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This paper conducts factor analysis regarding the choice of temporary agency
work, particularly short-term work, short-term temporary workers’ job security
concern and their hope to become regular employees, and complements the
findings with an analysis of the hearing survey results. The period covered by
the analysis is the time of recession that followed the failure of major investment bank Lehman Brothers (Lehman Shock) in 2008, when the supply of
jobs shrank rapidly. My analysis found that the most typical short-term temporary agency worker is a woman in her 20s or 30s with a junior or senior high
school diploma who engages in a sales, manufacturing or light manual labor
job, rather than a clerical job. It also found that the typical short-term temporary agency worker works in prefectures where the unemployment rate is high
and has a post-school history of illness that could affect working life. The factor analysis regarding job security concern showed that temporary agency
workers with a short-term contract of less than three months are more prone to
be concerned about job security than those with a long-term contract of more
than one year. It also indicated that whereas workers’ hope to become regular
employees is significantly affected by job security concern, people who realistically expect to become regular employees are less prone to be concerned
about job security. Moreover, the analysis found that short-term temporary
agency workers who realistically expect to become regular employees typically work under a contract with an employment period of more than one year,
while those who hope to become regular employees but who realistically expect to continue temporary agency work or who have no idea of what employment arrangement they will be working under three years later typically
work under a contract of less than one year. The hope to become a regular employee stems largely from job security concern. Therefore, first of all, it is essential for the government to take measures to ease job security concern, such
as promoting the extension of the contractual employment period. In addition,
employers need to provide jobs in ways that enhance workers’ vocational
skills, while temporary staff agencies should assign jobs in ways that enable
workers to climb the career ladder.

I.

Introduction

This paper conducts analysis with a particular focus on temporary agency workers
working on a short-term contract in light of surveys that have been conducted since 2008
with regard to temporary work.1 The period covered by the surveys is the time of recession
1

The Japan Institute for Labour Policy and Training (JILPT) holds hearings with and conducts
questionnaire surveys on temporary staff agencies, employers and temporary agency workers. The
results so far published are those of surveys and hearings conducted by Ono (2009), Okuda (2009) and
JILPT (2010a, 2010b, 2010c, 2011a, 2011b).
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Table 1. Ratio of Employers that Stopped Using Temporary Agency Workers

Source: The Japan Institute for Labour Policy and Training, Survey Concerning Temporary Agency
Workers’ Careers and Working Styles (Temporary Staff Agency Survey).

that followed the Lehman Shock of 2008, when the supply of jobs shrank rapidly. This paper will not only conduct empirical analysis but also complement the analysis with the results of hearings from temporary agency workers.
After peaking at 1.4 million people in 2008, the number of temporary agency workers
declined by around 300,000 people2 in 2009. The decline was mainly caused by employment adjustments targeted at temporary agency workers engaging in manufacturing jobs. Of
the “employers which stopped using temps” covered by the surveys, 61.7% said that they
stopped using temporary agency workers after the Lehman Shock (September 2008). Of
these employers, 43.8% are in the manufacturing industry (Table 1). As for the reason for
discontinuing the use of temporary agency workers, “making employment adjustments” was
cited by a much larger proportion of employers after the Lehman Shock (Figure 1) than
before it.
During recession, the supply of jobs shrinks, producing a greater impact on
non-regular employees, who are regarded as a “buffer,” than on regular ones. In particular,
temporary agency workers are expected to grow concerned about job security because their
contractual employment period is specified. The ratio of workers concerned about job security was 53.8% among temporary agency workers, higher than the 45.5% among regular
employees and the 47.7% among part-time workers and arubaito workers.3
2

Labour Force Survey by the Statistics Bureau, the Ministry of Internal Affairs and Communications.
3
The Working Person Survey by Recruit’s Working Institute collected data concerning items relating to job security concern as categorized by employment arrangement in 2006 and 2008. Among
non-standard employees, the ratios for contract workers (56.4%) and temporary agency workers were
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Source: The Japan Institute for Labour Policy and Training, Survey Concerning Temporary
Agency Workers’ Careers and Working Styles (Temporary Staff Agency Survey).

Figure 1. Reasons for Stopping Use of Temporary Agency Workers
(Multiple Answers Allowed)
Meanwhile, the contract period for temporary agency workers has been becoming
shorter since 2007 (Table 2). In fiscal 2009, contracts with an employment period of one
month or shorter accounted for more than half of all temporary agency work contracts. That
is presumably because employers using temporary agency workers tried to avert risk by
reducing the contract period amid uncertainty over the prospects of corporate earnings due
to the recession. Reduction of the contract period causes employers to treat temporary
agency workers from a short-term perspective, and as a result, they choose to replace existing temps with new ones, rather than helping them adapt to jobs and workplaces.4 Workers
not only lose the opportunity to receive training and other support necessary for such adaptation but also face termination of their employment contracts. Presumably for this reason,
temporary agency workers are prone to be concerned about job security.
The structure of the paper is as follows. In section II, I will draw hypotheses from the
findings of previous studies and our hearings regarding factors related to labor supply, those
related to companies accepting temporary agency workers (labor demand-related factors),
and those related to temporary staff agencies. In section IV, I will make estimations and
high, indicating that non-regular employees working full-time tend to have job security concern.
4
Shimanuki and Morishima (2004) argue that the structural framework that governs temporary
agency work is different from the one that governs regular employees in that (i) workers are subject to
management by two entities and (ii) workers have a short-term career perspective.
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Table 2. Changes in the Proportions of Temporary Agency Workers by Contract Period
(As a Proportion of All Temporary Agency Workers at Employers Employing
General Temporary Agency Workers)

Source: Ministry of Health, Labour and Welfare, Statistics on Temporary Staffing.

discuss the analysis results in light of cases identified in the hearing survey. Finally, in section V, I will provide my conclusion and offer my thoughts.

