Human Resources Development and

6 Improvement of the Educational
Training Infrastructure in Japan

1. Objectives
The Japan Institute for Labour Policy and

Training (JLPT) is an incorporated administrative
agency and since its foundation, has been developing
research programs in accordance with themes
associated with medium-term labor policy challenges
the Ministry of Health, Labour and Welfare has
presented, and carrying out its research activities for
its first mid-term plan (from October 2003 to March
2007). This report summarizes findings from a
project research carried out on “the labor market
infrastructure development for Members! of the
project raised and discussed the following two
questions before starting detailed studies on “the
labor market infrastructure development for human
resources devel opment:”

() Why is “the labor market infrastructure
development for vocational skills human
resources development” an important issue?

(2) How can we, focusing attention on important
things, understand the current situation of “the
labor market infrastructure for human resources
development” and analyze its problems?

In the first section of this report we summarize
our discussion on the two questions, before planning
detailed research methods based on the discussion.

A. Why is “the labor market infrastructure
development for human resources
development” an important issue?

Japanese polices on human resources
development have changed significantly following
revisions of “Vocational Training Act” in 1969 and in
1978 and the introduction of “Human Resources
Development Promotion Act” in 1985. In other
words, Japanese policies have shifted their focus
from public vocational training to promotion of

human resources development led by private
enterprises, by introducing more flexibility into
vocational training criteria to feedback needs of
enterprises, and recognizing importance of on-the-job
training (OJT) as well as of off-the-job training (Off-
JT, collective training which usually takes place away
from normal work situations) as effective training for
vocational work.

Factors behind these changes include in-house
human resources development actively taking place
in response to the growth of internal labor market and
ageneral emphasis on on-the-job training in Japanese
industries. Government policies concerning
vocational training were in the 1950s aimed at
introducing a mechanism to form Western-style
socially prevailing skills, but later made major
changes in accordance with actual growth of
industries. Since then, Japanese policies on human
resources development have regarded enterprise-
sponsored human resources development as
fundamental, and the national government has only
facilitated and supplemented such development.
(Izumi 1985, Taniguchi 1997)

The Human Resources Development Promotion
Act provides that the national government shall
formulate basic human resources development plans
and shall indicate the framework of related policiesin
amedium to long-term perspective. The Eighth Basic
Plan for Human Resources Development was
formulated in July 2006. This Project Research
started when the Seventh Basic Plan was being
implemented. The Seventh Basic Plan refers to “the
labor market infrastructure development for human
resources development” as summarized bel ow.

Recent technical innovation and economic
globalization have been causing industry-wide
structural changes, and at the same time, workers’ job

1 Members of thisVocational Development Project Research are shown in P.162 Some of the members have been changed and
new members have been recruited due to personnel reshuffles and expansion of the scope of the research, yet the basic focus

of the research has remained unchanged.
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consciousness and forms of employment are getting
more diversified. Accordingly, there is concern about
increasing mismatches between jobseekers’ skills and
experience and demands of the labor market due to
higher labor mobility and enterprise-wide need for
more active duty reassignment. To ensure
employment stability and expansion, the current
situation requires environments that facilitate human
resources development by workers and by employers
as well as improvement in labor supply and demand.
In other words, what is essential are environments
that enable workers and employers to access relevant
information on the labor market, including
information on job opportunities, and provide
opportunities for workers to evaluate their own
vocational ability and learn in vocational training
courses in accordance with their intended vocational
goals for their career development. A socioeconomic
infrastructure for human resources development that
enables the labor market to effectively function will
play roles of these environments. The above Basic
Plan discusses necessary policies, by grouping the
infrastructure into four systems: (1) systems
supporting workers' career development; (2) systems
providing easy access to information on the labor
market, including information on job opportunities
and needs for human resources development; (3)
effective vocational ability evaluation systems for
workers including white collar workers; and (4)
systems providing various educational training
opportunities. (Ministry of Health, Labour and
Welfare 2001)

From the above description, we can learn that “the
labor market infrastructure development for human
resources development” means infrastructure
development concerning human resources
development that enables the labor market to
effectively function, or infrastructure development
that enables workers and/or employers to willingly
and voluntarily carry out relevant vocational
development. However, such infrastructure is yet to
be fully established, and that is why this issue now
attracts so much attention.

As described before, Japanese policies concerning
human resources development had focused on
in-house vocational development backed by
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traditional long-term employment practices since the
1970s. In the early 90s, following increasing labor
mobility, the idea of individual-oriented vocational
development was introduced (The Sixth Basic Plan
for Human Resources Development 1996). As parts
of specific measures, in order to encourage individual
growth and development, “Training and Education
Benefits System” was established in 1998, in which
individuals, instead of places of business, are entitled
to partial refunds of expenses incurred with training
courses. Yet, this benefit system lacked systematic
approach for generating environments that encourage
individuals to willingly get involved in vocational
development both in and outside of their workplaces.
The Seventh Basic Plan for Human Resources
Development is characterized by the national
government’s willingness to upgrade these
environments as a part of its responsibility.

Accordingly, in discussing “the labor market
infrastructure development for human resources
development,” first, we should consider the key roles
that individuals play in vocational development as
well as enterprises. Considering how the government
has handled this issue up until now, we believe more
attention should be given to individual-oriented
vocational development. Secondly, while systematic
improvement of the infrastructure in a broader sense
both in and outside of enterprises should be
discussed, we need to examine more the
infrastructure that assumes Off-JT and human
resources development outside of enterprises, given
the government’s past policies largely dependent on
enterprise-sponsored OJT and other in-house
vocational development.

B. How can we, focusing attention on
important things, understand the current
situation of “the labor market
infrastructure for human resources
development” and analyze its problems?

What kind of research is to be planned on “the
labor market infrastructure improvement for human
resources development”? We believe that, clarifying
the current situation, which will serve as the basis for
policy planning, and extracting related problems will
constitute the foundation of the research. Since the
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concept of “infrastructure” is vast, we cannot even
start a survey for identifying the current situation
until which areas should be focused and how are
determined. For this purpose, we have to sort out
what has been made clear by earlier studies and
examine what needs to be clarified. Research on the
labor market infrastructure is not an established
academic discipline, and we can say few preceding
studies have addressed this subject and at the same
time, many preceding studies have addressed this
issue from viewpoints encompassing various areas.
Conducting exhaustive study from the latter’s
perspective is beyond our capacity, and we have
examined preceding studies concerning only human
resources development policies, which is a mere part
of numerous subjects concerning this issue. Then we
presented two sub-themes as shown below.

First, what have we already |learned about the
conventional vocational development which is highly
dependent on enterprise-sponsored activities? Many
studies, including pioneering studies by Kazuo Koike
(Koike 1997 and 1981), have accumulated data on
“how vocational skills have been acquired in
enterprises.” International comparisons have been
frequently made on this issue, highlighting features
and benefits of Japanese-style employment
management that puts much faith in OJT and staff
reshuffling for skill formation. While one can refer to
a mechanism of OJT or staff reshuffling as an
infrastructure enabling the internal labor market to
produce effects on vocational development in a
broader sense, what we need to address now is how to
develop components other than OJT and staff
reshuffling.

Expenses incurred with off-the-job training, or
Off-JT, have been reported for a long period of time
in the Ministry of Health, Labour and Welfare's
“General Survey of Working Conditions.” The
expenses have significantly decreased since the early
1990s, yet still hovering at a level similar to the
1980s. More specifically, Japanese-style Off-JT
conventionally depends on stratified training
programs, as is often referred to as “ Off-JT

conducted at major career milestones’ (Koike 1988).
However, some studies point out that recent off-the-
job training courses include more theme-specific
courses and individual trainings, and at the same
time, have been carried out more selectively. (Imano
2003) It is reasonable to think that contents of the
training have undergone significant change.

The “General Survey of Working Conditions” has
not clarified every expense incurred by enterprisesin
connection with vocational development. As K.
Imano and E. Ohki point out (2000), expenses
incurred with vocational development include not
only expenses for equipment and instructors, but also
personnel costs and opportunity costs for persons in
charge of training.? Ohki (2003) analyzed the
expenses incurred with Off-JT and noted that almost
half of them were spent on educational training
institutes outside of enterprises. Knowing whether
enterprises currently procure educational training
from within the enterprises or from the outside is
important for policy planning concerning future
infrastructure. Factors behind this include enterprise-
specific vocational ability, and “whether enterprises
currently procure educational training from within
the enterprises or from the outside” is a determinant
essential to identifying the scope of effective
infrastructure development outside of enterprises
designed for vocational skills upgrading. Basic
information on current situation needs to be made
clear, including “what kind of educational training is
being offered and is being utilized at what kind of
places and to what extent?’

We would like to consider the vocational
development infrastructure from viewpoints of
individual workers. Naturally, individual-oriented
vocational development is closely intertwined with
career development for each individual. A policy
objective of developing an individual-oriented
infrastructure that enables each person to select his or
her career path and nurture his or her own vocational
ability accordingly will require clarification of how
far such career path and vocational ability
development have been realized.

