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General Survey

Single Men Increasing

The number of men who remain unmarried at the age of 50 is larger than the number of
unmarried women. One in every 10 men in Tokyo and one of every five in Osaka remain single,
showing the tendency for both males and females to marry in later years, according to a
survey conducted in July by Ministry of Health and Welfare's Population Problem Institute. A
national survey on marriage and birth, carried out every five years, incorporated views on
marriage, the family and children and covered wider age groups than before. The survey
covered approximately 2,000 married couples, wives of whom are under 50, and about 13,000
single men and women aged 18-50 in 490 regions across the nation. France and Sweden
witnessed the proportion of single men in their late 40s top 10 percent, 10 years ago. Japan,

however, saw single men aged 50 reach 10 percent by prefecture for the first time this year.

In population statistics, the rate of unmarried men and women aged 50-with a small
percentage having a child-(excluding separations from spouses by death or divorce) is called
the "rate of those going unmarried throughout their life." Calculations of the ratio of going
unmarried for those in the 45-54 age group, based on a 1990 Census, showed that the national
average rate stood at 5.6 percent for men and 4.3 percent for women. Thus, these figures
indicate a higher ratio for men than for women. In 1980 the national average rate was 2.6
percent for males and 4.4 percent for females. This indicates that in the past 10 years the rate
of going permanently unmarried for women has changed little while it has doubled for men.
By prefecture the rate for both sexes was the highest in Tokyo. Big cities where an
overwhelming number of single youths reside and local areas where the graying is
progressing cannot be directly compared with each other. Accordingly, in this year's analysis
the rate of those going unmarried was statistically adjusted and standardized for the age

makeup in individual prefectures.

The Institute concludes that the rising percentage of single men is ascribable to the fact
that one-room condominiums and convenience stores have enabled single city dwellers to live
with ease and that views on marriage have changed. According to a 1991 Report Survey of
Socioeconomic Aspects on Vital Events, compiled on July 23 by the Ministry, compared with
levels of 10 years ago, arranged marriages have decreased considerably and those living
together with parents have dropped markedly. Furthermore, two out of every three

newlyweds continue to work and have a double income after marriage.

With women's growing demands along with the tendency to go unmarried, higher

educational attainment and career orientedness, the picture is not promising for men wishing
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to marry. The Institute predicts that "10 years from now the average percentage of men who

remain unmarried age 50 will reach 10 percent."

Public Policy

Foreign Trainee Program

The number of illegal foreign workers has been constantly rising, thus posing a social
problem. Behind the influx of such workers lie the problem of redundant labor in developing
nations on the one hand and the issue of the worker shortage at smaller-scale firms in Japan
on the other. In the wake of this situation, there has emerged a debate over whether or not to
allow foreigners residing in Japan with trainee status to work for a certain period of time.
Trainees from abroad have not so far been allowed to work for the duration of their training
period. As part of this trend, Ministry of Labour has set forth a plan to implement a new
"work-type training" program next year. The program would provide foreign trainees with the
opportunity to work for about one year and three months after completing a 9-month training
period. Recognizing the work as vocational training, the Ministry defines it as "a skills

training period under formal employment contracts."

The trainees will receive wages, will come under the application of labor laws and will be
able to enjoy the same treatment as their Japanese coworkers. However, they will not be
allowed to undergo unlimited vocational training. Furthermore, only those deemed to have
reached a certain proficiency by the evaluation of their technical ability would continue
on-the-job training. The former foreign trainee system was a one-year program of lectures,
including language study, plus practical training involving actual operations. The new system,
on the other hand, has shortened the duration of the training period to 9 months and has
added a one-year-and-three-month vocational training period under formal employment
contracts. The new system represents a vast departure from the traditional definition of the
trainee program: the trainee program should be implemented irrelevant to employment

relations."