II. Previous Studies and Hypotheses
1. Factors for Choice of Temporary Agency Work
What causes temporary agency workers to choose a short-term contract over a
long-term contract and vice versa? The choice of temporary agency work is significantly
affected by factors related to labor supply. Sato (2006) and Sato and Koizumi (2007) argued
that most temporary agency workers make their choice in order to strike a balance between
their jobs and the duties of housekeeping and child care. It is true that housewives (married
women) working as temporary agency workers are highly likely to have chosen that working arrangement due to their own preference, as in the case of housewives working
part-time. In light of this, as factors related to labor supply, I will adopt gender, marital status and age in the following hypotheses.
From past hearings with temporary agency workers and temporary staff agencies, it
was found that in many cases, people worked as temporary agency workers during periods
of recuperation from illness, including mental disease. Yuda (2010) confirmed that male
workers in particular experience a significant decline in wages if their health condition deteriorates. His paper does not identify a correlation between this phenomenon and the type
of employment arrangement. However, given that non-regular employees’ wages are usually
lower than regular employees’ wages, it may be said that people whose health condition is
not good have a higher probability of working as non-regular employees than those whose
health condition is good and as a result, they choose short-term temporary agency work.
Therefore, this paper also adopts as a variable factor the history of illness in the working
career since the first job.
In addition, as factors related to employers’ demand for human resources, I adopt academic attainment and working career, including job types. Moreover, as temporary agency
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workers are employed for specific jobs, I will examine factors related to demand for job
types. What types of jobs are in high demand for short-term contracts? Run-of-the-mill
work and jobs that require short-term employment adjustments according to the market
supply-demand conditions are presumed to be in high demand for such contracts. Assuming
that the local economic conditions affect temporary agency workers’ choice of employment
arrangement, I also adopt the prefecture-by-prefecture annual unemployment rate in 2009 as
a variable factor.

2. Temporary Agency Workers’ Job Security Concern and Their Hope to Become
a Regular Employee
(1) Job Security Concern
If the employment situation deteriorates during recession, workers are prone to be
concerned about job security. What types of people are particularly prone to be concerned
about job security? The Questionnaire Survey concerning Temporary Agency Workers’ Life
and Job Search Activity, conducted by the Research Institute of Economy, Trade and Industry (RIETI), focused on workers’ subjective happiness. This research concluded that from
the perspective of subjective happiness, the most important of the three axes of
non-standard workers―(i) “axis of employment” (direct or indirect employment), (ii) “axis
of the contract period” (fixed-term or non-fixed-term contract) and (iii) “axis of working
hours” (full-time or part-time work)―is the axis of the contract period (Tsuru 2010). In
light of that, I will classify temporary agency workers into three groups by the length of the
contract period–short-term workers, medium term workers and long-term workers―and
examine which group of workers is prone to be concerned about job security. As for labor
supply-related factors, particular attention will be paid to the history of illness. The history
of illness may be significantly correlated to job security concern.
What sets temporary agency work apart from other types of employment arrangements is the presence of a temporary staff agency as a middleman between the worker on
the labor supply side and the employer on the labor demand side. In his analysis of determinant factors concerning workers’ “satisfaction with the current working arrangement” and
“future career prospects,” Shimanuki (2007) showed that workers’ satisfaction is affected
mainly by the personnel management of their employer and is also positively affected by
education and training provided by their temporary staff agency. Shimanuki also confirmed
that continuous job assignment by the temporary staff agency has a positive impact on future career prospects. In light of that, this paper will examine how job security concern is
affected by factors related to the employer’s use and management of temporary agency
workers, such as the state of education and training and the degree of routineness (mix of
the elements of routine work and judgment-based work) and past records of conversion of
temporary agency workers into regular employees. I will also adopt such variables as the
state of education and training provided by temporary staff agencies, the frequency of the
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agencies’ consultation with workers, the state of job assignment by the agencies and the gap
between the present hourly wages and the desired level of wages.5

(2) Hope to Become a Regular Employee and Realistic Expectations for the Future
According to the surveys used in this paper, the combined ratios of temporary agency
workers who “strongly hope to become a regular employee” and those who “would rather
like to become a regular employee” surpassed 70%. This was the highest percentage recorded among similar large-scale surveys. Survey data used by Sato and Koizumi (2007) (the
survey was conducted in February 2001) showed that 35.6% hoped to become a regular
employee.6 According to the Temporary Agency Staff’s Perspective on Work and Working
Styles Survey by the Department of Research on the Staffing Industry of the University of
Tokyo’s Institute of Social Science (conducted in October 2005),7 53.3% hoped to become
a regular employee, while the Ministry of Health, Labour and Welfare’s Survey on the Actual Status of Temporary Agency Workers, conducted in October 2008, immediately after
the Lehman Shock, showed that 40.8% hoped to work as a regular employee.8 Assuming
that increased job security concern causes temporary agency workers to hope to become a
regular employee during recession, this paper pays attention to the relationship between
such concern and hope.
However, temporary agency workers’ hope to become a regular employee may not
necessarily reflect their realistic expectations of what kind of employment arrangement they
will be working under in the future. In fact, while more than 80% of the respondents in the
hearing survey expressed hope to become a regular employee, less than 10% were actually
conducting job-search activity. Many workers have realistically given up on becoming a
regular employee in light of their housekeeping duties and life patterns and their disadvantages regarding, educational attainment, working career and age. Therefore, apart from
the factor analysis regarding the hope to become a regular employee, I will examine factors
that encourage temporary agency workers to expect that they will become regular employees in the future. Below, I will draw hypotheses from the analysis of labor supply-related
5