2 Expenses incurred with vocational ability development include not only expenses for these Off-JT but also opportunity costs

in connection with OJT incurred by both trainers and trainees.
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What has been made clear so far? Odaka (1982)
surveyed workers and educational training institutes-
based scholars in as early as the late 1970s for
learning the correlation between individual career
path design and needs for training. Odaka pointed out
that while workers had needs for training largely due
to present or prospective needs of their workplaces,
and not due to individual career path design such as
job changes. We can say that, from viewpoints of
individuals, up until the 1980s, enterprise-sponsored
vocational development and in-house career
development had played central role in human
resources development. Back in those days, the most
important milestone in career path selection may have
been the employment of new graduates. However,
studies on the employment for new high school
graduates already pointed out that we can no longer
say such job placement is career path selection for
individual workers. (Amano et al.1988)

The number of studies concerning the correlation
between job changes and vocational ability has
increased since the early 1990s. “Employability,” or
ability to be employed within and outside of
companies and ability to facilitate labor mobility,
which Japan Business Federation (Nippon
Keidanren) recommended in 1999, undoubtedly
constitutes the infrastructure that supports vocational
skill development aiming at ensured employment
stability and employment expansion through labor
mobility. A number of studies examined how the
vocational ability is currently formed and is
influencing labor mobility. For example, Fujimura
(2003) pointed out, by analyzing questions asked
during job interviews for career changes, that
vocational ability respected outside of enterprises is
largely overlapped with the one respected within an
enterprise, and indicated that what is important for
upgrading your vocational ability respected outside of
enterprises is to improve the quality of your current
work and for that purpose, employees themselves
have to identify and bring up their own strengths and
use ingenuity to make their ways of working more
useful for human resources development. Kurosawa
(2003b), surveying companies offering mid-career
employment opportunities and workers employed in
mid-career, pointed out the inadequacy of vocational
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ability standards as a way to “disseminate” the level
of vocational ability of individuals. Inoki et al. (2001)
broadly discussed job changes and human resources
development, pointing out that business experience
and social networks gained in previous positions
influenced successful job-changing and increased
satisfaction. The current situation analysis in these
papers suggest many things about the infrastructure,
including standards used to evaluate vocational
ability, networks that suitably disseminate the
evaluation, and environments that enable individuals
to manage their own ability expansion.

These papers on job-changing observed individual
workers for only a very short period of time, mostly,
immediately before and after job changes. However,
if vocational ability development from the viewpoints
of individuals is to be discussed, a longer-term
observation tracing back to their schooldays may be
required. In one’' s work history which is made up of a
series of careers ranging from the past to the future,
how vocational ability is being formed and for what
purpose one is willing to develop one’'s vocational
ability? Understanding of ability formation from the
present viewpoint of individuals now reaching the
midway point of their career paths will be required to
make individual-oriented ability formation more
effective. How individuals have made or have been
forced to make job selection at which stage to
establish their career tracks? We believe that policies
without understanding of these current situations
from the viewpoint of individuals will be no use in
influencing individuals.

In addition, your working life is not all of what
you are. You have your family life, and you may be a
parent, a child or alearner. Your working lifeisonly a
part of your whole career. We need to consider the
vocational ability development in the context of the
entire career.

Very few studies in Japan have analyzed
individuals’ long-term careers from the above
viewpoints. While recently, a number of panel surveys
on young people in transition have been conducted,
still there may be almost none of long-term studies on
individuals. Of course, this type of studies require alot
of time and labor, yet we believe that what proposed
policies on the career development assistance for
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individuals lack most is studies that identify the
process of vocational ability development and career
development seen from the viewpoint of individuals.

2. Research Method

Based on the above discussion, in this Project
Research we clarify the platform of Off-JT human
resources development opportunities in relation to
“the labor market infrastructure development for
human resources development” and make clear how
individuals make use of vocational development
opportunities, including Off-JT opportunities, for
formulating their careers and vocational skills. Then
we examine possible directions the infrastructure
development needs to take in future. More
specifically, we have identified the following two
sub-themes and have appointed a team to study each
sub-theme.

A. Study on the current status of the
vocational education and training service
market (Hereinafter referred to as “the
study on the vocational training service
market”):

This study looks at the entire picture of the
ongoing Off-JT human resources development
conducted inside and outside of enterprises by
surveying the current situation. In other words, the
study clarifies the supply structure of vocational
training services and how the demand sides, or
individuals, have utilized the vocational training for
their human resources devel opment. For this purpose,
first, we have grasped general features of the market
based on existing statistical sources and survey
findings. Then secondly, in order to make clear
organizational features of educational training
suppliers and contents of educational trainings, we
conducted mail questionnaires twice on organizations
that supply vocational education and trainings. (This
survey covered only education and training providers,
including teaching institutions and private-sector
educational training organizations, and did not cover
ordinary enterprises since their main business
purposes do not include supply of educational
training services.) Thirdly, we conducted another
mail survey, using a research firm to transmit and

collect questionnaires to and from respondents, to
learn what kind of training services have been
required by what kind of individuals, including
workers, for what purposes and how they have
appreciated the services.

B. Study on the current status of long-term
career development for individuals
(Hereinafter referred to as “the study on
long-term careers”):

In parallel with the above mentioned study on the
current status, this study clarifies how careers and
vocational skills have been formulated so far,
collecting and analyzing case examples of long-term
career development for individuals. This study has
been structured based the idea that the creation of an
effective system supporting individuals in future
should take into consideration the past various career
development cases. This study interviewed 68
persons who have now reached or nearly reached in
their 50s from the yearend of 2003 to the beginning
of 2004. These 68 persons were respondents of a past
panel survey, “Career Tracking Survey,” conducted
on more than 2,800 men and women, then aged 15 to
26, who were born in from 1953 to 1955.

3. Design of the Study on the Vocational
Training Service Market and the
Outline of Findings

A. Aim of the study on the vocational
training service market

Recently employers and individuals' basic ideas
about the human resources development have been
changing.

Enterprises are now being restructuring their own
education and training strategies, by reviewing their
conventiona in-house “human resource devel opment
through on-the-job training” and more frequently
utilizing training institutes outside of enterprises
when training is required, for improving investment
efficiency. In addition, they have increasingly
emphasized the principle of individual responsibility
in one’s vocational development and career
development. While enterprises have been
increasingly utilizing vocational training institutes
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outside of enterprises instead of in-house training and
individual workers are increasingly encouraged to
value the importance of individual responsibility in
vocational development, enhanced Japan’s ability to
develop human resources requires upgraded functions
of vocational teaching institutes outside of
enterprises. In other words, a socia infrastructure that
supports vocational training activities carried out by
both enterprises and individuals should be further
developed, and the government has the major role to
play in thisissue.

The government has to correctly grasp the current
state of vocational training activities outside of
enterprises in order to formulate effective policies.
Information available on this issue, however, is quite
limited. Accordingly, the purpose of our study on the
vocational training service market is to show the
current state of vocational education and training
activities in the labor market from the viewpoints of
the vocational training service market (which is
discussed later), and we have employed the following
procedures.

i. Clarify the contents and amount of the education
and training services supplied and demanded in
the labor market.

ii. ldentify supply and demand for education and
training servicesin the labor market

iii. Based on findings from the above, evaluating the
current state of the vocational training service
market and identifying policy challenges.

B. Viewpoints toward the vocational training
service market

In order to develop vocational ability of
individuals, teaching institutes provide students
vocational education, and various institutions
including teaching institutes provide vocational
training to workers and others. In this paper we
would like to discuss the latter, “vocational training
for workers and others’, which is hereinafter referred
to as “education and training service.”

To enjoy the education and training service,
workers need, first of al, “providers of the education
and training service” and “those who pay the cost of
the education and training service.” The providers of
the education and training service include public-
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sector (national, municipal and joint public-private
venture) bodies (excluding training institutes),
training institutes (such as universities and
specialized training institutes) and private-sector
educational institutes (such as public-interest
corporations, employers’ associations and private-
sector enterprises). These providers of the education
and training service are referred to as “vocational
training providers’ in this paper. Those who pay the
cost of the education and training service include
ordinary enterprises (enterprises of which main
business purposes do not include the supply of
education and training services are referred to as
“ordinary enterprises’ in this paper.), public sectors
and individuals.

Moreover, an agreement between “the provider of
vocational training service” and “those who pay for
the vocational training service” concerning the
service must be concluded to enable workers and
others to enjoy the service.

