNESCO Award for
Women in Science. It is a great honor for all Japanese women.
As you already know, in Japan, the participation of women in society by international
standards is ranked 105th out of 136 countries according to the World Economic Forum
Global Gender Gap Index. The ability of women is very high, but the opportunities to utilize
and demonstrate that ability in society, and participate in decision-making processes, are far
from sufficient. This is mainly because of the difficulties in maintaining both work and family
lives, and because of gender job-stereotyped ideas.
The proportion of women in science and engineering is also insufficient. The
numbers and percentage of female researchers in Japan has been increasing, but the ratio is
only 14.4%, the lowest percentage among developed countries. The ratio in the United States
is 34.3%, more than double the ratio in Japan. Furthermore, very few women occupy higher
positions. In the engineering field, we cannot find a female dean in any Japanese universities,
and the percentage of female professors is just 3.1%. The proportion of female students in
science and engineering majors is also very small. For example, only 12.3% of engineering
undergraduate students and 26.2% of science undergraduate students. It is not lack of talent,
but is due to hurdles such as gender bias or stereotyped ideas and insufficient conditions for
life–work balance. MEXT has been making efforts to improve the systems and conditions for
women to participate and succeed in science and engineering, but more efforts are needed to
enhance these activities and enable women to occupy leadership positions.
But a great chance has come, Prime Minister, Abe regards women’s power, as the
largest potentiality in our society, and he is very eager to promote women’s activities.
Utilization of women’s power is a key factor for economic growth. Diversity is essential for
accelerating innovation and creation. Japan’s revitalization strategy, which is the Abe
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administration’s strategy for economic growth, set a target for the percentage of women
occupying leadership positions to reach at least 30% by 2020. To reach that target, the
government is providing incentives to companies promoting women’s activities, and
providing support to help women cope with different stages of life and diverse life events.
The Japanese government is also developing working environments to promote work–life
balance for both men and women. To encourage companies to appoint women to executive
and management positions, government is now preparing legislation to oblige companies
listed companies to publicize the situation of such appointments. Japan’s revitalization
strategy also includes efforts to support female researchers in maintaining academic careers
while raising a family, such as preparing the environment and promoting research activities,
and encouraging academic institutions to appoint women to leadership positions.
MEXT has established a work force to advance the policies for accelerating women’s
activities this year. Learning, networking, and action are important for women’s
empowerment. This workshop is a good chance to learn from each other, construct a women
leaders’ network, and strengthen collaboration. I hope all the participants will be able to get
fruitful results from this workshop. Lastly, I would like to express my appreciation to the
distinguished promoters of the workshop, and acknowledge the support provided by the
Kyoto University staff to realize this workshop. Thank you very much.
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Small Group Discussion
Results of small group discussion on successful examples and challenging issues with regard
to the institutional or structural strategies at the university level with executives, leaders, and
potential leaders from different universities, as well as general discussion led by Prof.
Takezawa.
All the participants have been divided into six groups, at first they had some time to
discuss the main points within the group, and after that one representative from each group
presented the outcomes of in-group discussion to the audience. The main discussion points
have been summarized by Prof. Takezawa and divided into two categories: “successful
examples” within different universities, and “issues” which still remain and have to be dealt
with in the nearest future.
Successful examples
Group 1:
࣭The WLB environment has not been provided on the full scale for women researchers some
seven or eight years ago, but we can say that now universities have the groundwork to build
and environment on it.
࣭There are many associate professors, but the number of women is also increasing, as well
as that of young researchers.
࣭Example: “speed-up activities” at Tohoku University. Women who have been employed on
a tenure track basis have a chance to move to other university, and do not stay at one place all
the time.
Group 2:
࣭There is a higher possibility of recruiting an excellent woman researcher if the open
recruitment is made for women only (there is a tendency to prefer positions with more
possibilities and higher level of stability).
࣭ Example: approximately 80 applications have been made for a position in science
discipline at Tokyo University, and there were so many excellent applicants that it was
extremely difficult to choose one among them.