Under the new program, trainees will be given a skills test after they complete a 9-month
long program consisting of three-months of lecture, including study of the Japanese language,
and a six-month period of practical training. Those deemed to have reached a certain
proficiency will be allowed to continue training for one year and three months. Those trainees
who have completed lectures in their home countries will be able to shorten their training
period to a minimum of six months. The training period is two years and cannot be extended.
The system applies to those job categories which can be publicly evaluated: 133 jobs subject to

technical ability tests and 16 subject to authorized technical ability examinations.
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The new system is aimed at encouraging smaller firms in particular to accept foreign
trainees. Currently, the number of trainees to be accepted is restricted to one twentieth of

regular staff members at a firm, and thus the new system aims to relax these restrictions.

Ministry of Justice has incorporated a similar idea into its basic plans for immigration
control. However, the two ministries do not allow acceptance of unskilled foreign workers. In
business circles, Keizaidoyukai (Japan Committee for Economic Development; Head: Masaru

Hayami) has unveiled a "new trainee program" to accept foreign workers.

7th Basic Employment Measures Plan

In the Japanese labor market, it is expected that growth in the working population will
slacken and that the absolute number of the labor force will decrease in the 21st century. Also,
it is predicted that individuals' perception of living will be further changed away from
emphasis on the workplace to an emphasis on realizing a life in which the workplace, the
family and the rural community are well balanced. To respond properly to these changes, the
Cabinet decided on July 10 upon the 7th Basic Employment Measures Plan. In step with a
five-year economic plan for 1992-96, recommended by the Economic Council, the plan for the

next five years aims to map out mid- and long-term employment measures.

The plan incorporates realization of 1,800 annual work hours through revision of the
Labour Standards Law (LLSL), spread of the home-care leave system, continued employment
of the elderly and consolidation of an employment environment for women. The plan stresses
the following three specific measures to attain the goal of 1,800 hours: first, switching to the
40-workweek through revision of the LSL; second, spreading and encouraging the five-day
workweek and annual paid leave; and third, raising the rate of increase in wages for

nonscheduled work.

To cope with the full-fledged graying of society, the plan calls for the 60-year-age limit to
take firm root by 1993. Furthermore, the plan envisions establishment of an employment
system which allows those elderly people wishing to work to continue to do so until age 65 and
to this end, it calls for further diffusion of the continuous employment system. In addition, the
plan seeks to strengthen the counseling system regarding enterprises' wages and personnel
management adapted to employment of older persons. The plan also proposes active
utilization of aid systems relevant to employment of the elderly. To assist elderly people in
their efforts to find early reemployment, the plan calls for helping the employer hire older

persons while also seeking to substantiate job placement and counseling functions to enable
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diversified forms of employment, such as short-time work.

Regarding female workers, the plan calls for study of treating both men and women
workers equally under the LSL, particularly under those articles referring to general
protective measures for women, with the exception of maternity protection measures. The
plan proposes that special protective measures for women be reduced in coordination with
women's shouldering of domestic burdens such as housekeeping and childcare and progress in
improved conditions to enable women to combine a job with a family. What is more, the plan
asks for implementation of public vocational training and service projects for preparing

women for reemployment in response to their diversifying needs.

Special Topic

Enterprise-Based Labor Unions and Collective Agreements

Yasuo Suwa
Professor of Labor Law
Hosei University e

Senior Researcher JIL - ‘

As of 1991 there were 71,685 labor unions in Japan, organizing 12,390,592 workers(®,

1. Introduction

The greater part of these unions are enterprise-based, accounting for 99.4 percent of all
unions and claiming 91.3 percent of all union members. The average number of members per
union is only 171. Every year small unions emerge and then disappear. In 1991 1,638 unions
came into being while 2,333 became defunct, with the number of members averaging 136 and

89, respectively.

The estimated unionization rate stood at only 6.9 percent in the prewar peak year of 1935,
but under the policy of labor union promotion immediately after WW II it reached 55.8
percent in 1949. The rate, however, fell rapidly during the cold war era, remaining around the
level of 30-35 percent from the 1950s to the 1970s. Thereafter, it slipped below the level of 30
percent in the 1980s. The latest figure, for 1991 of 24.5 percent, represents a moderate

downtrend.