A place where the above agreement is made and
the vocational training service is being distributed is
referred to as “broadly-defined vocational training
service market.” A part of this market includes a
territory where those who pay for vocational education
also provide training services, in other words, a
territory of “self-consumption or interna transaction”
where one supplies education and training services at
one’'s own cost. This “self-consumption” includes
cases where those who pay for and supply the services
a the same time are ordinary enterprises and another
cases where they are public-sector bodies. In these
cases, costs spent on the training service will not flow
outside the territory (in other words, vocational
training services are not transacted outside of the
territory). In this paper, we will refer to “the vocational
training service market” as “the narrowly-defined
market for vocational training services’ by excluding
the “self-consumption.” Unless otherwise specified, in
this paper the term “the vocational training service
market” refers to “the narrowly-defined market for
vocationa training services.”

Characteristics of the vocational training service
market are to be described with the aid of variables
concerning the following three topics:

i. Supply of the vocational training service seen
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from the viewpoints of the providers
ii. Demand for the vocational training service seen
from the viewpoint of workers
. Present status of the vocational training service
supplied by vocational training providers and
demanded by workers and others through the
market.

C. Components of the study on the
vocational training service market

First we analyzed the vocational training service
market, utilizing existing statistics and findings from
surveys.® We developed a framework for analyzing
the vocational training service market, and identified
features of “broadly-defined vocational training
service market.” More specifically, we made clear (1)
the number of organizations of vocational training
providers and the composition of the providers
grouped by organizational form and organizational
features, (2) concerning the current status of the
training services, the quantitative structure of the
service as seen from the business income of
vocational education providers and the qualitative
structure of the service as seen from contents of
trainings (including the duration of vocational
trainings), and (3) the current situation on how
governments and enterprises which demand
vocational education and training services share cost.

Next, two surveys on training service providers
were conducted to clarify detailed features of the
training service market seen from the supply side.
(Hereinafter the first survey is referred to as “the first
survey on vocational training providers’ and the
second survey is referred to as “the second survey on
vocational training providers.”) The first survey made
clear the quantitative supplying structure of the
vocational training service market on “which
providers provided what kind of services to how

much degree?’ along with organizational features of
providers. Findings from this survey were
summarized in “the Japan Institute for Labour Policy
and Training (2005a).

The second survey was to clarify “the qualitative
supplying structure of the vocational training service
market” and analyzed vocational training courses that
these providers offer, by describing (1) what kind of
study was conducted in training courses (what were
being taught), (2) for what kind of workers (trainees
ages, occupations, and attributes as seen from their
career levels), and (3) by what methods (duration,
frequency and fee of courses). Findings from the
above survey were summarized in “the Japan Institute
for Labour Policy and Training (2005b).

These surveys did not examine public sectors
since they are more difficult to be surveyed and
instead analyzed characteristics of public-sector
providers, utilizing existing statistic sources.

The final theme is to make clear “the demand for
the vocational training service market” and for this
purpose, we conducted a survey of individuals
including workers (Hereinafter this study is referred
to as “the survey of individuals’).# The purpose of
this “survey of individuals” is to clarify
characteristics of the demand for the vocational
training service market by observing what kind of
persons demand what kind of training services
(training activities) for what purpose (Needs of
trainings) and how they have evaluated the result
(evaluation of vocational trainings).

D. Outline of the findings

What has been made clear from the analysis of
existing data is (1) that the expense spent by both
enterprises and governments on the vocational
training service market is approximately 581.7 billion
yen, (2) that enterprises largely depend on private-

3 Statistics Bureau of Ministry of Internal Affairs and Communications (2003a) (2003b); Statistics and Information
Department of the Ministry of Health, Labour and Welfare (2003), Human resources Development Bureau of the Ministry of
Health, Labour and Welfare(2002), The Japan Institute of Labour (2003 a),Employment and Human Resources Devel opment
Organization of Japan, Website of Lifelong Human Resources Development Center (2003), and The Japan Institute of

Labour (1996) (1998)

4 |n addition to “the survey on individuals,” human resources development activities of unemployed people in a certain
geographic area were surveyed in January 2006. (The latter survey is hereinafter referred to as “the survey on unemployed

persons.”)
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sector training providers and training institutes have
played a relatively little role, and (3) that at the
supply side, public sectors have concentrated their
services on trainings on machinery and skills
concerning electricity and electronics which need
extensive investment, while private-sector major
providers such as industry organizations and
economic organizations (including chambers of
commerce) have specialized in trainings on
administrative services, and business corporations
have mainly focused on short-term training courses.
Reflecting the above mentioned role sharing between
public and private sectors, we believe it is difficult to
largely depend on private-sector providers for
upgrading an education and training system that
nurtures advanced and specialized human resources
development which needs long-term training courses.
Our findings suggest instead the need for activating
the training system presently conducted mainly by
public-sectors, and the need for more effectively
utilizing educational institutions, including vocational
training schools, various training institutes and
universities.

Secondly, we discussed, based on findings from
the survey of individuals, “who need what kind of
education and training services for what reason?”’,
“what kind of constraint conditions will be assigned
in that case” and “how they have evaluated their
effects.” Our major findings include: (1) Individuas
spend around 60% of their time on individual growth
and development, and around 40% on trainings, and
around half of the time spent on trainings has been
assigned to training courses that training institutes
provide. (2) Individuals have spent only 30% of
resources (time and money) they can actualy invest,
and we believe regular staff cannot effectively utilize
their resources (time) because they have less
discretion in the allocation of time. (3) While
compared with regular staff, non-regular staff spends
less resource and less budgets for vocational
development, the ratio of their resource and budget
against their annual incomes spent by non-regular
staff is higher than the ratio spent by regular staff.
Non-regular staff is more likely to purchase cheap
training services because they cannot expect much
from vocational development offered in their
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workplaces. (4) The demand for education and
training services supplied by public institutions
including public interest corporations and employers
associations, instead of those offered by private-
sector bodies and public trainings, is large. For this
reason, we should recommend that Off-JT outside of
enterprises is becoming increasingly important and
there are urgent needs to develop the vocational
training service market. We should also recommend
that policies to improve the working hour
management are required for regular staff, since they
cannot freely utilize their working hours for
vocational development. Further we recommend that
public-sector vocational training programs to be
upgraded for those unable to afford expensive
training and unable to expect good vocational
development opportunities at workplaces, such as
non-regular staff, and that public-sector agencies such
as employers’ associations and public-interest
organizations to be more actively utilized in the
reviewing process of the public-private cost sharing
in vocational training.

Thirdly, we have clarified the training service
supply structures, by identifying “what kind of
providers have provided vocational training services
to whom by what kind of methods through what kind
of training courses,” utilizing findings from mail
survey questionnaires for vocational training
providers. Our major findings include: (1) When we
take into consideration the revenue from and the
amount invested in the vocational training service, we
found that around 70% of managing organizations
running vocational trainings are private-sector
enterprises (of which business purposes include the
supply of vocational training services), public interest
corporations and employers' associations, and the
largest share of trainees attend trainings offered by
public interest corporations. (2) When identifying
“what kind of trainees have enjoyed what kind of
vocational training services,” we have found that,
lecture classes and seminars mostly assume small and
medium sized enterprises salaried workers, offering
training seminars for new recruits, technical trainings,
quality and safety training courses and training
programs on personnel and labor relations affairs, al
intended for each job class. Correspondence courses
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are designed for a much wider audience including big
company salaried workers. (3) When taking into
consideration the duration and price of trainings, we
have found that, in general special course training
institutes offer long-term expensive courses, public
interest corporations offer medium-term mid-priced
courses, employers’ associations and universities
offer low-priced short-term courses, private-sector
enterprises provide relatively expensive medium-term
courses, vocational training corporations provide
long-term low-priced or mid-priced courses, and
graduate schools for working persons offer
extremely-expensive extremely-long-term courses.
From these findings we have found it important to,
first, make clear the market structure for identifying
key issues to be emphasized, and we have pointed out
the need for clarifying relative features of vocational
training providers to facilitate efficient operation of
policies, including those on entrusted training, and
the need for actively utilizing public interest
corporations and employers’ associations that are
neither public nor private.

Finally, we compared public vocational training,
which was not covered by the survey on vocational
training providers, with other training providers and
their effects as seen from the viewpoints of
enterprises, based on existing data. The number of
people who finished public vocational training
courses fluctuated significantly from 380,000 in the
fiscal 1999 to 1.05 million in the fiscal 2001 and
390,000 in the fiscal 2004, demonstrating the
influence of entrusted training conducted as a part of
emergency employment measures and showing how
public vocational training worked as a part of
employment measures. These training programs have
been targeted to job leavers, workers and school
graduates, and job leavers and workers represent a
significant share. Ninety-seven percents and 82% of
these trainings are designed for job leavers and
workers, respectively, consisting of specialized
training courses (to learn specialized knowledge), and
most of the training courses are technical ones. On
the contrary, most training courses other training
institutes offer for working people are certification
courses and training in foreign languages. When
taking into account how enterprises have evaluated

vocational training for school graduates, we have
found that especially manufacturing and information
sectors have highly appreciated the training as
effective specialized learning, and many enterprises
are willing to employ those who have finished these
courses. In addition, it has been pointed out that,
without these vocational development seminars
designed for workers, almost five times as much cost
would have been required to retain the present level
of their knowledge and skills, and that what has been
learned in these trainings is worth 6.3 times as much
as the cost. What enterprises expect most from
vocational training is basic training, and the training
has succeeded in providing much of what it is
expected to provide. It is recommended to enhance
the training for experienced skilled workers to
refreshing their skills, the training for systematically
teaching practical work and related theories, and the
function that contributes to improved performance at
job sites by visuaizing technical levels.