Tachibanaki and Urakawa (2007) conducted research on the poor class and pointed out that one
notable feature of poor households is that the household head is typically a worker working under a
contract of less than one year. Relatively low income presumably causes job security concern.
6
The data source is the Survey on Workers under Non-Typical Employment Arrangements (Recruit’s Works Institute). The survey subjects were contract workers, shokutaku workers, temporary
agency workers, part-time workers and arubaito workers aged 18-64 (excluding people attending
school) who are working in the area within a 50-kilometer radius from central Tokyo (Tokyo and
Kanagawa, Chiba, Saitama and Ibaraki Prefectures). Answers were collected from 6,000 people.
7
The survey subjects were limited to registered temporary agency workers engaging in clerical
jobs.
8
The ratio of workers who hope to continue working for their current employers as regular employees instead of as temporary agency workers was 23.3% and the ratio of workers who hope to
work for employers other than their current ones as regular employees instead of as temporary agency
workers was 17.5%. The total ratio for these two categories of people came to 40.8%.
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factors, employer-related factors (labor demand-related factors) and factors related to temporary staff agencies.
Regarding determinant factors concerning the conversion of non-regular employees
into regular employees, Genda (2008) conducted analysis using data collected through the
“Basic Survey on the Employment Structure” (2002). This analysis showed that male workers have a higher chance of becoming regular employees and that people aged 50 or older
tend to avoid becoming regular employees for labor-supply-side reasons. As for labor demand-related factors, workers with a higher level of educational attainment have a significantly higher chance of becoming a regular employee.9 It is also known that the experience
of working as a non-regular employee for a certain period of time (2 to 5 years) increases a
worker’s chance of becoming a regular employee. Hori (2007) pointed out that among male
freeters who have worked as non-standard employees for more than three years, less than
half can shift to a more stable working status and that the ratio is around 30% among female
freeters with such a working career. In light of that, this paper will also pay attention to individual workers’ attributes and examine how the length of the period worked as a
non-standard employee affects the hope to become a regular employee and realistic expectations for the future.
Next, I will look at the impact of internal training (on-the-job training) as an employer-side factor (labor demand-related factor). From previous studies on the education and
training opportunity gap faced by non-regular employees, it is known that non-regular employees who have little chance of shifting to regular work (employees working on
short-term employment contracts, including seasonal and temporary workers) have significantly lower probability of receiving education and training (Arulampalam and Booth 1998;
Booth, Francesconi, and Frank 2002). Hara (2010) showed that internal training of
non-regular employees has a positive impact on their conversion into regular employees. In
light of that, I will adopt the impact of employer-provided OJT as a variable factor. In addition, I will examine such employer-related factors as whether the job is routine or judgment-based and records of the conversion of non-regular employees into regular employees.
Finally, Shimanuki (2007) showed that continuous assignment of jobs by temporary
staff agencies motivates workers to continue to work as temporary agency workers. In light
of that, I will adopt such temporary staff agency-related factors as training and education,
the frequency of agency-worker consultation, and the state of job assignment.

III. Survey Method and Data
This paper uses data collected through the surveys on temporary agency workers and
employers that were conducted by the Japan Institute for Labour Policy and Training in
9

Kosugi (2003) also pointed out that it is difficult for people whose academic attainment is low to
quit the status of non-regular employee.
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Table 3. Proportions of Temporary Staff Agency Workers
by Period of Contract with Agencies

Source: Ministry of Health, Labour and Welfare, Statistics on Temporary Staffing.

February and March 2010. The survey on employers covered employers across Japan with a
workforce of 30 employees or more in industries highly dependent on temporary agency
workers,10 with 10,000 such employers randomly selected from among companies registered with Teikoku Data Bank. Of the surveyed employers, 3,085 provided valid replies.11
In the survey on temporary agency workers, 80,000 copies of the questionnaire were distributed via employers to workers and answers were collected via mail directly from workers. Of the surveyed workers, 4,473 provided valid answers. In this paper, the analysis is
conducted regarding 3,814 cases for which data concerning both employers and workers
were available.
In this paper, the short-term temporary agency worker (hereinafter referred to as
“short-term worker”) is defined as a worker with a contract period of less than three months.
The medium-term temporary agency worker (hereinafter referred to as “medium-term worker”) and long-term temporary agency worker (hereinafter referred to as “long-term worker”)
are defined as workers with a contract period of three months to one year and with a contract
period of more than one year, respectively (Table 3). What is notable about medium-term
workers is that more than around 70% of such workers work for the same employer for
more than one year through the renewal of their contracts (Table 4). Although some
short-term workers also work for the same employer for more than one year through the
10

Six industries (manufacturing, information/communications, financial/insurance services, general services, wholesaling/retailing and transportation).
11
Of the samples covered by the survey on employers, those employing temporary agency workers accounted for 39.3% (1,212 employers).
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Table 4. Relations between the Period of Contract with the Agency and the Total
Period Worked as a Temporary Agency Worker at the Current Employer

Missing value: 86.

renewal of their contracts, their ratio is much lower, 40%. The variables and descriptive
statistics are as shown in Table 5. The analysis in this paper was complemented by a hearing
survey on temporary agency workers, which was conducted from September 2008 through
December 2009. The total number of people surveyed was 88. Details are available in
JILPT (2011b).