Enterprise-based unions are comprised of many segmented, small-sized entities and with
the unionization rate in decline, what is the sphere of influence of these unions in industrial

relations?
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This paper examines the influence of enterprise-based labor unions through a recent

survey on the actual situation of collective agreements @,

2. Percentage of Collective Agreements Concluded

The right of workers of labor unions to bargain collectively is guaranteed, irrespective of
size and unionization rate under Article 28 of the Constitution of Japan and Article 7 of the
Trade Union Law (hereafter called the Law). Matters agreed upon at the bargaining table are
put in writing and are either signed by or names are affixed with seals by both labor and
management. The document thus produced constitutes a legally binding collective agreement
(Trade Union Law, Articles 14-18, the Law) ®.

Table 1 Collective Agreements Concluded and Percentage of Labor Unions by key Player in Concluding the Agreement (%)
- L —

Industry ) K.‘? player in concluding the agreement
Sz of union membership A Agresment
Size of enterprise greement concluded By | A ot Agreement
year of labor unions formed foul Agreement | concluded by | SERNL | FREEL | g | 700 conclud:
Unionization rate concluded any low-lewel lon organiza- | both - ed
Are there other unions? union alone tion alone
Total 100 §13(100.0) (61.2) (148} (8.1} 1 61) 81
i Inglustries)
Mining 100,00 Q500 1000 {63.3) [ 89) (25.2) { 28) 50
Construction 1000 OO D00 {6iL6) [18.5) (16.0) [ 4.9) B0
Manulucturing 100.0 G140 100.0) {70L6) k] (14.5) { 6.6) Bé
Public urilities 100.0 49,90 100.0) {38.3) (46.T} (14.0p { 08} ol
Transpori and communication 10000 G5 210000 {46.7) (26.6) (2.9 {48 458
Wholesale, retail and cating and drinking places 100.0 GLI100.0) {631 [ 9.4) (23.3) [ 4.2) 7.7
Finange, insurance and real estate 1000 G4 70100007 {62.4) [19.8) {16.3) { 1.5) 51
Services KD, B1.59¢ 100.0) (59.3) [ 835} (19.6) (13n 181
{Size of union membership)
5000 and more members 1000 000 1 D00 i64.9) [ B4 (26.3) [ — .
1.000-4,989 members 1000 8.8 100.0) (TL5) (1) (17.6) { 0.8 1.5
S00-999 members 10,0 98.0(100.0) 166.5) [16.5) (151} {20 10
I00-499 members 10000 L 100U0) (62.7) (11.2) [21.8) {23 18
100-299 members | 10,0 FLE( 1000} (bd.1) (15:5) (1404 [ 6.4) 15
30-99 members 100.0 8.3 100.0) (577 (14.7) (20.2) [} 1.7
[Size of enterprise)
5,000 and more workers 1000 9E I 10000) 1401y {35.00 (22n [ 2.8} 1.8
1.000-4.999 workers 1000 Q2 1000) ib4.0) {17.6) {1861 [ 23 13
SO0 999 workers | 100.0 95.8(100.0) (6RO} { & {178} [ 55 42
I0-499 workers 1000 S0.50100.0) (73.2) {20 (12.8) (118} 9.3
100-28% workers 106001 B5.10100.0) (T2.7) {19 1179 [ 7.5 149
30-99 workers 11000 HOL L1000 (6H.5) { 24) {169 2. 199
(yeur of umons formed)
1960 or before 1000 DR 100.0) (619} 16,9 (1800 [ 33 4,7
1961-70 1040 BT.O100:0) (67.4) { T {18.2) [ 7.4) 13.0
1971-50 10000 Q0.5 100.0) (84.1) { B.7) (16.8) (104} 93
Since 1981 1000 S1.2{100.0) (44.9) (3.2} {20.2) [ i) 53
{Unionzation rate)
less than 10% 1000 TES(100.0) 157.5) i 14.9) {10.8) (16.9) 24,1
10-30% (not inclusive) | 10000 QZ.80000.0) (47.4) [ LB.6} i B9 {2711 75
W-50% (not inclusive) | 100.0 E0.8(100.0) [72.5) [ 7.6) (158) {40 0.2
50-70% (not inclusive) 1000 B6.3(100.0) [65.9) i11.7) {15.0) ( 7.3) 137
TH-90% (not inclusive) 1000 S0.8( 100.0) {65.2) 111.5) i17.9) i 54} 9.2
0% and more 1000 G 0 100, 0 {56.8) i12.1) (209 i 4.2) 6.0
{Are there other unions?)
¥es 100.0 93.4(100.0) {43.2) 129.1) (181} [ 9.6) 6.6
Mo 100.0 F0.8( 100.0) (63.0) (11.6) (181} [ 53) 9.2
1986 total 0.0 G170 100.0) (52.4) {18.6) (217} i 7.1 B3