11

Group 3:
࣭An institution for promotion of gender equality has been created, and there has been
progress in creating a necessary environment (facilities such as nursery rooms and ladies’
rooms, meetings (tea parties) at which the professors can give advice to young female faculty
staff etc.)
Group 4:
࣭Women-only recruitment
࣭Example: there has been an opening for 5 competitive positions at Kyushu University.
Around 170 people applied for it, but there were so many excellent researchers among them
that 10 people have been hired. This means that there are enough candidates, but a continuous
effort is needed to find them.
࣭Leadership skills of the President (or people in top administrative positions).
࣭Example: at Kyushu University, the President showed much understanding towards the
support system for women during delivery and childcare period, and a system has been
created so that when a woman in the position of assistant or lecturer gives birth to a child,
another person of the same position is recruited within that department for a period of 3-5
years.
Group 6:
࣭Selection for “speed-up activities”, specifying a “positive action” plan.
Remaining issues
Group 1:
࣭The number (of women) within administrative and leadership positions is small, there is a
strong need to increase it.
࣭The number of professors who might become leaders is still very small.
࣭Because the term of office of associate professor is decided, it is quite difficult for an
assistant professor to enter the “class” of leaders. The know-how about how to become a
leader is not widely disseminated, and as a result new leaders are not created.
࣭ Not so many people desire to become leaders, because after you do, the number of
administrative duties increases, and this affects research as well.
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Group 2:
࣭There is a possibility that some people do not apply for a common recruitment open
position, even if they can do so.
࣭The number of (women researchers) is small, which leads to difficulties with creating
women network.
࣭Women do not come into the spotlight even if they have some academic achievements. So
there is an urgent need to create networks of women researchers.
Group 3:
࣭Young people from child-raising generation are being employed, but the problem is that it
is difficult to take a maternity leave.
࣭People in Human Resource and Recruitment positions are men in most cases, so women are
not employed that much.
Group 4:
࣭There is a need to “visualize” the presence of women.
࣭How can we bring up young female leaders?
࣭How can we establish a system of regular women support? What kind of support shall the
administrative staff provide in order to increase and raise up the number of female
researchers?
Group 5:
࣭What are the possible ways for motivating the development of programs for raising up
future leaders?
࣭There is a need to promote female leaders to stages higher than just “symbolic presence”. ͒
Group 6:
࣭There are examples where the formulations of the positive action texts were made less
direct.
࣭Do we really need to mention directly the “percentage of women”? How should we answer
to criticism concerning the “reverse discrimination?"
࣭If we do not employ a quota system, how can we increase the recruitment of women?
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࣭An “octopus pot” (foxhole)-style open recruitment should be replaced by creating “womenonly” positions, and this, in turn, should be done in as many spheres as possible.
ࢢ࣮ࣝࣉูࡢ㆟ㄽ㸸
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䞉㻌 ⏨ዪඹྠཧ⏬䛾⤌⧊䛜ฟ᮶䚸⎔ቃ䛾ᩚഛ䛜㐍䜣䛰䠄クඣᡤ䚸ዪᛶ䝖䜲䝺䛺䛹䛾タ䚸ᩍᤵ䛜䝯䞁䝍䞊
䛸䛺䛳䛶ⱝᡭዪᏊᩍဨ䛾┦ㄯ䛻䛾䜛䝭䞊䝔䜱䞁䜾䠄Ⲕヰ䠅➼䠅䚹

ࢢ࣮ࣝࣉ 㸸
䞉㻌 ዪᛶ㝈ᐃ䛾᥇⏝
䞉㻌 䠖ᕞᏛ䛾㒊ᒁ㛫➇த䛻䜘䜛᥇⏝䚹➇䛔䛒䛳䛶ᛂເ⪅䜢ເ䛳䛯⤖ᯝ䚸ເ㞟 5 ྡ䛾䛸䛣䜝䛻⣙
170 ྡ䛜ᛂເ䚸ඃ⚽䛺ே䛜ከ䛛䛳䛯䛯䜑 10 ྡ᥇⏝䚹ĺೃ⿵⪅䛜䛔䛺䛔䜟䛡䛷䛿↓䛟䚸᥈䛩ດຊ䛜ᚲ
せ䚹
䞉 ⥲㛗䠄䝖䝑䝥䠅䛾䝸䞊䝎䞊䝅䝑䝥
䞉㻌 䠖ᕞᏛ䚸ฟ⏘⫱ඣᮇ䛾ᨭ䛻⌮ゎ䛾䛒䜛⥲㛗䚸1 ྡዪᛶ䠄ຓᩍ䛛ㅮᖌ䠅䛜ฟ⏘ĺ䛭䛾㒊ᒁ䛷
䛿䜒䛖 1 ྡྠ䛨⫋䛾ᩍဨ䜢 3~5 ᖺ᥇⏝䛷䛝䜛ไᗘ䚹
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䜾䝹䞊䝥 6䠖
䞉㻌 ຍ㏿ᴗ䛻᥇ᢥ䚸䝫䝆䝔䜱䝤䞉䜰䜽䝅䝵䞁䜢᫂グ䛧䛶䛔䜛䚹