IV. Analysis
1. Factor for Choice of Temporary Agency Work
I classified temporary workers into short-term, medium-term and long-term temporary agency workers and used the contract period length as an explained variable to deduce
factors for the choice of temporary agency work through multi-nominal logit analysis. The
analysis results are as shown in Table 6. Among explanatory variables are labor supply-related factors, such as gender, marital status, age, history of illness, and labor demand-related ones, such as the last school attended, the length of the period worked as a
non-standard employee, the size of the employing company, the job type and the unemployment rate in the relevant prefecture. I will make estimations using data concerning each
of medium-term and long-term workers as the base of analysis and look into correlations.
First, let us look at labor supply-related factors. Analysis using gender as the variable
indicated a negative value in Estimation 1 and a positive value in Estimation 3, indicating that
short-term and medium-term workers are more likely to be women than men compared with
long-term workers. Analysis using age as the variable indicated significant negative values for
all age groups in Estimation 1, which uses the age group “30s” as a reference group. The value
for the age group “20s” in Estimation 2 was negative but not significant, which probably indicates that short-term workers are typically likely to be younger than medium-term workers,
who are in turn likely to be younger than long-term workers. Analysis using the history of
illness as the variable showed a positive correlation, indicating that short-term workers are
likely to have suffered from some kind of illness or other after graduating
38
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Table 5. Descriptive Statistics
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Table 5 (Continued)

Notes： D indicates a dummy variable. * indicates survey data concerning employers.
1
The history of illness, which was surmised from answers to relevant questions, is a dummy
variable. Value 1 was given when the answers selected in response to any of the questions “Why
did you become a temporary agency worker?” “Why did you quit your first job?” “Why don’t
you hope to become a regular employee?” and “Why did you decline to be directly employed?”
included “Worried about physical fitness,” “Suffering from mental or physical illness,” or “Mental or physical health was not good.” Multiple answers were allowed regarding all those questions.
2
“Period worked as a non-standard employee” (number of months) represents the total period
of time worked as a contract, part-time, arubaito and temporary agency worker. The period
worked as a non-standard employee was divided into four brackets by the length of period, from
less than one year to more than five years.
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Regarding “Job type,” a total of 46 jobs were classified into eight types. For the specifics of
the 46 jobs, refer to the research overview of any of JILPT (2010b), (2010c) and (2011a).
4
“Employer-provided OJT” is a dummy variable. Value 1 was given when the answer “I think
so” was selected from among the three answer options in response to the question “Is there an instructor or trainer at your employer.”
5
Routine job mostly following instructions=1; Routine job requiring some degree of judgment=2;
Judgment-based job sometimes requiring instructions=3; Judgment-based job seldom requiring
instructions=4.
6
Dummy variable with the value 1 given when the employer has converted temporary agency
workers into regular workers in the past three years.
7
Fifteen answer options were available in response to the question “Have you participated in
any of the following training programs at agencies (including agencies with which you have
signed a contract)?” (multiple answers allowed), and the value 1 was given when the answer
“None” was selected and the value 1 was given when other answers were selected. The 15 answer options were: 1. Beginner-level OA skill training; 2. Senior-level OA skill training; 3. Language training; 4. Vocational ability-specific training; 5. Business skills training; 6. Business
manners training; 7. Training in protection of information; 8. Compliance training; 9.
Pre-placement training; 10. Training for acquisition of public qualification certificate; 11.
E-learning training; 12. Partner school discount program; 13. Correspondence education subsidy
program; 14. Career counseling/career seminar.
8
Very rarely=0; Around once a year=1; Around once every six months=2; Around once every
three months=3; Around once a month=4; Several times a month=5.

from the last school (Estimations 1 and 2).
According to analysis using the last school attended as the variable, short-term workers are highly likely to be people with a junior or senior high school diploma (Estimation 1),
while long-term workers are likely to be have graduated from a higher educational institution than medium-term and short-term workers (Estimations 1 and 3). Analysis based on the
length of the period worked as a non-standard employee showed that long-term workers are
likely to have the experience of working as non-standard employees for less than one year
(Estimation 3), shorter than the period for medium-term workers. Regarding the size of the
employer company, long-term workers are more likely to work for companies with a workforce of more than 1,000 employees than for companies with a workforce of 100 to 299
employees (Estimation 3). As for the job type, short-term workers are more likely than
long-term workers to engage in sales, manufacturing and light manual labor jobs, rather
than clerical jobs (Estimation 1). On the other hand, long-term workers are highly likely to
engage in “IT engineering and creative job” and “other professional job” (Estimations 1 and
3). Finally, analysis using the prefecture-by-prefecture unemployment rate as the variable
indicated significant positive values in Estimations 1 and 2, indicating that temporary
agency workers are likely to work on a short- or medium-term contract in prefectures where
the unemployment rate is high.
From the analysis of factors for the choice of short-term temporary agency work, it
can be concluded that short-term workers are typically more likely than long-term workers
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43