Source: Minisiry of Labour, Survey on Realities of Collective Agreements and (thers (1991] (The same shall apply hereafier)

However, reflecting diversified industrial relations by industry, enterprise and
establishment, collective bargaining is not necessarily uniformly practiced; nor are collective
agreements necessarily concluded as provided for in the Law. Let us examine collective

agreements concluded as shown in Table 1 which compiles them from various aspects.

The percentage of collective agreements concluded per se has shown little change from
the results surveyed in 1986. Over 90 percent of labor unions have concluded collective

agreements. The percentage is higher than the 1960 figure of 64%, the 1972 figure of 77% and
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the 1977 figure of 81% @. On the whole, the unionization rate has dropped when compared
with that in the 1960s and the 1970s, and yet labor-management relations centering on
collective agreements seem to have matured progressively based upon the higher percentage

of agreements concluded.

Furthermore, in terms of who is the key player in concluding a collective agreement, a
few unions depend solely on collective agreements concluded by upper-echelon organizations.
However, the majority of unions indicate that lower-echelon organizations conclude collective
agreement independently or together with agreements concluded by upper-level

organizations. Enterprise-based unions tend to conclude agreements independently ®.

On the other hand, by industry the percentage of unions which concluded collective
agreements in the services is notably low at 82 percent. By union size and enterprise size, the
larger the organization and company, the higher the percentage of unions with agreements
concluded. As the size of enterprises becomes smaller, the percentage of such unions drops as
low as 80 percent (at enterprises with 30-99 regular employees). On the other hand, the

tendency to try to conclude a collective agreement independently remains largely unchanged
©.

By the year in which a labor union was inaugurated, the percentage of unions with
agreements tends to be higher for older unions, formed in 1960 or before, while the percentage
tends to be lower for those unions created between 1961 and 1970 among which the ratio of
labor unions in smaller enterprises is relatively high. In terms of the unionization rate by
particular organization, such as enterprise and establishment, the percentage of unions
concluding agreements nosedived to 76 percent where the unionization rate is under 10
percent; otherwise, a notable gap is hardly seen in the rate of unions with agreements.
Whether there are rival unions within one particular enterprise or establishment does not

make a conspicuous difference in the rate of agreements concluded.

From the above facts, several conclusions can be drawn. First, the practice of concluding
collective agreements by enterprise-based unions has taken root. Second, this practice has
acquired a firm footing, particularly in large enterprises and unions. Third, the practice of
concluding collective agreements shows a relatively modest level in the services, smaller-scale

enterprises, small-sized unions and unions in enterprises with a low unionization rate.

3. Procedures for Concluding Collective Agreements, Method of Notifying that
Collective Agreements have been Concluded and Term of Validity
Collective bargaining and labor-management consultations are widely practised in Japan.