ㄢ㢟
ࢢ࣮ࣝࣉ 㸸
䞉㻌 ᙺဨ䞉䝸䞊䝎䞊ᒙ䛜ᑡ䛺䛔䚸ᩘ䜢ቑ䜔䛧䛶䛔䛟ᚲせ䚹
䞉㻌 䝸䞊䝎䞊ᒙ䛻䛺䜜䜛ᩍᤵᒙ䛜ᑡ䛺䛔䚹
䞉㻌 ᩍᤵ䛿௵ᮇ䛝䛺䛾䛷䚸䝸䞊䝎䞊ᒙ䛻䛺䜚䛻䛟䛔䚹䝸䞊䝎䞊䛸䛧䛶䛾䝜䜴䝝䜴䜢ᩍᤵ䛧䛝䜜䛪䚸䛴䛺䛜
䜙䛺䛔䚹
䞉㻌 䝸䞊䝎䞊ᒙ䛻䛺䜛䛸㞧ົቑ䛘䚸◊✲䛻ᨭ㞀䛜ฟ䜛䛾䛷䚸䛺䜚䛯䛜䜙䛺䛔䚹

ࢢ࣮ࣝࣉ 㸸
䞉㻌 ᛂເ䛷䛝䜛䛾䛻䚸ᬑ㏻ᯟ䛻䛿ᛂເ䛧䛶䛔䛺䛔ྍ⬟ᛶ䚹
䞉㻌 ேᩘ䛜ᑡ䛺䛔䛯䜑䚸ዪᛶ䛾䝛䝑䝖䝽䞊䜽䜢స䜛䛣䛸䛜䛷䛝䛺䛔䚹◊✲ᴗ⦼䛜䛒䜛䛻䜒䛛䛛䜟䜙䛪䚸⾲⯙ྎ
䛻ዪᛶ䛜❧䛶䛺䛔䚹䊻ዪᛶ䛾䝛䝑䝖䝽䞊䜽䜢స䜛ᚲせᛶ䚹

ࢢ࣮ࣝࣉ 㸸
䞉㻌 ᥇⏝䛥䜜䛯ே䛿ⱝ䛔ୡ௦䛷Ꮚ⫱䛶ୡ௦䛰䛜䚸⏘ఇ䛜ྲྀ䜚䛻䛟䛔䚹
䞉㻌 ᥇⏝ேᢸᙜ䛜⏨ᛶ䛷䛒䜛ሙྜ䛜䜋䛸䜣䛹䛺䛾䛷䚸ዪᛶ䛜᥇⏝䛥䜜䛺䛔䚹

ࢢ࣮ࣝࣉ 㸸
䞉㻌 ዪᛶ䛾Ꮡᅾ䛾䛂ぢ䛘䜛䛃䚹
䞉㻌 ⱝᡭዪᛶ䝸䞊䝎䞊䜢䛹䛖⫱ᡂ䛧䛶䛔䛟䛛䚹
䞉㻌 㛤タ䛥䜜䛯ዪᛶᨭ䛾ไᗘ䜢䛹䛖ᐃ╔䛥䛫䛶䛔䛟䛛䚹
䞉㻌 ዪᛶ◊✲⪅䜢ቑ䜔䛩䚸⫱ᡂ䛩䜛ົഃ䛾䝃䝫䞊䝖䛸䛿䚹