Job Security Concern among Temporary Agency Workers in Japan

Note: *** 0.1%, ** 1%, * 5% significant. Items in < > are reference groups. D indicates dummy variables. † indicates data collected through the survey on
employers.
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to be women, in their 20s or 30s, with a junior or senior high school diploma, or those who
have experienced some illness or other as well as those who are engaging in sales, manufacturing or light manual labor jobs rather than clerical jobs. While both short-term and medium-term workers are more likely to be women than men, medium-term workers are likely
to be younger―typically in their 40s or younger―and more likely to engage in clerical jobs
than short-term workers. In prefectures where the unemployment rate is high, temporary
agency workers are likely to work on a short-term contract.
From the hearing survey, it was found that some workers chose to work on a
short-term contract due to illness and other problems, including mental and physical disease
and mental stress not so severe as to be diagnosed as depression, that they experienced after
graduating from the last school. People who choose to work on a short-term contract mostly
find short-term work to be preferable because it allows them to adjust their work schedule
according to their health condition. In the case of a one-day job, workers feel little mental
stress about cancelling the contract for health reasons. Some short-term workers said they
prefer to use a temporary staff agency as a go-between, rather than look for a part-time or
arubaito job themselves in the neighborhood of their residence, because they want to keep
their illness secret in the workplace. Temporary agency workers who chose to work on a
short-term basis due to their history of illness invariably said that they would face serious
difficulty if the option of working on a short-term contract became unavailable.

2. Job Security Concern
The questionnaire distributed to temporary agency workers included the question
“Are you concerned about the prospect of your job security?” and there were five answer
options for varying degrees of concern, ranging from “not concerned at all” to “concerned.”
I made estimations based on a probit analysis conducted on an overall sample group comprised of short-, medium,- and long-term workers and a sample group of short-term workers,
with the answer “concerned,” which represents the highest degree of worry, indicating the
base figure of 1. The results are as shown in Table 7. Below, I will mainly look at variables
that indicated significant correlation.
Analysis using labor supply-related factors as variables indicates that regarding the
overall sample (Estimation 4), people are increasingly likely to be concerned about job security as they move from the age group 20s to 30s to 40s and married people are more likely
to be concerned than single people. Meanwhile, regarding the sample of short-term workers,
people in their 30s are more likely to be concerned about job security than those in their 20s,
and people with a history of illness are more likely to be concerned than those with a clean
slate.
According to analysis based on employer-related factors, it was found that people
who have the experience of working as a non-standard employee for a long time are likely
to be concerned about job security. Regarding the job type, workers engaging in a “medi
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Table 7. Results of Probit Analysis Concerning Determinant Factors for Job Security Concern
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Table 7 (Continued)

Note: *** 0.1%, ** 1%, * 5% significant. Items in < > are reference groups. D indicates dummy variables. † indicates data collected through the survey on employers.

cal/welfare service job” and “light manual labor job” are less likely to be concerned about
job security than those engaging in a “clerical job.” Workers willing to take a “medical/welfare service job” are chronically in short supply, and “light manual labor jobs” are
constantly available in such fields as house-moving, door-to-door parcel delivery and
transport, so people engaging in these jobs may be less prone to be concerned about job
security. Regarding the sample of short-term workers, it was found that people engaging in
an “IT engineering and creative job” are less prone to be concerned about job security (Estimation 5).
“Employer-provided OJT,” a variable regarding the employer’s use and management
of temporary agency workers, is a dummy variable which indicates the presence of an instructor or an educator in the workplace. “Job’s degree of routineness” is a variable that
indicates the varying degrees of routineness of a job―the higher the value for the job is, the
closer it is to judgment-based work. “Records of conversion into regular employees” is a
dummy variable that indicates the employer’s records of the conversion of non-regular employees into regular ones for the past three years. Regarding Estimation 4 (overall sample),
these variables indicated significant negative values (however, the significance level for
“records of the conversion into regular employees” was 10%). In other words, in cases
where the employer has an instructor or an educator who provides OJT or where the job has
elements of judgment-based work, or where the employer has converted non-regular employees into regular ones in the past, workers are less prone to be concerned about job security. On the other hand, regarding the sample of short-term workers, significant correlation
was not found. The reason for that may be that in the first place, short-term workers receive
OJT in few cases, their jobs are of a highly routine nature and short-term workers are rarely
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converted into regular employees.
As for employer-related problems, regarding the overall sample (Estimation 4), significant positive values were recorded with regard to “Can’t use capabilities or experiences,” “Often required to do a job other than the one specified by the contract,” “Burden of
workplace relationship,” “Sexual and power or other harassment” “low wages” and “Lack
of access to employees’ amenity facilities.” In particular, the value of the marginal effect
regarding “Sexual, power or other harassment” is high, indicating that workers facing this
problem are highly likely to be concerned about job security. On the other hand, among
short-term workers, it is clear that “Can’t use capabilities and experiences” is a factor that
causes job security concern (Estimation 5). This variable recorded the highest marginal effect among the variables used in Estimation 5, indicating that it considerably affects job
security concern.
Finally, let us look at factors related to temporary staff agencies. “Frequency of
agency-worker consultation” is an ordinal scale variable, which means that the higher the
frequency is, the higher the value is. “Agency’s job assignment” is a dummy variable that
indicates continuous job assignment by staff agencies. Regarding the overall sample, we see
that the more frequently agency-worker consultation is held, the smaller the probability of
the worker being concerned about job security is. Also, if the staff agency assigns jobs continuously, the worker is less likely to be concerned about job security. Among short-term
workers in particular, the positive correlation between the frequency of agency-worker
consultation and the reduction of job security concern is prominent. The length of the contract period was also used as a variable for the overall sample (Estimation 4). The estimation result showed that employees working on a short-term contract of less than three
months are prone to be concerned about job security.
From the above results, it may be concluded that if a worker’s contract period is less
than three months, they are highly likely to be concerned about job security. On the other
hand, the total length of the period worked as a temporary agency worker at the employing
company does not have any effect on job security concern. In other words, the contract period is more important than the total length of the actual period worked as a feel-good factor
for workers. From the analysis regarding the sample of short-term workers, it was found
that people in their 30s are more likely than those in their 20s to be concerned about job
security and that people with a history of illness are more likely than those with a clean slate
to be concerned. In addition, people who cannot use their capabilities or experiences in the
workplace and people who infrequently hold consultation with their temporary staff agency
are prone to be concerned about job security. Regarding the job type, people engaging in
jobs requiring sophisticated professional skills, such as IT engineering, are less likely to be
concerned about job security than people engaging in clerical jobs.
The hearing survey found that some workers were concerned about job security due
to the reduction of their contract period and a lack of availability of medium- or long-term
work following the Lehman Shock. Some workers experienced immediate termination of
47