4. Outline of the Study on Long-term
Careers and its Findings

A. The framework for the study and the basic
design of the survey

The study on long-term careers comprehensively
discusses how careers and vocational ability have
been developed from the viewpoints of individuals.
To promote the upgrading of environments that
facilitate individual-oriented vocational ability and
career development as policy measures, we need to
understand how actual careers and vocational skills of
individual have been formed. In doing so, it is
important to introduce the viewpoints of individuals
by identifying in what context individual trainees
have viewed these careers and skills and what kind of
aternatives individuals can find in them. Vocational
development is naturally difficult to be evaluated
unless examined in the long view. Accordingly, the
survey should be carried out in a longer term
viewpoint.

For this purpose, in this study we decided to
conduct a detailed hearing investigation into middle-
aged people on their past career and vocational ability
development. This investigation includes not only
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vocational career and human resources development,
but also their career path selection and how it is being
affected by their parents, spouses and children, how
they selected their career paths in training institutes
and major factors behind the selection, including their
academic performance and household budgets.

It is naturally quite difficult to find respondents
who are willing to answer such an extensive hearing.
Accordingly, we contacted respondents, who were
born in 1953 to 1955, of the panel survey known as
“Career Tracking Survey,” for asking their
cooperation in our survey. The “Career Tracking
Survey” was conducted when JILPT was known as
National Institute of Employment and Vocational
Research (1981 to 1989) and as National Institute of
Vocational Research (1969 to 1981). As mentioned
below, the “career tracking survey” is a 10-year-long
panel survey, and we assumed that the former
respondents of the survey would be more willing to
understand and take part in our survey.

As aresult, the total of 68 persons of those asked
eventually accepted to answer our questionnaire.

B. Characteristics of our questionnaire

This study, as above mentioned, is based on
findings from the 68 respondents and features by the
following: (1) by referring to the past “Career
Tracking Survey,” one can track down the 35-year-
long career path of individuals. These studies are
really valuable for a long duration of the period
studied. Findings on individuals' career paths from
panel surveys have been accumulated overseas and a
vast amount of data has been made public. On the
contrary in Japan, only little data from panel surveys
have been kept. Though this study is preliminary and
only a limited number of people are studied, the
duration of this study is remarkable even compared to
ones conducted overseas, and one can derive from
this study an incomparably enormous amount of
information and new knowledge compared to a cross-
cutting study conducted at a single point in time.

(2) The “Career Tracking Survey” is a panel
survey, beginning when a sample of individuals were
ninth graders, and then conducted when the same
representative sample respondents were in high
school, immediately after they got their first
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employment, and when they were 26 years old. In
this way, one can analyze the correlation between
specific life stages experienced by each individual
(for example, transition from training institutes to
workplaces) and macroscopic socioeconomic
situations (for example, job markets), and more
accurately learn the correlation between their ways of
thinking about career guidance and jobs during their
days in training institutes and their career
development in younger ages.

For example, those surveyed in this study spent
their school days during the post-war economic
development and obtained their first employment
after graduation around the first oil crisis. This
coincided with a sharp rise in the advancement rate to
high schools where 80% of their generation
proceeded to high school and arise in the
advancement rate to colleges and universities. They
landed their first employment in the 1970s when
business conditions and employment conditions
experienced radical changes due to the ail crisis, and
the labor market varied much depending on when
they first entered the labor market. Junior high school
graduates and senior high school graduates then
landed their first employment before the economy
was yet to be affected by the ail crisis, while college
graduates and university graduates landed their first
jobs when employment conditions had already
worsened by the ail crisis. In this way, it is clear that
changing social and economic conditions have been
closely related to their transition from training
institutes to workplaces.

(3) This study utilized the “life history calendar”
method along with interviews. This method was
invented in the 1980s by demographic specialists and
others, and respondents were asked to report eventsin
their history of schooling, employment history,
marital history, and family history in a calendar-like
format (The calendar year was used as the
fundamental reporting unit) on a sheet of paper. To
facilitate the recall of respondents’ lifetime
experience, the life history calendar listed some key
dates of public events (for example, the first oil crisis
in 1973, the Great Hanshin Awaji earthquake in
1995), and asked respondents to report any changes
in contents of their jobs, positions, transfers, job
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satisfaction and rewarding experience. Respondents
could also report events such as their independence
from their parents, marriages and births of their
children, and in this way this life history calendar
provides a bird's eyes view of respondents’ personal
histories.

The use of this method enabled us to relate
changes in their workplaces, jobs and positions,
which serve as good indicators of individuals' career
path design, to their entire life plans, by linking them
to their life events (for example, independence from
family members, marriages and childbirths) and to
geographical transfers (for example, job transfers and
husband-alone transfers), instead of considering these
changes separately. (Japan Institute for Labour Policy
and Training 2006a)

The “Career Tracking Survey,” which serves as
the basis of the above study on long-term careers,
was originally conducted from the late 1960s to the
1980s.

The purpose of the “Career Tracking Survey”
was, in short, to clarify a mechanism of employment
and work adjustment for young people. In the 1960s
when the survey was started, young people’s job
changing was acknowledged as a social problem, and
in general their job changing was attributed to their
mal adjustment to jobs or workplaces. Though the
survey was initially carried out to examine their
attitudes toward jobs and workplaces, the purpose of
the “Career Tracking Survey” was to understand the
correlation between individuals and their jobs as a
series of development processes.

Those surveyed in the “Career Tracking Survey”
were 2,820 persons, 1,459 males and 1,361 females,
who were born in the fiscal 1953 to 1955, selected
from 71 training institutes in seven prefectures. In
principle one class per training institute was sampled.
The prefectures surveyed were selected after
consideration whether each prefecture mainly
supplied labor or demanded labor. The survey was
launched in different years in different prefectures.
More specifically, those surveyed were divided into
three groups including those born in 1953 and
graduated from junior high school in March 1969
who were initially surveyed in1968, and those born in
1955 and graduated from junior high school in March

1971 who were initialy surveyed in 1970. They were
initially surveyed when they were in ninth grade at
the age of 15.

Subsequent tracking studies following the above
study examined them who had already left schools or
training institutes, at the age of 17, 20, 23 and 26. In
principle, these studies were conducted face-to-face
interview by researchers visiting respondents under
cooperation with local public job placement offices.
Most of females 23 years old or older with some
exceptions, however, were surveyed through mail
questionnaire since female respondents tended to
leave their jobs and become unemployed after
marriage. The response rate for male respondents at
the age of 26 was as high as 83.1% and these tracking
surveys generally achieved relatively high response
rates.(National Institute of Employment and
Vocational Research 1988)

C. Outline of the findings

First, we discussed changes and challenges in the
transition from training institutes to employment, by
making clear the current situation of transition and
initial career development based on findings from the
“Career Tracking Survey” and the interview
conducted in our study. What we have learned from
this analysis is: (1) career path guidance in training
institutes and respondents’ own attitudes toward
career path selection have influenced their subsequent
career development, (2) their parents have played a
significant role in information relevant to career path
selection, and the information relevant to career path
selection includes not only types of occupations and
vocational skills but also individuals’ personal
interrelationship, (3) their parents’ academic
background has deeply affected respondents’ own
career path selection and occupational choices,
demonstrating disparity of opportunities for job
seekers then, and (4) the labor market climate at
school-leaving ages has deeply affected their
transition processes. These findings indicate the
significance of extensive career education in training
institutes and the importance of policy measures for
correcting and supplementing “initial disadvantages’
stemming from factors one cannot control such as
their parents’ socioeconomic status and the job
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market climate at school-leaving ages.