ࢢ࣮ࣝࣉ 㸸
䞉㻌 ᑗ᮶䛾䝸䞊䝎䞊䜢⫱䜐䝥䝻䜾䝷䝮䛾Ⓨᒎ䚸䛹䛖䝰䝏䝧䞊䝅䝵䞁䜢䛘䜛䛛䚹
䞉㻌 ዪᛶ䛾䝸䞊䝎䞊䜢䛂䛚㣭䜚ⓗ䛺Ꮡᅾ䛃௨ୖ䛾ẁ㝵䛻㐍䜑䜛ᚲせᛶ䚹

ࢢ࣮ࣝࣉ 㸸
䞉㻌 䝫䝆䝔䜱䝤䞉䜰䜽䝅䝵䞁䛾ᩥゝ䜢ᙅ䜑䜛䜒䚹ෆᐜ䚸䛹䛖᫂グ䛩䜛䛾䛛ඹ㏻ㄆ㆑䛜䛺䛔䚹
䞉㻌 䛂ዪᛶᯟ䛃䛻㛵䛧䛶䚸ᩥゝ᫂グ䛩䜉䛝䛛䠛䛂㏫ᕪู䛃䛸䛔䛖ᢈุ䛻䛹䛖⟅䛘䜛䛛䠛
䞉㻌 䜽䜷䞊䝍䞊ไ䜢タ䛡䛺䛔䛺䜙䜀䛔䛛䛻ዪᛶ䛾᥇⏝䜢ቑ䜔䛩䛾䛛䚹
䞉㻌 ᛂເ⪅䛜ᑡ䛺䛔䛂䝍䝁䝒䝪䛃බເĺ䛂ዪᛶᯟ䛃䜢タ䛡䜛䛣䛸䛿䚸䛺䜛䜉䛟ᗈ䛔ศ㔝䛻ᗈ䛢䜛䛣䛸䛻䚹
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Lecture by Professor Takamura
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Securing Japan’s Best Future
Association of Pacific Rim Universities
Asia-Pacific Women in Leadership
Tokyo, Japan
July 2013
by
Jeanette C. Takamura, Ph.D.
Dean and Professor
Columbia University School of Social Work
Notes

Please do not use this without the citation above.
This presentation is all about the necessity of transforming the status of women in
Japan’s society in order to achieve Japan’s best future.
There are urgent challenges confronting Japan within our increasingly global
context.
These include:
x Challenges to Japan’s economic competitiveness. Japan has been eclipsed
by China, will soon be eclipsed by India as well, and other nations that are
on the rise.
x Japan has demographic challenges. Its population is the most aged in the
world. Its women are no longer as interested in marrying or having children.
Hence, its replacement rates are of concern.
x There are challenges as well to Japan’s academic leadership in Asia. China is
a determined nation, pouring considerable resources into building its
academic, arts, and cultural institutions.
x There has been a shift in leadership and influence driven by a digital age,
populated by competitive young wizards in India, China, and Korea who are
driving technological advances and who embrace and stimulate change.
One of Japan’s solutions is to “break the bamboo ceiling.”
x There is ample evidence based upon OECD and World Economic Forum
research on the status of women and reports from Goldman Sachs, Deloitte,
and McKinsey that the Japan’s economic future will depend upon the
empowerment and inclusion of women in leadership circles.
x Women are Japan’s “supervitamin”.
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A national/global vision and aspirations have been articulated by Prime Minister
Abe and others. This vision is aimed at achieving a revitalized nation and a
stronger economy. It strives to continue as a competitive global power in order to
ensure that there are more resources and opportunities for all, pride in Japan, and
global respect.
However, this requires the empowerment of women and a new appreciation of
the opportunities that diversity presents. It requires evidence of respect,
appreciation, and commensurate rewards for women. To quote Mao Tse Tung,
who was able to establish a central role for women in revitalizing China, “Women
hold up half the sky.” In Japan, women have held up at least half the sky. It is time
now for them to be acknowledged and enabled to contribute publicly and fully to
build Japan’s future.