Japan Labor Review, vol. 9, no. 3, Summer 2012

their contracts because of the poor business performance of their employers and many others saw their contracts terminated after experiencing gradual reduction of their contract period due to employer-side reasons. When the contract is shortened, that could be a sign of its
termination in the near future. After the Lehman Shock, the travel industry, for example,
was suffering from the deterioration of their business performance due to rising crude oil
prices and the outbreak of a new type of influenza. Some workers, including those who had
previously been sounded out on whether they wanted to become regular employees, were
notified of the termination of their contracts, so the workers surveyed expressed strong job
security concern.

3. Hope to Become Regular Employees and Realistic Expectations
Most non-regular employees grow concerned about job security during recession, and
such concern is presumed to lead them to hope for the status of regular employee, which
(supposedly) enjoys relative employment stability. In light of that, I will examine factors
that may affect the hope to become a regular employee through a probit analysis (Table 8).
The explained variable used is a dummy variable with the hope to become a regular employee indicated by the value “1” and the explanatory variables include “job security concern” in addition to the labor supply-related factors, employer-related factors and factors
related to temporary staff agencies that were used in the analysis described in the previous
section.
Analysis concerning the hope to become a regular employee (Estimation 6) shows
that regarding labor supply-related factors, single men in their 30s are highly likely to hope
to become a regular employee but people in their 40s are less likely to have such hope.
From the marginal effect, it is clear that people in their 50s are even less likely to hope to
become a regular employee. “History of illness” indicates a significant negative correlation
with the hope to become a regular employee. Workers are likely to hope to become a regular
employee when they do not have the experience of suffering from illness that could affect
their working ability since graduating from the last school.
Regarding employer-related factors, employees working for employers with a workforce of 1 to 99 employees are highly likely to hope to become a regular employee. But
temporary agency workers engaging in an “IT engineering and creative job” tend to have no
such hope, presumably because they are highly paid compared with workers doing other
types of job12 and they are accustomed to the external labor market.13 Regarding employers’ use and management of temporary agency workers, it was found that workers are highly
likely to hope to become a regular employee in cases where OJT is provided by their employer or where the job has elements of judgment-based work. The prefecture-by-prefecture
12

For details of wages by job type, refer to JILPT (2010b).
Studies by Sato et al (2008) and Sano and Takahashi (2009) also showed that people engaging in
engineering jobs tend to care about what type of job they do but not about which employment arrangement they work under.
13
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unemployment rate has positive correlation with the hope to become a regular employee,
indicating that workers are likely to hope to become a regular employee during recession,
when the unemployment rate rises.
Regarding factors related to temporary staff agencies, it was found that the lower
workers’ hourly wages are or the wider the gap between their desired wages and actual
wages is, the more likely they are to hope to become a regular employee. It was also found
that people working under a contract of one year or longer are more likely to hope to become a regular employee than those working under a contract of less than three months.
Finally, “job security concern has a positive correlation with the hope to become a
regular employee. The marginal effect is also very high. In other words, when workers are
concerned about job security, they are more likely to hope for the status of regular employee
which (supposedly) enjoys relative employment stability.
Of the workers who hope to become a regular employee, less than 10% are conducting job search activity. In light of that, I will examine factors that lead workers to “hope and
expect to become a regular employee in the future” and factors that cause workers to “hope
to become a regular employee but expect to continue working as a temporary agency worker.” I will make estimations through multi-nominal logit analysis using three explained variables14 ― (1) “hoping to become a regular employee and expecting to do so in three years
(hereinafter referred to as “people expecting to become a regular employee,” (2) “hoping to
become a regular employee but expecting to continue temporary work” (hereinafter referred
to as “expecting to continue temporary work”), and (3) “hoping to become a regular employee but having no idea of the employment arrangement three years later” (hereinafter
referred to as “no idea of future employment arrangement”).15 The explanatory variables
used in this analysis include those related to job search activity in addition to those used in
the estimation regarding the hope to become a regular employee. Regarding “job search
activity,” “making specific activity,” “collecting information online” and “doing nothing”
were adopted as dummy variables.
The estimation results are represented by Estimations 7 and 8 in Table 8. I will mainly
14