Secondly, we discussed challenges found in long-
term vocational career paths and the development and
realization of vocational ability or skills. For male
respondents, we compared those who have changed
jobs and those who have never changed jobs to
discuss their vocational development and career
paths. We have also examined female respondents’
life-career, or their integrated progression of their life
and work-related activities, with emphasis placed on
work-life balance. In this discussion, we mostly
depended on findings from the interview, with
parallel use of the “Career Tracking Survey.”
Findings from the analysis of male respondents’
career paths include: (1) their human resources
development sponsored by enterprises have been
carried out mostly in their younger days, (2) Off-JT
has firmly supported OJT, and (3) enterprise-
sponsored vocational training has been more effective
when it is conducted on workers own initiative.
Findings on female respondents’ career paths indicate
that they commonly have compared need for child
care and their vocational lives to select what they can,
according to their own value judgment or ways of
living. It has been pointed out that these female
respondents have reentered the job market after
interrupted career paths, their new jobs are generally
disconnected from their occupations in their younger
days, and instead they have re-entered workplaces
just because of their willingness to participating in
the working world. Policy recommendation on the
above findings states the need for (1) a system to
support career paths development and selection
including job changes in younger days, (2) a system
to secure Off-JT vocationa training opportunities in
response to each individual’s problem consciousness,
(3) studies on career paths and development of policy
measures with sufficient consideration given to ways
of thinking of interested parties, and (4) more active
local employment with emphasis placed on individual
workers' and job seekers' living areas and proximity
to workplaces.
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5. Conclusion: Upgrading of Vocational
Skills Development and Vocational
Training Infrastructure in Japan

Section 1: Characteristics of this research
project

A. Infrastructure development for “diversified
training opportunities”

The role of this chapter is to discuss policy
challenges and directions for developing the labor
market infrastructure for human resources
development based on findings from the research
project. Then what is “the labor market infrastructure
for human resources development” (Hereinafter
referred to as “infrastructure for vocational
development”)? In this study, we have considered the
infrastructure for vocational development as a
socioeconomic infrastructure to support workers (or
employers) in obtaining information on the labor
market, reviewing their own (or their employees’)
vocational skills, and accordingly carrying out their
own vocational development in line with their own
(or their employees’) vocationa life designing. Based
on this, the government’s 7th human resources
development program states that the infrastructure for
vocational development is made up of four
components: (1) “asystem to support workers career
development,” (2) “a system enabling people to
obtain information on the labor market,” (3) “a
system enable to properly evaluate vocational
ability,” and (4) “a system enabling people to enjoy
diversified education and training courses.”

Reflecting the above points, we have found it
necessary to examine all of these topics in order to
discuss policy measures regarding “the labor market
infrastructure development for human resources
development.” In this study project, we have mainly
focused on “a system enabling people to enjoy
diversified education and training courses.” One of
the factors behind this focus on “diversified
vocational training” is general acknowledgement of
(1) enterprises which conventionaly played a major
role in vocational training have now downsized their
presence in vocational training, (2) the need for
upgrading and integrating a mechanism for offering
vocational training to workers due to changing
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enterprises’ roles, and (3) the need for improving and
enhancing a mechanism where, in particular, bodies
other than enterprises provide vocational education.

B. Career paths, vocational development
activities and the vocational education and
training service market
This research project then has selected two sub-

themes:. “study on long-term career paths’” and “ study
on the vocational training service market.” The
purpose of this project is to, through these studies,
make clear the current situation and characteristics of
the market (in this project, referred to as the
vocational training service market), which has been
generated in relation to the interaction between
workers’ long-term career paths and vocational
development activities (Referred to as “activities
workers undertake for their vocational skills”),
vocational development activities currently being
undertaken by workers, and vocational training
services handled as commodities.

We have structured this study as just described for
the purpose of clarifying the mechanism of
vocational ability development in the viewpoint
shown in Figure 6-1. During a long working life, a
worker accumulates on-the-job experience and at
each stage of his/her career path, carries out
vocational development activities to develop his or

her vocational ability. This generates the demand for
vocational training, and in response to this,
enterprises and training institutes provide education
and training services. The said mechanism which
offers education and training services is referred to as
“education and training system” in Figure 6-1.
Accordingly, to examine “the examine a system
enabling people to enjoy diversified education and
training courses,” the purpose of this project, we have
to look into specific realities and features of
individuals' vocational development activities that
have generated the demand for vocational training
and based on this clarification, we should discuss the
vocational training system.

Then we have to make clear first of al “what has
defined workers' vocational development activities’
and secondly, “in response to workers' vocational
development activities, what kind of education and
training services have been offered under what kind
of training system” and “how far these services have
succeeded in contributing to vocational development”
This study project is characterized by new viewpoints
that enable usto deal with the above two issues.

C. First: Characteristics found in vocational
development activities of individuals
First, the realities and background surrounding
vocational development activities “at present” have

Figure 6-1 Worker's Career Paths and Vocational Development Activities
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At present I

[ On-the-job experience ]

u

Individual worker's
ability development

Education and training
system

u

Individual worker's
ability development

Education and training
system
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been systematically made clear. For the analytical
framework, refer to Figure 6-2.

As detailed in the documentation survey, past
surveys on vocational education and training have
mainly focused on “what kind of trainings have been
offered to workers by enterprises,” and accordingly,

even studies on individual workers have paid
attention mainly to education and trainings that
enterprises have provided. This is because so far
conventional vocational training in Japan, such as
OJT, is supposed to be led by enterprises and the
government has also assumed enterprise-led

Figure 6-2 Viewpoints for Evaluating Individuals’ Vocational Development
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vocational training to be fundamental in vocational
ability development and has traditionally introduced
policy measures that facilitate enterprise-sponsored
human resources devel opment.

However, undoubtedly conditions have changed.
For example, enterprises have increasingly
emphasized workers' individual responsibility and
problem-solving in their career development and
vocational development, following reorganizing their
personnel management functions. The number of
non-regular staff and dispatched workers who are
more difficult to reach vocational development
support from enterprises has increased, and labor
mobility has been increasing regardless of whether
voluntarily or involuntarily. By studying these
structural changes in the labor market, we see the
importance of how individual workers have been
acting for their own vocational development, in
addition to a more conventional question of what
kind of training is provided by enterprises to workers,
and there will be more needs for improved
government policies that will support individuals in
their human resources devel opment.

Then we should correctly understand the current
state and characteristics of vocational development
activities individual workers have experienced. Yet
there has been no study that systematically clarifies
the issues. Accordingly, to answer these questions is
the first step taken in this project

D. Second: Vocational development seen
from a viewpoint of career paths

Ancther important issue in studying individuals
vocational development activities is that we need to
make clear characteristics of vocational development
activities in relation to career paths, since workers
vocational skills “at present” are results of vocational
development activities accumulated in long-term
career paths.

Workers have achieved their current positions in
their long vocational lives after studying in and
leaving training institutes, utilizing various training
opportunities to polish their skills. In these processes,
how workers have polished their skills largely depend
on environments where they experience working life
aswell as on workers' own intention and willingness.

In particular, it depends largely on in what kind of
corporation or workplace you have worked for what
kind of jab.

For example, employees can expect support from
their employers in skills development, while self-
employed individuals cannot. In addition, all
employees are not guaranteed the same level of
support. Their vocational development opportunities
may largely depend on the degree of how far their
employers or workplaces are willing to educate and
train their employees. Furthermore, types of jobs
where training programs have already been devel oped
and standardized according to each worker’s level of
vocational development and those with poorly
developed programs could result in wide disparities
in workers' vocational development activities. While
the types of jobs with standardized training programs
clearly indicate what kind of training programs are
necessary for workers career improvement, workers
in the types of jobs without standardized programs
are required to plan and take part in training
programs by themselves. The differences between
types of jobs will significantly affect what kind of
vocational development activities workers can utilize.

By discussing the issues above mentioned, it
seems to us that in their long working lives, what
kind of working patterns workers select will
determine what kind of vocational development
activities they tend to experience, and we have to
observe the correlation between workers' career paths
and vocational development in a long run.
Accordingly, this research project has collected and
analyzed case examples of individual workers' long-
term career development and human resources
development activities. This is the second feature of
this project.

E. Thirdly: Characteristics of the vocational

training service market

The final feature of this project is its approach to
vocational education and training system. As it has
been already well known, Japan’s vocational
education and training system has been mostly
developed by in-house education. However, if one
attaches too much importance to the central role
in-house vocational education has played in
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vocational education, one may fail to correctly
understand realities of the vocational training system.
This is because educational training institutes outside
of enterprises (These providers of the education and
training service are referred to as “vocational training
providers’ in this paper) have also played important
roles for supporting individuals’' vocational
development.

For example, by examining enterprise-sponsored
educational training, we have found that a large part
of its Off-JT depends on services offered by
vocational training providers. Around 70% of
enterprise-sponsored total expenditure for vocational
training goes to the procurement of outside resources
such as sending employees to training courses outside
of enterprises, utilizing instructors outside of
enterprises, and utilizing facilities outside of
enterprises.® In addition, as this research finds out,
individual workers believe that around 40% of what
they have learned at training institutes outside of
enterprises or what they have achieved in individual
growth and development by mainly utilizing outside
resources such as correspondence courses have
contributed to skills devel opment.

We see from changing conditions concerning
vocational development activities for individual
persons that the importance of the roles played by
training institutes outside of enterprises will further
increase. Many studies have already revealed that
enterprises support policies that focus on actively
utilizing vocational training outside of enterprises for
making their vocational education more efficient. In
addition, as mentioned above, enterprises in genera
have changed their traditional recruitment process
and an increasing number of enterprises now offer
less regular employment opportunities. Accordingly,
the number of non-regular staff and dispatched
workers who are more difficult to reach vocational
development support from enterprises has been
increasing. Furthermore, enterprises have

increasingly emphasized regular workers' own
individual responsibility and problem-solving in their
career development and vocational development,
following reorganizing personnel management
functions, and at the same time, their strategies have
shifted from budgets broadly allocated for education
and training investment to “selection and
concentration,” or more concentrated investment in
trainee executives.® Today, an individual worker is
more difficult to be employed at a single company
after leaving school to retirement, and more are
calling for vocational education that enables them to
learn skills valid for other workplaces.