Accordingly, only a few, specifically nine percent of labor unions, that conclude a collective
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agreement do so solely through collective bargaining without utilizing labor-management
consultations. Also, 22 percent of labor unions conclude an agreement directly through
labor-management consultations without collective bargaining process. The greater part, or
62 percent, first hold labor-management consultations and then conduct collective bargaining
to conclude an agreement. Cases in which labor-management consultations are not held or in
which labor-management consultations and collective bargaining are completely separated
from each other are rather few; and in many cases it seems that both are functionally mixed

or anchored together.

How are union members notified of agreement that has been concluded? Only two percent
of the unions questioned did not take any measures to make the agreement known to
members (19% in the case of unions with a unionization rate of under 10%). Ninety-one
percent take some kind of measures, and of them, 56 percent distribute the agreement to
union members. The percentage is relatively low in the services (45%), in unions with 30-99
members (50%), in enterprises with 30-99 regular employees (41%), in unions established
since 1981 (43%) and in those unions organizing from 10-30 percent of enterprise employees
(not inclusive) (27%).

Regarding the period of validity, 84 percent of comprehensive basic agreements include
provisions for a term of validity. Of them, over half, or 53 percent, provide for a term of
validity of one year, 25 percent for a term of validity of over one year but less than three years
and six percent for a term of validity of three years. Article 15 of the Law provides that the
longest possible term of validity is three years, but most agreements stipulate a shorter term
than this. In many cases revision of an agreement is discussed at the time of the annual
spring labor offensive which culminates in wage negotiations, and as a tendency long-term

agreements are avoided.

4. Scope of Collective Agreements

Table 2 shows whether or not there are documented provisions at workplaces with labor
unions and the ratio of the provisions stated clearly in collective agreements. Of the
substantive contents, excluding the scope of agreement and term of validity, the following are
notable subjects stipulated in the agreements. Working conditions: a high percentage of
agreements provide for bonus and lump sum allowance (61%), other wage -related items
(about 50%) and working-hours-related items (slightly below 50%). Industrial relations: 40-60

percent of agreements provide for union activities, dispute actions and union organizations.
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Table 2 Subjects, Provisions, Collective Agreements Concluded and Percentage of Unions by Type (%)
There \ No
Subjects Total Er'f:;mg is a col- Jﬂﬂ of coll. sgreemerts (M A) prowi- | unclear
provisions lective h:::‘.f;e_ Separate | Unclear sions
Basic puy [ system 100.0 90.2 538 8.0 26.6 14 49 45
amount 100.0 B5.5 54.4 18.4 356 0 93 52
allowance for Shinkansen commurting 1000 e 13.7 59 74 08 6.7 2.3
[ ki-| separate allowance for away-from- 100.0 509 111 113 18.0 14 406 15
Allow- nd | home workers