Japan’s women are perceived to be as capable as men, ore adaptable, and in many
cases more “cosmopolitan”. They have been strong, long-suffering experts at
gaman. They have been held back by pervasive, troubling gender discrimination,
and it is well known that Japanese women are often at risk of sexual harassment,
domestic violence, and self-injury.

The women’s empowerment initiative advanced by Prime Minister Abe has called
for:
x increasing women in the workforce by 30%
x increasing women in leadership positions by 30%
x reforming child care (improving the quality of child care) and other policies.
This initiative, unfortunately, necessitates that women:
x add more to their many existing responsibilities
x be involved in developing meaningful policies, programs, incentives, and
rewards
x be convinced to participate more, but they will need to have both choices
and support to prevent feelings of burden , of being used, and of being
disregarded
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The good news is there appears to be evidence of general progress in corporate
Japan, particularly in Western corporations with a presence in Japan. In many such
corporations:
x gender equality is a conscious corporate initiative
x more women are rising to leadership positions
x baselines, benchmarks, and timelines are being used more to ensure
objective processes
Japan’s women and men must work together to:
x protect women’s rights and life options
x incentivize, prepare, and reward women
x support men and boys to make positive changes. The alternative is that
there will likely be increases among men in depression, alcoholism, and
domestic violence.
Within higher education, the empowerment of women is not easily accomplished,
but it is essential. The inherently conservative nature of universities impedes
progress. Among the challenges are the following:
x Tenure thwarts motivation for change
x Highly structured gender-biased environments are the norm
x Networks and informal processes overpower and reinforce the status quo
x Funding empowers and privileges certain researchers, certain research foci,
and certain research methods
x Generational differences in values and expectations tied to gender and
other variables among faculty members also pose significant impediments
for younger academics
It is important to bear in mind that intentions alone cannot reverse the
impediments identified. Strategic actions are needed to achieve desired impact
and outcomes.
Other impediments to gender equity in higher education include:
x The faculty and executive recruitment processes
x The lack of access to essential resources, such as assistance with quality
child care
x The discomfort that both women and men have with pioneering women’s
empowerment as there are few role models or templates
x The lack of or poor mentoring of women in academia
x Women lacking a legitimized and enduring “place” and “voice”
x The lack of strong networks and informal support in and out of a member’s
department, which results in feelings of isolation
x Multiple responsibilities held by women that curb the academic
productivity and pace essential for their advancement in higher education
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There are reasons why there is a need for more women and more women in
leadership positions in higher education. These include:
x Women are essential contributors to ensuring Japan’s global future, its
economy, and well being
x Japan’s demographic revolution is changing the market for higher education.
There are fewer young people who are potential higher education students
x Younger generations of women expect the status of women to be on par
with that of men
x Scholarship and knowledge building require women’s perspectives to
capture an accurate representation of the world
Japan’s academic leaders can contribute to their nation’s essential transformation.
x CEOs of corporations in Japan are improving the status of their female
employees to secure their corporations’ futures
x University presidents are also CEOS and must do the same
x Only the president of a university can provide/represent the vision, set the
direction, and introduce transformative initiatives
x University presidents can assure the competitiveness and thus the future of
their institution and its students, alumni, faculty, and staff
x But university presidents cannot succeed alone, without viable ideas for
initiatives, and help with implementation
In order to recruit, retain, and promote women in higher education, the following
are important to consider:
x Recruitment
o Establish a Target of Opportunity Program (TOP) to recruit women to
faculty, research, leadership, and post-doctoral positions
o Appoint mostly women to a University Gender Equity Committee
o Have the University Gender Equity Committee monitor TOP results by
each department:
o Require at least ½ of each department’s recruitment and selection
committee to be female (draw members from across the University in
order to have the composition be at least ½ female)
o Partner with secondary schools to set up a pipeline for young women
to enter academia and eventually become faculty, researchers,
leaders
x Supportive recruitment packages for women
o Offer salary and research support to departments for recruitment
packages
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 Include a signing bonus that can be carried forward when not
used
 provide research assistant(s)
 provide access to research methods/statistical consultation
 provide travel funds to present research at conferences
 provide a multi-year flexible scheduling alternative
o Provide an exemption from teaching duties for a semester to a year
to give the new member time to advance her research
o Organize cohorts of women from across the university to prevent
isolation
o Provide a thorough, outcomes and success-focused orientation
x Mentoring and integration program
o Provide departments with funding for the provision of a defined
mentoring support and integration program to new faculty
o Engage successful senior faculty member(s) to mentor and integrate
new recruits into the department (the “post-resume” opportunity)
o Tie mentors’ annual merit increases/additional compensation to new
recruits’ successes
 Ask new faculty members for mentor preferences (they may
prefer a mentor for another department)
 Train mentors on what quality mentoring is and is not
 Monitor and evaluate mentors
o Host special cross-university meetings to discuss and make tenure