Considering these changing conditions, we
understand the necessity of developing and upgrading
training institutes that offer high-quality education
and training opportunities to enterprises and workers,
and accordingly, to formulate policy measures for the
institutional development, it is essential to adequately
understand “what kind of vocational training
providers have offered what kind of training services
in the labor market” or in short, we need to correctly
understand the current state of the vocational training
service market.” Our focus on the vocational training
service market, which has seldom been studied so far,
and our systematic examination of the market are the
third features of this research project.

Section 2: Findings from this research project

A. Characteristics of vocational development

activities for individual persons

Then what has been found in this research
project? First, “the study on the vocational training
service market” has systematically clarified
vocational development activities for individual
persons, and based on the findings, has pointed out
the following important issues necessary in
developing and improving “the vocational
development infrastructure”:

(1) We have found that workers have depended

5 While some surveys indicate how outside resources have been utilized, the above mentioned “around 70%” was quoted from
the Ministry of Health, Labour and Welfare’'s“ Report on Skill Development Survey, 2001” (2002) , one of major studies on

thisissue.

6 For trends of enterprises’ vocational training strategies, such as more dependence on vocational training outside of
enterprises and “selection and concentration” in vocational development opportunities, refer to Ko to soshiki no Seikashugi,

ed. Koichiro Imano (Chuo Keizaisha, 2003)

Labor Situation in Japan and Analysis: Detailed Exposition 2009/2010



Human Resources Development and Improvement of the Educational Training Infrastructure in Japan

largely on training services provided by vocational
training providers outside of enterprises for
developing their own vocational skills, by examining
how far and what kind of vocational training services
have contributed to human resources devel opment, or
how much resources (time and money) have been
allocated for what kind of training methods by
individual persons. This indicates that training
services offered through the vocational training
service market has played an important role for
workers’ vocational development along with
enterprise-sponsored in-house education and training,
such as OJT, which has been traditionally regarded as
a main player in vocational development. .In
addition, for non-regular staff, free-lancers and self-
employed individuals who cannot reach vocational
development support from enterprises, the above
vocational training service market has played more
significant roles.

(2) Then, we have to ask whether workers are able
to procure appropriate education and training services
through this market, and the answer or answersto this
question depend on how much resource (time and
money) they have for procuring the services, and
whether they are able to approach the services even if
they have adequate resources. The answer to the
former question: workers earmark 2 to 3% of their
total working hours and 3% of their annual income,
respectively, as time resources and budgets. The
question we have to ask here is disparity among
workers. In other words, compared with regular
employees, non-regular staff, free-lancers and self-
employed individuals who cannot reach vocational
development support from their employers (or benefit
of in-house vocational training) are, unlike regular
staff, more likely to depend on employers’
associations or other public institutions and public-
sector vocational training institutes for reaching less
expensive vocational development at their own
expense.

(3) When considering accessibility to vocational
training services, it seems to us that the accessibility
has been somewhat restricted in the light of the fact
that the amount of resources actually consumed for
procuring vocational training services remains as
little as around 30% of the above budgets. What we

have to focus on is workers’ discretion on their
working hours. If workers cannot predetermine their
own persona schedules due to frequent unexpected
overtime work demands, it is difficult for them to
allocate their time resources to vocational training
even when the resources have been sufficiently
earmarked. This kind of disruption of personal
schedules is more frequent for employees than for
freelancers and self-employed employees, and among
employees, more frequent for regular employees than
for non-regular employees.

(4) Finally, another issue to be discussed is what
kind of supply systems are developed for workers
who are willing to purchase vocational education and
training services from the market. Various vocational
training providers have been participating in the
market, and two types of major providers are private-
sector vocational training corporations (such as
vocational training institutes including joint-stock
corporations and other types of organizations) and
formal organizations such as public interest
corporations and employers’ associations. While
private-sector training businesses have been well
known and attracted much attention as “vocational
training providers,” we should note the important role
the formal organizations have been playing.

Based on the above discussion on major findings,
future policy chalengeswill be the following: (1) When
taking into consideration the significance of the role
played by vocational training providers, to upgrade “the
infrastructure for vocationa development,” we have to
further upgrade the vocationa training service market.
(2) In doing so, we have to pay more attention to the
roles of formal organizations such as public-interest
organizations and employers associations, which have
remained unnoticed so far. (3) We have to put in place
environments supportive of workers' voluntary and
effective resource utilization for vocational
development, and more flexibility should be introduced
to working hours, in particular for regular steff. ,

B. Correlation between long-term career
paths and vocational skills development
Then, in what contexts vocational development

activities have been developed in relation to long

term career development? ” The study on long-term
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career paths,” which addressed the above topic, has
made clear many-sided characteristics of long-term
career paths and vocational skills formation
processes. Main findings on the relationship between
career paths and vocational development activities
from this study are the following:

In the 1970s, vocational career and ability
formation for workers, in particular for male workers,
were mainly led by enterprises. In other words, once
a new graduate entered a company, he or she would
be provided with in-house adequate OJT and Off-JT
opportunities, and an in-house labor market where
new recruits were expected to develop their own
ability through in-house training for promotion in
rank had been then firmly established. Under this
kind of enterprise-sponsored vocational development
system, accordingly, the first place of employment for
new graduates, or the transition from training
institutes to work, would play a crucial role in
vocational development and career development, and
this transition process had been then formulated and
intended for new graduates, especially for high
school graduates — then key players among new
graduates— ,based on the then prevailing recruitment
of candidates recommended and selected by training
institutes. For this reason, the way transition
processes are carried out, or the way subsequent
career paths have been developed, is primarily
affected by workers' attitudes toward jobs while they
are in training institutes, and appropriate career
guidance in their school days has positive effects on,
at least, earlier stages of occupational career
development in many sides of one’'s vocationa life,
including occupational satisfaction and self-
awareness of one' s vocationa skills.

In addition, one's vocational life has been also
influenced by factors one cannot control, such as
economic conditions at one's school-leaving ages and
one’'s family background (such as one’s parents’
academic background and occupations). Accordingly,
some have been “initially disadvantageous workers,”
since they faced the very tight labor market when
leaving schools or they had less vocational life
opportunities and good career options because of
some personal reasons. For these disadvantaged
workers who have been often out of the conventional
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employment practices which train and promote new
graduates—"“then prevailing recruitment system
mainly for candidates recommended and selected by
training institutes’— has been no use, even if they
are to give another try in “ second opportunities.”
Based on the above findings from “the study on
long-term career paths,” first, we can see the
importance of enriching career education that
supports occupational selection while job-seekers are
in training institutes. Secondly, at the same time,
equally important is the development of policy
measures that can supplement and correct the “initial
disadvantages.” The “initial disadvantages’ do not
leave disadvantaged persons no other choices, but
disadvantageous individua persons can still respond
to their difficulties on their own. For example, they
are able to learn good manners as professionals at
their own workplaces, to discover their own skills and
qualification, and accordingly to seek new
employment that requires these skills and
qualification. Based on this discussion, to support
these initially disadvantaged persons, establishment
of a mechanism that enables individual persons,
regardless of their employers or working styles, to
easily reach vocational training opportunities is
required, instead of traditional dependence on
enterprise-sponsored vocational development. Now
that less and less young people are hired into regular
employment positions after leaving school, we can
say that the necessity of vocationa training systems
outside of enterprises that enable “initially
disadvantaged “ young people and others to give
another try and overcome their difficultiesin “second
opportunities’ is al the more significant.
Furthermore, the study has revealed some issues
on workers who have already developed their skills
through in-house enterprise-sponsored ability
development systems. For them, OJT and Off-JT are
being combined. More specifically, training systems
which emphasize OJT with Off-JT courses
supplementing OJT have worked well. Anyway,
vocational training systems may be different
depending on types of jobs: while for workers doing
jobs which require skills, in-house somewhat
systematized training courses and qualifying attempts
have worked well to form workers' vocational ability,
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only a limited systematized courses and qualifying
attempts are available for white-collar workers', and
white-collar individual workers tend to voluntarily
make use of in-house resources for their own skills
development. Based on the above discussion,
enterprise-sponsored training will still function for
types of jobs that require specia skills, while in the
case of white-collar workers; individual responsibility
in vocational development is likely to be emphasized
al the more. In carrying out this type of vocational
trainings, vocational development with clear career-
related objectives and careful attention given to
white-collar workers' wishes is more likely to work
effectively.

