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The Difference in the Pay Systems
[bookmark: _GoBack] Japan regulated and implemented laws and legislations that required that all the directors of named individuals be disclosed. The regulation came to effect in March in the year of 2010. The financial service Agency ensured that all the named directors’ remunerations and compensations were disclosed. All the public trading companies are expected and required to disclose and reveal the total amount of compensation paid to the directors if the total pay is 100 million yen or more in one given financial year. Information to be disclosed includes the breakdown of all kinds of payment: the bonus awarded salaries, the funds on retirement, and the stocks grants available for the director informed of the grants (Abraham, 2017). Studies in Japan's salary structure have been very limited due to a lack of published information compared to the United States, where the declaration of the director’s remunerations has been provided in the public domain in decades. This lack of information from the Japanese farms' studies has been very limited.
The Japanese practices are different from practices in the United States; one of the different practices is that the directors base their salaries for more than two-thirds of their total salaries. Another distinct future that is very different from the United States is that the Japan director’s pays are insensitive to the economic situation that the business is facing, that is, the size and the financial performance of the firm; this results in a lack of uniformity in salaries between firms in the same industry. In Japan, unlike in the United States, the directors' pay is insensitive to the directors' performance while in use, the pay of the directors is performance-based (Liinalaakso, 2019). The Japanese director earns eleven times higher than the normal staff in the same organization; this is too low compared to the same director in the same firm and the same industry in the United States where they earn over four hundred times above their normal staff the same organization.
Japan has continuously maintained a relatively low director to the normal staff pay ratio. On the other hand, the average American CEO or director earns about 319 times more than the normal American organization staff. The American conservatives contest and insist that high and handsome compensation is due to the directors' high and good performance. The argument is not true as other directors in Japan are in charge and run top world organizations that are so profitable compared to the same firm in the same industry in the US (Koskinen, 2017). The case is even worse when it comes to private Americans and German corporations as the directors are highly paid and rewarded. High pay does not necessarily mean productivity on the part of the directors. Research has indicated that 10% percent of organizations that highly pay their directors suffer and face financial and liquidity problems.
There are so many ways and approaches that Japan, the United States, and German use to determine the directors' payment and salaries (Koskinen, 2017). The approaches adopted by the different and given countries are highly determined by the country's culture and the working styles in the given country.
The workers and people in Japan have no issue in being at work for long and more hours as they are willing to sacrifice their personal and free time working. On the other hand, in the United States and German, people value their free time and may not be willing to sacrifice their free time at work. In Japan's case, cash payment is not given more value compared to recognition and approval; due to this, there are very fee cash rewards established for the employees in Japan. In the USA, the system is of pay is more monetary-based, and rewards increase salaries, bonuses, and promotions for the employees (Liinalaakso, 2019). In Japan, more importance is given and regarded as job participation than in the United States and Germany. A graduate who is fresh from the university in Japan is paid less salary than the counterpart who is fresh from the University in Germany. BBC report indicates that a fresh graduate in Japan is paid around $ 22,000 while a fresh graduate from Germany is reimbursed $ 40,000. Germany and other European countries provide employees with well-paid leaves, vacations, and other benefits. Japan is also very good when it comes to offering staff welfares. Germany has adopted a very good and beneficial retirement plan for the employees, full health insurance, paid sick leaves, and paid vacation compared to the United States and Japan. 
Business organizations and firms continue to face and keep up with increasing competitive pressure; that is, they are always trying to do more with fewer resources and at a low cost. The goals for growth in sales volume, innovation, and profit are raised as employment growth is controlled, and even in some cases, employment is cut. The cost of labor and productivity is another important factor in decision making in the place where the product will be located. Due to Germany's high cost of labor, most companies are relocating their production activities to lower-cost areas and countries such as Eastern Europe (Abraham, 2017). BMW is a good example as it has resulted in moving its production to South Carolina. The Mercedes-Benz has also moved its production to Alabama. Moving the production firms from the original countries reduces their labor cost as their production is labor-intensive. The globalization of compensation is another factor that is causing each approach of pay to change an organization. It is continuously comparing and measuring against others on the effects of the pay strategy they adopt. 
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