and promotion requirements and strategies transparent
o Provide seminars and workshops on research and teaching methods
o Host networking lunches for women faculty to encourage
collaborative research and publications
o Ensure that women faculty are on policy and other governance
committees and, if possible, provide workload credit for serving on
committees that have substantial work
x Steer new faculty towards national/global prominence
o Have new faculty members develop focused research agendas with
their mentors
o Have them identify the most influential scholars and publications to
reach them
o Have mentors work with faculty on a plan for their scholarship
development (collaborative work, consultation from statisticians,
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critical review of publications, etc.) and monitor accomplishments
regularly
o Help faculty reach international scholarly circles
x Strive to ensure work-life balance
o Have the Gender Equity Committee review and enhance child care,
elder care, flex time, and other essential supportive benefits
o Seek the input of faculty members in the generational cohorts that
are most impacted
o Reward and give visibility to department chairs for supportive
initiatives that foster a favorable work-life balance (note mindsets
tied to generations)
o Have the Gender Equity Committee monitor, assess, and report on
work-life quality
x Appoint women to executive positions
o Recruitment strategy is similar to recruitment of female faculty
o Provide intensive leadership and management training and
orientation
o Develop a future leaders program
 Offer leadership and management training and orientations to
the structures and functions of the University’s administrative
units
 Have each participant design and complete an administrative
project addressing a real need
 Work with faculty on developing a career plan in academia
In order to have transformations or changes that increase the number of women
in leadership positions occur in higher education, it is important as faculty are
recruited to have clearly identified intentions (objectives) that are actionable, and
that generate the right impact. If the intentions and actions are not clearly
determined and well-focused, the impacts that could result might be unproductive
and lead to complicated problems.
Transformation in Japan’s universities will occur when:
x A tipping point is reached, whether this is in the number of female faculty
or female academic leaders. A tipping point (critical mass) must be reached
for a new trend or mindset to emerge (Malcolm Gladwell, 2000).
x Three laws related to trends or social epidemics are observed and used:
o The Law of the Few: that is, there are a few people who make trends
happen. Among these individuals are those who are:
 Connectors: they know and connect lots of people
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 Mavens: they link people to new information
 Salespersons: they persuade others
o The Stickiness Factor: this is about the extent to which an idea is
memorable or “sticks”
o The Context: the influence of the environment
There are challenges that are inherent. One of these challenges is “mindset”—
very deep beliefs or kangae-kata (style or way of thinking). Mindsets are:
x paradigms; e.g., that suggest that the world is flat, that women are inferior
beings, women leaders are not feminine — all beliefs that are patently
untrue but become part of a belief system
x the lens through which one sees the world, limitations, and opportunities
x In Whistling Vivaldi, Claude Steele, a social psychologist talks about
“stereotype threat”
x What should the mindset about women be in Japan’s universities?
Mindsets can be transformed. How might this be in academia?
x By recognizing that there are threats to the survival of higher education
institutions as we know them and thus to the leadership of universities.
o The demographic profile of Japan clearly points to a diminishing
number of young people who might attend universities
o At the same time, the BRIC nations are on the rise, so they may strive
to build their own academic strength and intellectual capacity
x By taking advantage of charismatic leadership and direction, such as Prime
Minister Abe is attempting to provide
x By using significant events, as China did when it hosted the Beijing Olympics.
Japan will have this opportunity when it hosts the 2020 Olympics. At that
point, the world will discount Japan if it has not transformed the status of
its women
x By using peer or significant external or internal pressures as those from
competitor nations
x By the lessons learned through the acquisition of new and different
experiences, as through work or study abroad
x Through systematic training programs that provide women and men the
knowledge and skills necessary to bring forward the improvement of the
status of women within higher education.
One could contend that Japan is at a tipping point: the empowerment of women
is “an idea whose time has come”.
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Women in any institution, and higher education institutions are no exception,
experience “micro-aggressions” and “micro-insults”.
x These are hostile comments and actions by one person directed at another
(man to a woman, for example)
x Micro-aggressions may be unconscious or subconscious, micro-insults
usually are not
x Micro-aggressions are rude, insensitive, or cruel behaviors
x Some examples include:
o A male faculty member ignores a female faculty member’s attempt to
speak in a meeting
o A male faculty member says, “Women should just stay home and
have babies.”
To deal with micro-aggressions and micro-insults:
x The best course is prevention by offering University-wide trainings by the
Gender Equity Committee towards a culture of civility and respect
x Give publicity to positive examples
x Provide information on what micro-aggressions are and how they work
against productivity and the climate of a workplace
x Have the Gender Equity Committee track these incidents
x Women faculty should figure out whether, where, when, and how you will
deal with micro-aggressions
o Describe what happened to the aggressor. Tell them, it felt like
_____________________________.
Ask for clarification. Was that what you intended?
o Use their name and say
_______________________________________
Please do not do that again. I would like us to work well together.
When you do things like that it is disrespectful and does not
encourage a good working relationship.