C. Characteristics of the education and
training service market

Then, in response to the demand resulting from
individual persons vocational development activities,
what kind of training providers have provided what
kind of services and have formed what kind of
vocational training service market? “The study on the
vocationd training service market” has mainly focused
on thisissue. The estimated size of the market is 581.7
billion yen. Since this amount is estimated based on
expenditures paid by enterprises and governments, it
does not include expenditures paid by individual
persons, who are other key players. Therefore, this
research project has utilized data found in “the second
survey on vocationa training providers’ to make anew
estimate, taking into consideration the expenditure
paid by individual persons as well.” According to this
estimate, the size of the market is approximately 1.3
trillion yen, and the difference between the estimate
this time and the initial estimate seems to be equal to
the expense paid by individual persons.

Furthermore, “the study on the vocational training
service market” has made clear “what kind of
vocational training providers have provided how
much amount of training services and ‘what kind of
training services for ‘whom’ ‘by what methods' at

‘how much price’.” Major findings from the survey

are shown below.

First, by examining the supply structure in the
market from the viewpoint of “how much amount,” we
have found that three key players in the market are
private-sector education and training businesses, public
interest corporations and employers associations, and
particularly, private-sector education and training
businesses and public interest corporations have played
relatively larger roles. Then when we have paid
atention to “for whom,” we have found that private-
sector vocational training businesses and employers
associations mainly provide workers in charge of
administrative jobs with stratified training courses,
while public interest corporations focus mainly on
specialized training courses for specialist workers
(those in charge of research studies, industrial civil
services, and medicine and healthcare, and technical
personnel), and training courses that training institutes
provide are not for any specified trainees. In addition,
when considering attributes of trainees, we have found
that vocational training providers offer their services
mainly for those in their 30s or 40s, working for small
or medium businesses — who are mostly in mid-level
positions, or are section heads or newcomers — or
working as free-lancers or self-employed. Thirdly,
when paying attention to ‘how much price’ it cost,
private-sector educational training businesses and
specialized course training institutes offer relatively
expensive courses, while public interest corporations
and employers' associations offer less expensive ones.

These findings indicate how these providers share
roles in the training service market, showing which
kind of training services each type of providers are
good at. Accordingly, we have to pay more attention
to formal organizations such as public interest
corporations and employers associations as well as
to private-sector education and training businesses, in
order to further develop and improve the vocational
training service market. Secondly, when developing
and upgrading the market, we have to carefully
consider characteristics of each type of providers. For
example, when paying attention to the above three

7 Since this size of the market has been estimated from the amount of business incomes of vocational training service
providers (Please refer to appendices at the end of the chapter), the amount includes the expenditure paid by individual

persons as well as by enterprises and governments.
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Figure 6-3 Policy Challenges Concerning Developing and Upgrading “the
Infrastructure for Vocational Development”
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types of providers, we have found that private-sector
education and training services spend less on
facilities and offer relatively expensive training
courses for a wide range of workers. On the contrary,
while both public interest corporations and
employers’ associations provide services at low cost,
public interest corporations mainly offer specialized
training for specialist workers, and employers’
associations provide stratified training courses for
workersin charge of clerical and administrative jobs.

Labor Situation in Japan and Analysis: Detailed Exposition 2009/2010

Section 3: Policy issues concerning
development and upgrading of
“the infrastructure for vocational
development”

A. Required functional enhancement of “the
vocational training service market”

Based on findings from this research project, what
kind of policy measures will be needed for further
improving the “infrastructure for vocational
development,” in particular for establishing “a system
that enables people to study in diversified training
courses.” Please refer to Figure 6-2 for how policy
measures will support the improvement of the
infrastructure.

First of all, we have repeatedly emphasized the
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importance of improving the vocational training
service market. The survey this time has made clear
that workers' human resources devel opment has been
largely dependent on education and training services
provided through the market as well as on traditional
OJT and other in-house training. Especialy for non-
regular staff and non-employed workers such as free-
lancers and self-employed individuals who find it
difficult to reach enterprise-sponsored vocational
development training, the vocational education and
training service market has played a significant role.

In addition, “the study on long-term career paths’
has revealed that “initially disadvantageous workers,”
who faced the very tight labor market or had less
career options in their younger days because of some
personal reasons or economic conditions; are often
out of the conventional in-house vocational
development system. Given an increasing number of
non-regular workers and of young people not hired
fresh out of school, the ratio of “initially
disadvantaged” people in younger generations is
estimated to be much higher than the one in
generations our study has surveyed.

Accordingly, the political importance of
vocational training systems outside of enterprises that
enable “initially disadvantaged “ people to give
another try and overcome their difficultiesin “second
opportunities” is all the more significant.

B. Policy measures supporting vocational
development activities of individual
persons

i. Policy measures supporting vocational

development resources allocation

Then what kind of policy measures will be needed
for functional enhancement of the vocationa training
service market? To answer this question, we have to
examine both vocational development conducted by
individual persons and training services provided by
vocational training providers through the market.

Given current trends that individual workers are
required to willingly develop their own career paths
and vocational skills on their own, policy measures
creating an environment for individual persons to
autonomously carry out vocational development will

be necessary. These policy measures are made up of a

set of policy measures that support the procurement
of resources for individual persons’ vocational
training, and those that support resources utilization
for obtaining appropriate education and training
services. As parts of the former policy measures,
measures that offer direct economic support, such as
educational benefit payment and tax break for
education, have been implemented (or envisaged). At
the same time, what is equally important is creation
of a mechanism which gives individuals easy access
to inexpensive, high-quality training services for
practically enhancing their economic power in order
to procure vocational training services. Those, who
are willing to give another try in “second
opportunities” for improving their own career paths,
have often found it difficult to pay for training
services that offer highly specified courses, because
they will have to learn in expensive (in other words,
costly) training courses for a prolonged period of
time. To address these problems, vocational training
providers, especially public-sector vocational training
institutes and formal organizations, which need to
enhance its functions further as mentioned below,
should be financially supported to a much greater
degree.

In addition, in regard to procurement and
utilization of another resource--temporal resources,
workers themselves should be able to voluntarily
train themselves in vocational education services, or
in other words, environments which enable them to
autonomously make use of their own temporal
resources are required. Accordingly, in order to
enable individual persons to exercise more
discretionary power in managing their training hours,
first, it is necessary to reduce working hours and
increase the time that can be spent on vocational
development, and for this reason, policy measures to
cut down long working hours should be further
intensified. At the same time, secondly, working hour
systems that support vocational training in terms of
temporal resources, and policy measures promoting
more flexibility in working hours such as short-time
employees, are required for vocational development
in order to promote better work-life balance.
Flexibility in working systems should be enhanced to
the extent that attending nighttime vocational training
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courses after regular working hours, or interrupting
one’s regular employment to temporarily learn in
long-time training courses at universities and
returning to workplace is no longer uncommon.

ii. Policy measures supporting vocational
training programs

Even when resources have been secured for
vocational development by the above mentioned
ways, it will be no use if they are not effectively
utilized. What is most important for effective
vocational training programs is to formulate
appropriate programs, and for that purpose, sufficient
and correct information on workers or job seekers
qualifications and vocational skills, the labor market
conditions and vocational training is required. When
formulating in-house programs, your bosses or those
in charge of personnel affairs or in-house human
resources development will help the formulation of
training programs. However, many workers cannot
expect much help.

For those who cannot expect help, organizations
outside of enterprises that will help them to develop
their training programs are essential, and for that
purpose, and relevant policy measures are required to
be enhanced. So far, though at least partially, many of
public institutions have played roles in helping the
training program formulation. Yet, given an
increasing number of workers having to develop their
own career paths and vocational skills by their own,
the above mentioned measures for assisting
vocational training have to be further developed and
enhanced all the more.

C. Policy measures for enhancing training
offered by vocational training providers
i. Policy measures for upgrading vocational
training providers
Policy measures for upgrading providers can be
made up of two types of measures: those upgrading
training services offered by individual vocational
training providers, and those developing a
macroscopic vocational training system, or in other
words, an effective role sharing system between
governments, formal organizations and private-sector
training businesses.
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Important policy challenges in carrying out the
former type of measures are fostering of good
vocational training providers, and for that purpose,
first, vocational training providers as an industry need
to make efforts for improving the level of their
services, and a vocational training industry
organization has to be established as a starting point
for improving the industry as awhole. The vocational
training industry is required to be well aware of their
roles in human resources development in Japan,
which is equally as important as academic and
educational circles. At the same time, a mechanism
for evaluating the quality of vocational training
providers and their services will be also needed. This
is because, while in-house training services can be
evaluated by those in charge of personnel affairs and
human resource development, independent workers
have found it extremely difficult to carry out such
evaluation. It may be possible to provide information
on the evaluation as a part of the above-mentioned
assistance to development of training programs by
public-sector bodies. At the same time, a social
mechanism to disclose information on the evaluation
isessential.

ii. Role sharing system in vocational training
services, and functional enhancement of
formal organizations
Then we would like to look at the need for

developing socially shared roles in vocational
training services. Before establishing a role sharing
system, first of al, we have to consider characteristics
of each type of providers found in this research
project. Each type of vocational training provider has
different types of vocational training, trainees and
price setting.