other allowances 100.0 8352 492 219 273 1.5 T4 14
Wages nee amount 100.0 B6.4 498 18.6 06 L6 11 55
rate of increase in wages for overtime work 100.0 B0z 449.6 4.5 256 1.4 48 50
Bonus & lump sum pay 100.0 BRG 61.2 2. 40.3 13 6.2 51
Minimum wages 100.0 66.6 4%.1 183 253 1.7 26.5 10
Staning pay 100.0 I 483 17.2 29.4 12 6.3 6.0
Retirement allowancespension [ lump sum allowance 1000 919 55.3 244 313 1.7 25 58
| pension system 100.0 T1E 435 18,9 2417 1.7 211 6l
" Wage increase 100.0 B6.3 532 110 304 1.8 77 60
Scheduled daily working hours 100.0 B4.4 50.2 3136 16.4 1.7 1.4 412
Scheduled weekly or annual working hours 1000 B1g9 4.7 285 19.1 1.3 10.3 LE )
. Orvertime work 100.0 B33 51.2 2686 251 1.2 24 63
prerk hours | S.gay workweek 100.0 673 .7 1.3 15.3 17 66 6.2
vacations | Consecutive holidays 100.0 614 344 5.1 18.5 1.4 37 69
Annual holidays excluding weekly halidays 100,00 Big 480 5.7 21.3 21 B.6 ¥ ]
Annual paid leave 100.0 94 47,5 323 14.7 21 1.5 43
Consecutive holidays for education & training 100.0 216 10.6 5.1 4.3 1.4 T0.2 82
Promotion 100.0 2.1 339 204 123 1.9 1.1 6.8
Dismissal 100.0 91.0 4.2 il 69 1.9 4,1 5.0
Personnel Di;cipli_nnry action 1000 1.3 40,0 36 7.2 1.B 17 50
i Relocution 100.0 712 163 i 82 1.6 0.2 b6
mstters Transfer & farming-out | 1o0p 69.1 66 216 127 15 246 6.2
Compulsory age limit system 10,0 931 48.7 134 14.2 1.9 1. 4.5
Reemployment & extended employment l 1000 585 8.4 152 12.5 1.6 kT BT
MNenstatutory compensation for industrial injuries 1000 773 457 247 211 1.7 16.8 I8
Contributions 1o private insurance scheme 1000 282 133 61 6.6 [ [XN] L%}
Welfare Loan to housing fund 1000 5E.5 184 1.4 15.8 1.3 5.0 6.4
Housing management system 1000 4].4 206 56 10.9 1.4 0.5 .1
Nursing leave system 1000 0.7 122 .l 6.0 0.3 .6 BE
Child-care leave system 100.0 302 09 123 86 09 53.1 1.7
Safety & Ph?'sjc:al Chwh:lp ) 100.0 BB 174 64 L1 1.9 6.4 4.7
hygiene [Snmy and hygiene education 1000 69.9 308 21.2 86 1.5 215 6.6
Onher kinds of safety and hygiene 100.0 6E.3 31K .2 93 1.4 245 1.2
. Scope of non-union members 100.0 TO0.2 616 47,7 13.7 0.9 206 9.
f;l.f.’l,u cr"‘a'[ Union shop 100.0 574 537 454 14 1.2 49 77
Sole negotiating union 100.0 553 515 413 135 0% 352 EE)
Collective Collestive bargaining—relnl_ed matters 100.0 713 66.5 543 11.8 09 2.6 7.1
bargaining Pmr.‘edurg feer and aperation of W"eq':ve bargaining 100.0 Tio 66,2 54.0 1.8 o7 21.% 1.5
Prohibition of commission of negotations 100.0 IR0 343 . 56 0y 525 96
Coordination of disputes 1000 4.4 50.4 419 &1 07 368 2B
Disputes l Prior nul_ic; of dispute sctions 100.0 fi4 585 480 101 133 287 79
Non-participants in dispule actions 100.0 i 489 HE 9.7 a7 381 LX)
Observance matters for dispute actions - .
(prohibition of scap, etc.) 1000 49.7 46.1 EXE.] K1 b 406 1
Unian IU".il.m :fn;h'vilin c!f members while en duty 100.0 2.0 639 514 139 140 213 6.7
activities Utilization by unions of company facilities | 100.0 0.5 LEN] 49.7 134 0 % 6.7
i Full-time union official a5 employes 1000 525 498 kL 1.1 g k] E5
Scope of collective agreement 1000 * 65.1 57 1.1 1.0 57 92
Term of validity for collective agreement 1000 * 715 649 1r3 06 39 4.6
. Prior consultations 100.0 49 il 188 T8 08 550 9.2
L‘;“;‘ﬂ“::]: Relocation B 100.0 335 2.9 15.2 i 0.9 572 93
nologics & Education and training 1000 3.0 215 132 T.h 09 6 93
related  mat- Empl?ym.cnt security 10600 315 228 154 f.6 L0 580 94
ters Working hoursl 1000 365 48 155 B 1.0 54.3 9.2
| Safery and hygiene 1000 152 4.1 155 80 Lo 553 9.5
Overseas service 10000 3.2 218 78 100 4.2 547 8.1
Others . 100.0 331 23 133 9.4 0.9 46.5 0.4

By industry, 30-40 percent of the agreements concluded in the services provide for
wage-related items, 20-30 percent for work-hours items and 20-40 percent for
labor-management relations. Thus, the percentage of agreements which provide for these
subjects slips more than 10 percent from the average total. By enterprise size, the larger a
company, the more clearly it states provisions in the agreement. Smaller enterprises,
particularly those with 30-99 regular workers, state provisions less clearly in the agreement

than do enterprises in the services.