To deal with gender-based discrimination at a mezzo level:
x Organize a guild or a league
x Find allies with whom you can figure out your University strategy and
collaborate with them. They could be connectors, mavens, and/or
salespersons
x Be clear about the business case for women at your university
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x Look for an opportunity to meet with your president and suggest initiatives
that would enhance his leadership
x Role play how you would deal with micro-aggressions
x Find mentors and develop a career plan
It is important for women and men to develop essential skills that would enable
them to:
x deal with or prevent fixed mindsets
x deal with micro-aggressions, micro-insults
x use the art of disagreement and negotiations
x lead and speak with confidence and grace and respect
x manage and participate productively in meetings
x behave in a gender-neutral, diverse, global workplace and in contexts other
than Japan
x manage by focusing on performance
x provide skillful, objective feedback
Japan’s Best Future is one in which the nation enables women and men to realize
their full potential and be the best that they can be.
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Closing Remarks
Junichi Mori
Vice President for International Relations
Kyoto University
I will try to make my concluding remarks very short. First of all, I would like to thank all the
participants of this Workshop. I will not repeat what other people have said already, but I
would especially like to thank Professor Takamura for her continuous efforts. Thank you very
much, and I hope you’ll have safe way back to your home.
And as for the Universities…As you might already know and as Professor Takamura
mentioned, the University presidents are ready to help you. Very important thing is that you
have to give a good advice to them and use them. As you should be strong no matter where
you are come from.
I’ve learned from the discourse that we need to have in our minds two very important
things, which are firstly - the vision, and secondly - strategy, right? Such position can be
really called an “American pragmatism”.
I learned very much and I hope you will apply these things to actual conditions at
your home universities. As I have already told you, we are always ready to help you, that is
the purpose of management staff.
Thank you very much!
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Report on the APRU Asia-Pasific Women in Leadership Program (APWiL)
Special Workshop held at the Kyoto University Tokyo Office on July 1-2, 2014.
 ǡ
ǤǡǤǡǡ 
 ǣ ͵ͳǡʹͲͳͷ
APRUࠕAPWiL ⏨ዪඹྠཧ⏬ዪᛶ࣮ࣜࢲ࣮⫱ᡂ≉ู࣮࣡ࢡࢩࣙࢵࣉࠖ㛵ࡍࡿሗ࿌᭩
Ⓨ⾜⪅㸸ி㒔Ꮫ◊✲ᅜ㝿㒊ᅜ㝿⏬ㄢ
༳ๅᡤ㸸ᰴᘧ♫⏣୰ࣉࣜࣥࢺ
Ⓨ⾜ᖺ᭶᪥㸸ʹͲͳͷ ᖺ ͳ ᭶ ͵ͳ ᪥
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