Regarding these explained variables, people who selected the answers “By all means” and “I
rather hope to do so” in response to the question “Would you like to work as a regular employee in the
future” were categorized as “people hoping to become a regular employee.” Of them, those who selected the answer “Expecting to become a regular employee” in response to the question “What kind
of employment arrangement do you expect to be working under three years later” was categorized as
(1), those who selected “Expecting to continue working as a temporary worker” as (2), and those who
selected “Have no idea” as (3). People who selected other answer options―“Expecting to become a
contract worker,” “Expecting to become a part-time or arubaito worker,” “Expecting to be
self-employed or managing an own business,” “Expecting to be managing a family business,” “Expecting to do household work,” and “Other”―were excluded from the analysis data.
15
People who selected “Have no idea” were included in the analysis because such people accounted for the largest proportion, around 30%, of the total, compared with 15.9% for people who
selected “Expecting to become a regular employee” and 29.9% for people who selected “Expecting to
continue temporary work.”
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Note: *** 0.1%, ** 1%, * 5% significant. Items in < > are reference groups. D indicates dummy variables. † indicates data collected
through the survey on employers.
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point out differences compared with the results regarding the hope to become a regular employee (Estimation 6).
Regarding the variables related to human resources, it was found that people expecting to become a regular employee are more likely than those expecting to continue working
temporary work to have a university or graduate school degree (Estimation 7). As for the
period worked as a non-standard employee, people who have the experience of working as
such for less than three years are likely to expect to become a regular employee (Estimation
7), a slightly longer period compared with people hoping to continue temporary work (Estimation 6). However, a significant difference is not observed concerning workers who have
the experience of working as a non-standard employee for more than three years and no
difference is observed concerning workers who have the experience of working as a
non-standard employee for more than five years.
As pointed out by Genda (2008), people who have the experience of working as a
non-standard employee for some period of time have a better chance than those with no
such experience to become a regular employee due to the screening effect. However, as Hori (2007) pointed out, it may be difficult for people who have worked as a non-standard employee for more than three years to quit that status.
What is notable about the variables regarding the employer’s use and management of
temporary agency workers is that “records of conversion into regular employees” indicated
a positive correlation with expectation concerning future employment status in Estimations
7 and 8 even though it did not show a significant correlation in Estimation 6. This suggests
that workers’ expectation as to the possibility of becoming a regular employee is significantly affected by the actual chance available at their current employer.
Regarding the factors related to temporary staff agencies, “agency’s job assignment”
showed a negative correlation in Estimation 7 even though a significant correlation was not
indicated in Estimation 6. This suggests that people expecting to continue temporary agency
work are more likely to receive job assignment continuously than people expecting to become a regular employee, who in turn are more likely to do so than people with no idea of
their future employment arrangement. Presumably, if workers continue to receive job assignment continuously, they are encouraged to continue temporary agency work, and if no
job is assigned, they are at a loss as to what employment arrangement they will work under
in the future. As for the contract period, people working under a contract of one year or
longer are more likely to expect to become a regular employee than those working under a
contract of less than one year.
Finally, I will look at the correlation between job security concern and job search activity. As a result of the analysis using job security concern as a variable, it was found that
people expecting to become a regular employee are less likely to be concerned about job
security than people expecting to continue temporary work and people with no idea of their
future employment arrangement. Meanwhile, analysis using job search activity as a variable
showed that people expecting to become a regular employee are typically conducting spe52
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cific job search activity, while people expecting to continue temporary work and people
with no idea of their future employment arrangement are not.
From the above, it can be concluded that the hope to become a regular employee
stems from job security concern. Meanwhile, people expecting to become a regular employee are less likely to have job security concern. That is presumably because such people
are typically working for employers who have converted temporary agency workers into
regular employees in the past and are conducting specific job search activity. As for the
contract period, people working under a contract of one year or longer are highly likely to
expect to become a regular employee. On the other hand, people with no idea of their future
employment arrangement are typically likely to engage in manufacturing jobs, be older than
people expecting to become a regular employee and have the experience of working as a
non-standard employer longer than such people. In addition, they are highly likely to be
concerned about job security. Thus, they face a more serious situation.
Through hearings, it was found that some people hoping to become a regular employee had worked as a temporary agency worker for a prolonged period of time as a result
of repeatedly engaging in manual day jobs and other short-term work. What is common to
such people is that they are strongly concerned about job security and that they are so financially squeezed that they cannot afford to conduct job search activity as they are busy
scraping a living. Moreover, it is possible that if people continue to work as a temporary
agency worker for a long period of time, their vocational skills could deteriorate. Recalling
the days when he was engaging in a warehousing job, one temporary agency worker surveyed said he quit the job because he felt that he was losing his skills. In job search activity,
continually working as a short-term temporary agency worker for a long period of time may
result in a negative assessment of the worker’s capabilities. If people continually work as a
temporary agency worker for a long period of time, they could get trapped in a vicious circle of a financial squeeze reducing the opportunity to conduct job search activity and to
develop vocational skills.