Enterprise-based labor unions in Japan pay enormous attention to the adequate
operation of their internal labor market. Also, the degree of their attention to dismissal and

relocation issues is said to be high. Often the right to bargain and act collectively prompts the
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unions to participate in decisions about these issues. Fig.1 shows the degree of labor unions'
participation in the two cases, one in which there are related provisions in an agreement, the

other in which there are no such provisions.

Fig.1 Whether there are Provisions concerning Dismissal and Relocation in collective Agreements
and Percentage of Labor Unions by Degree of Particlpation (Regular Union Members)

Na ticipali t all

Hearing  Prior-nctics e

[ Mismissal Ceasent Ceasultation e i
| epimias | Past-nsticr

Teral
T160, 0

(Mhers  Unclear

There are Provisions s Agreesenl
(41.21

Mo Provisions i Agreement

(588! ; :

Rrlacatine ]

Tatal
(100, 0%

Thees are Vrovisions in Agreemsnt

115.3)

Ne Provisions in Agreement

[63.7}

On the whole, only a few unions fail to participate in dismissal and relocation bargaining
at all (9% for the former and 17 percent for the latter), and the majority participate to a
certain extent in management's decision-making. This suggests that even without provisions
In an agreement, collective bargaining and labor-management consultations offer an
opportunity for participation in managerial decision-making. When the provisions are given
In an agreement, however, labor tends to participate more strongly in managerial
decision-making . By industry, labor unions of companies in the services show a lower
degree of participation (6% for consent and 22% for consultations). Likewise, smaller unions,
smaller enterprises and unions with a low unionization rate tend to represent a lower degree
of participation. Furthermore, when there are several unions in one particular firm they tend

to show a lower degree of participation.

Various measures are more adequately taken for union activities of members while on
duty and for utilization of company facilities for union activities when an agreement gives
related provisions for such measures. These measures taken tend to be somewhat confined to
labor unions of firms in the services, smaller unions and enterprises, unions with a low
unionization rate, recently created unions and where several unions exist in one particular

enterprise or establishment.
5. Labor-Management Disputes over Negotiations on Agreement

Table 3 indicates the percentage of labor unions which confronted management with their

views and opinions in the process of concluding a collective agreement by subject of the

_10_
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dispute. A very large percentage of unions opposed management over the amount of basic pay
in wage negotiations, followed by bonus and lump sum pay. Otherwise, there are few subjects
over which labor and management show an outright opposition to each other. One in every 20
unions found itself confronting management over working hours, holidays and vacations as
these issues have been vigorously debated in recent years, as is the case with the compulsory
retirement age limit, reemployment and extended employment. Industrial relations subjects

have resulted in less eminent confrontation between labor and management in recent years®,

Table 3 Subjects-wise Percentage of Labor Unions Confronting Management during the Process of Concluding Collective