Among a number of training providers, in
particular, formal organizations need to be enhanced
in their functions, and we would like to emphasize
the importance of formulating policy measures
focusing on the functional enhancement.
Traditionally, vocational training has been only
examined in terms of whether private-sector
vocational training businesses are better than public-
sector training organizations or vice verse. However,
public institutions positioned between public and
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private sectors have been playing an important role in
the vocational development service market. Their
important role has been repeatedly clarified in the
survey this time. The category of “public institutions”
includes a variety of organizations such as vocational
training institutes, and among them, of special
importance are public-interest organizations and
employers' associations. Since they take on a public
nature, they are able to provide inexpensive

vocational education and training services and are
also advantageous as education service providers for
the following reasons:

For providing vocational training in response to
enterprise-specific needs, in-house education and
training are most efficient. On the contrary, for
nurturing knowledge or skills required beyond
borders of enterprises or industries, private-sector
training businesses, training institutes and public-

Appendix Table 6-4 Estimated Numbers of Facilities Conducting Vocational Training
and the Total Numbers of Vocational Training Providers

Responding organizations in the first
survey on providers

Unit: Number of organizations

Organizations not responding in the
first survey = Organizations surveyed in

the additional questionnaire Total

Organization
: . number
esﬂ(’:‘ﬂﬁﬁg"" Organization c;tclg::sl Percentage of respiicr)\rc]i;ents O%L;r:ik;g:igis of
. surveyed i7ations Vocational
vocational ! Respondents ResPonse  that  organizations in 1st % of 0rgan|§t|ons aining
training espondents rate (%) provide roviding  survey, and ;i IR, ;
prov providing ¥ an dents O98NIZations training providers
vocational ~training %  surveyedin Respondents providing
training 2nd survey training
A B C D E F G H [ J K
C/B E/C  B-C g (EDIB
Private-sector business 6,688 3,033 660 21.8 313 47.4 2,373 119 70.0 1,660 4,351
Employers’ association 11,227 1,919 686 35.7 478 69.7 1,233 68 - 548 5,196
Chamber of commerce 598 584 205 35.1 191 93.2 379 20 60.0 227 428
Society of commerce
and Private-sector 2,776 502 214 42.6 146 68.2 288 20 35.0 101 1,365
business
Commercial or
cooperative assodiation 7,853 833 267 32.1 141 52.8 566 28 38.9 220 3,403
Pl e Tukeii. 4237 1,614 682 423 497 729 932 47 386 360 2,250
corporation
Job training corporation 5 434 290 66.8 161 55.5 144 0 0.0 0 400
development association
Special institute 3,476 2,004 684 34.1 215 31.4 1,320 66 77.3 1,020 2,142
University 1,280 996 481 48.3 271 56.3 515 40 - 306 766
National 87 80 50 62.5 37 74.0 30 0.0 0 40
Public 80 73 47 64.4 32 68.1 26 0.0 0 35
Private 542 347 146 42.1 89 61.0 201 20 85.0 171 406
Jr college 508 433 188 43.4 80 42.6 245 20 55.0 135 252
Tech college 63 63 50 79.4 33 66.0 13 0 0.0 0 33
Total 27,985 10,000 3,483 34.8 1,935 55.6 6,517 340 61.8 3,894 15,105

Notes: 1. The percentages of organizations that offer vocational training among “employers’ associations” and “universities” have been computed
based on the numbers of organizations that offer vocational training calculated by using the procedure described in Note 2.

2. The number of organizations not responding in the first survey among “employers’ associations” that actually provide vocational training
(Please refer to the column titled J in the table.) has been calculated from the number of organizations providing training among
subcategories, “Chamber of commerce,” “Society of commerce,” and “Commercial or cooperative association,” that was calculated and
totaled based on the “the number of responding organizations” (Refer to the column titled H.) and “the percentage of organizations
providing training” (Refer to the column titled I.). The number of non-responding organizations among “University” that actually provide

vocational training has been also calculated in the same way.
. Since the numbers of “Employers’ association” and “University” are made up of a number of subcategories, as mentioned in Note 2, we

w

have not computed the percentages of organizations that offer vocational training for these two categories. Accordingly, they are

represented by “dashes ()" in the table.
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sector vocational training organs can offer more
effective services. For needs positioned midway
between the above two, or needs common to a certain
industry or types of jobs (needs moderately
common), public institutions such as public interest
corporations and employers’ associations, which have
organized in response to certain types of jobs or
industries, are more advantaged as vocational training
providers.

Based on the above, it is necessary to make more
active use of these public institutions when reviewing
the vocational training roles shared between public
and private sectors. Public institutions will have to be
aware of the importance of strengthening its roles in
serving as vocational training specialized institutions
all the more, and for that purpose, a relevant system
is required to be enhanced. Governments have to
support the enhancement, devel oping appropriate

Appendix Table 6-5 Market Size Estimated Based on the Business Revenue

Revenue earned from vocational training

TO'ta| number Revenue MarkEt Size
of voc'a"cional Annual Annual earned from (:)S;;Z];fn
training revenue per revenue per  vocational
reRiclEe . . . . revenue from Market share
p organization organization training per vocational (%)
(Nun)bell' of (in ten (in ten organization trainin ¢
organizations) thousand yen) thousand yen) (in ten (in ter?
thiotizandiyen) thousand yen)
K C d L M (0]
K*L
Private-sector business 4,351 50,006.3 43.4 21693.0 94,377,749 72.6
Employers’ association 5,196 - - - 7,041,515 5.4
el o 428 41,307.9 23 935.3 400,715 0.3
commerce
Sodeiyy i 1,365 12,446.5 1.5 189.6 258,703 0.2
commerce
Commercial /
cooperative 3,403 22,250.8 8.4 1875.3 6,382,098 49
association commerce
Al 2,250 43,307.1 14.4 62187 13,990,562 10.8
corporation
Job training corporation
including development 400 7,791.5 27.2 2116.9 845,756 0.7
association
Special institute 2,142 33,645.6 9.6 3235.4 6,930,722 5.3
University 766 - - - 6,898,074 5.3
National university 40 1,472,993.4 0.3 3782.4 152,193 0.1
Public university 35 384,059.1 0.1 429.5 15,063 0.0
Private university 406 994,378.4 1.6 16179.8 6,566,967 5.0
Junior college 252 81,425.3 0.8 628.6 158,373 0.1
Tech. College 33 56,128.0 0.3 166.0 5,478 0.0
Total 15,105 116,815.9 5.7 6670.7 130,084,378 100.0

Note: Some columns are represented by “dashes (- )" in the table because findings from the first survey will make no sense in the above estimation
since, for example, a category such as “University” or “Employers’ association” is made up of a number of subcategories such as “National
university” or “Chamber of commerce” and has been reconstructed based on these subcategories.
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policy measures for encouraging and supporting
efforts of public ingtitutions, by nurturing vocational
training specialists, developing and upgrading
vocational training facilities, and developing
vocational training programs.

D. Policy measures for enhancing surveys on
the vocational training service market
Finally, we would like to emphasize the

importance of continuous studies to systematically
grasp trends in the vocational training service market.
This research project has made a significant
contribution by systematically clarifying the current
situation in the vocational training service market for
the first time, we believe. However, this kind of data
concerning the market often becomes more
meaningful when compared to other data. One of
such comparison is a chronological comparison, or
comparison with different time points. And for this
purpose, the survey on the vocational training service
market that this research project has carried out hasto
be continuously conducted.

Another comparison needed is a country-by-
country comparison indicating where this country is
ranked in terms of the ability for human resources
development and what kind of features its ability for
human resources development has. The more
competitiveness in economy or in businesses comes
to depend on human resources, the more important it
becomes to know where this country is ranked
internationally in terms of the ability for human
resources development when developing policy
measures for enhancing its human resources
development ability. For that purpose, we believe,
international comparison surveys on the market will
become increasingly important.

This kind of continuous researches and
international comparison surveys on the vocational
training service market are to provide basic
information necessary for formulating human
resources development policy measures, and have to
be conducted as national policy measures. Thisis the
final policy measure we have recommended in this

paper.

Appendix: Estimated market size

Among responding organizations in the first survey
on vocationa training providers, 1,935 providers “have
conducted vocationa training.” In addition, based on
findings from a telephone questionnaire of
organizations not responding in the first survey, an
estimated number of providers that “have conducted
vocationa training” is 3,894 organizations. Based on
the above, we estimated the number of organization
participating in the vocational training service market
to be 15,105 in total. (Refer to Appendix Table 1.)

In addition, we have computed their business
revenue earned from vocational training services and
grouped the revenue by organizational form, based on
findings from the first survey, and multiplying the
revenue by the estimated numbers of organizations
above mentioned to obtain the estimated size of the
market.
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