V. Summary and Consideration
Above, I conducted analysis regarding factors for the choice of temporary agency
work, mainly by workers working on a short-term contract, as well as workers’ job security
concern, their hope to become a regular employee and realistic expectations. Finally, I will
summarize the analysis results and offer my thoughts based on knowledge gained from
hearings with workers.
i. Short-term workers are typically more likely than long-term workers to be women in
their 20s or 30s with a junior or senior high school diploma. They are likely to engage
in sales, manufacturing or light manual labor jobs, rather than clerical jobs. They are
also likely to be working in prefectures where the unemployment rate is high, which
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means that short-term workers presumably increase during recession. It was also
found that short-term workers are likely to be people who have experienced illness
that could affect their working ability since graduating from the last school. From the
hearings, it was also found that working on a short-term contract is a working arrangement necessary for people who want to work while recuperating from some illness or other, including mental disease. However, if workers are forced to continue
working on a short-term contract for an extended period of time for health reasons,
they will face difficulty resuming a normal working life. Recently, efforts to introduce mental health care in the workplace have been stepped up, and programs to help
recuperating workers return to the workplace through labor-management collaboration have been implemented16. However, such programs are mainly targeted at regular employees, and efforts to support non-regular employees have lagged behind.
Working as a temporary agency worker is a necessary option for people recuperating
from illness to return to the workplace. Therefore, the government should meet this
social demand by cooperating with temporary staff agencies.

ii.

Factor analysis regarding job security concern showed that short-term workers in
their 30s are more likely to be concerned about job security than workers in their 20s
and that people with a history of illness are more likely to have job security concern
than people with a clean slate. In addition, it was also found that workers engaging in
jobs that do no enable them to use their capabilities or experiences and those who infrequently hold consultation with their agencies are likely to be concerned about job
security. Moreover, people working under a contract of less than three months are
more likely to have job security concern than people working under a contract of one
year or longer. On the other hand, the total length of the period worked as a temporary agency worker at the current temporary staff agency does not have any correlation with job security concern. From the hearings, it was found that after the Lehman
Shock, some workers saw their contracts terminated after experiencing reduction of
their contract period. The reduction of the contract period is presumably a sign of the
termination of the contract in the near future. Even if the total length of the period
worked as a temporary agency worker at the current employer is long, the worker’s
job security concern is not dispelled if he has been retained through repeated renewal
of short-term contracts. Companies employing temporary workers on a short-term
contract for a long-term job on the premise of repeated contract renewal should offer
a long-term contract in the first place.

iii.

Factor analysis regarding the hope to become a regular employee showed that job
16

Workers targeted by mental health support discussed in roundtable discussions by Otsuka, Suzuki, and Takada (2007) and Ouchi et al (2010) are mainly regular employees.
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security concern has a significant correlation with the hope to become a regular employee. On the other hand, it was found that people expecting to become a regular
employee have little job security concern. Temporary agency workers expecting to
become a regular employee are typically men in their 20s or 30s with a university or
graduate school degree who have the experience of working as a non-standard employee for less than three years. They are also typically engaging in judgment-based
jobs, rather than routine jobs, and working for employers who have converted temporary agency workers into regular employees in the past three years. People working
under a contract of one year or longer are more likely to expect to become a regular
employee than those working under a shorter contract. In short, the typical temporary
agency worker who expects to become a regular employee is neither the type of
short-term worker that is the main research subject of this paper nor the typical clerical temporary worker on a medium-term contract. These types of workers typically
hope to become a regular employee but expect to continue working as a temporary
agency worker or have no idea of what kind of employment arrangement they will be
working under three years later. They are also strongly concerned about job security.
In light of that, it is more urgent to dispel job security concern than to facilitate the
path to a regular employee. To dispel job security concern, it is first necessary to extend the contract period for temporary agency workers. Employers should provide
jobs in ways that enhance workers’ vocational skills, while temporary staff agencies
need to assign jobs in ways that enable workers to climb the career ladder.
In the hearings, short-term workers said that they were unable to devote themselves to
job search activity because they were so financially squeezed and were busy scraping a living. While short-term temporary agency work is beneficial in that workers can earn quick
money, there is the risk that if they continually work on a short-term basis for a long period
of time, it will become difficult to quit that working style. Short-term workers will find it
hard to decide on their own to quit the working style and will need appropriate advice from
supporters and partners when exploring an exit. It is important to consider how to enable
temporary staff agencies to cooperate in some way or other with the Hello Work job support
centers (Public Employment Security Offices) and employment-supporting non-governmental
organizations (NPOs) to assist short-term workers in that respect.
This paper classified temporary agency workers by the length of the contract period
and conducted analysis regarding factors relating to the choice of employment arrangement
and workers’ perspective on employment. In the future, I would like to consider which types
of contract, job and education and training provided by employers and temporary staff
agencies facilitate the career formation of temporary agency workers. I would also like to
examine what factors determine wages. Among other pending issues to be analyzed is how
temporary agency workers are affected by repeated renewal of short- and medium-term
contracts.
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