Agreements in the Past 3 Years (%)
Subjects - | Tom _ Subjects Total
: 96 Physical check . 03
Ba Sysler 5su:a checkup . ]
sie pay | amount 6l.1 :n.fc_ly & ! Safety and hygiene education 0.1
| allowance for Shinkansen commuting 2,3 Mrgene | Other kinds of safety and hygiene 03
[ ki= separate allowance for away-from- 20 | Union arga- 'g{.‘ﬂpﬂ u:lncm-uniun members | 23
nd | home workers nization nien shop | [
:I_II:W- " other allowances 6.1 Eolltl. “:EU‘“:“”E union ted raalk ' ?;
Wages amount 38 | Collective oliective argalnlng—r\en matiers | -
ot e n vags o cvrime ork | 43 [ | st 0 ond paion of ol arsmn | 03
Bn.m_m & lump sum pay 196 | [ Coordination of dlspuu:g | 03
Mlnl_mum.wagns 19 Dicputes Prior notice of dispute tactics 0l
Starting pay il 3'2 P Non-participants in dispute tactics 0.3
Retirement allowance- pension {]nmp.! sum affewance E | Observance malters for dispute tactics 02
o | PENSION Syslem £ | {prohibition of scap, ete ) .
Wage increase ) 6.8 Union ¢ Union activities of members while on duty 1.5
Slc.hndu{:d dfl:]ylwclklug hl:;IHE ing h 33 wetivities Utilization by unions of company facilities 1.1
Scheduled weekly or annual working hours 6.6 L Full-time union official as employes 0.9
Work hours | CIvertime work 37 genpe of collective agreement 0.3
orE 5-d kweek 7.7
halidays ay workweek -* | Term of validity for collective agreement 0.3
vacations Consecutive holidays 33 ( Prior consultations 0L
Annual holidays excluding weekly holiduys 5.2 || Introduction | o\ on 08
Annual paid leave 38 ol new tech-| o, fion and training 0.0
Consecutive holidays for education & training 0.1 | nologies & Employment security ns
Promotion 1.5 f related  mat- Working hours 02
g!‘m,""r_“l X l!r(; -ters Salety and hygiene (.1
Pernonnnel 1scip |.nar3- BiLen U Overseas service 0.3
matters Relocation 26 | Aehers 03
Transfer & farming-out 2.8 .
Compulsory age limn system 5.5
Reemployment & extended employment 1.3
 Monstatutory compensation for industrial injuries 20
| Contributions to private insurance scheme 02|
Welll Loan to housing fund 2
ellre Housing management gystem 10|
Wursing leave system 09 |
Child-care leave system 23|

6. Conclusions

In Japan there are virtually no industry-based or vocation-based collective agreements.
Region-wide collective agreements are also exceptional. The widely recognized collective
agreements are enterprise-based. Many segmented enterprise-based or establishment-based
labor unions have the legal right to bargain collectively and negotiate with the management
or hold labor-management consultations to conclude a collective agreement. Japanese labor
unions are active in a variety of areas through industry-wide or region-wide upper-echelon
organizations of enterprise-based unions and national centers; but their primary area of

activity is related to the workplace.

The latest survey on the realities of collective agreements shows a tendency for
conclusion of collective agreements to have taken root, but with what appear to be wide gaps
in the details of the agreement mirroring the characteristics of industries, enterprises,
establishments and particular unions. The survey also appears to reveal substantial

differences in the regulating power of labor unions in workplaces. Particularly the relatively
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weak tendency to conclude collective agreements in the services industry and in smaller-scale
enterprises (despite the fact that unions have taken great pains to organize these sectors)

clearly suggests the fact that labor-management problems may exist there.

Notes:

(1) Figures here are based on Ministry of labor's Basic Survey on Trade Unions (issued each
year) and others. The average number of union members is calculated based only on the
unit number of union members and is 173 if based on the total number of union members.

(2) Based on a 1991 Survey on the Realities of Collective Agreements compiled by Ministry of
Labor. The Ministry conducts the survey once every five years. Of the unions stratified
according to industry and unionization rate, about 5,000 labor unions were selected by
random sampling and were questioned through on-site visits.

(3) The collective agreement takes effect as a contract between labor and management; but it
also has a normative effect over individual labor contracts. Application is extended to the
remaining one-quarter of workers of the same category when it applies to three-fourths or
more of those employed in establishments and has general binding power when it applies
to the majority of workers employed in a locality.

(4) Cf. Y. Suwa, "Recent Trends in Collective Bargaining Agreements in Japan", Japan Labor
Bulletin, Vol.18-No.7, 1978, P.8.

(5) Of the unions which fail to conclude collective agreements, 12 percent said that the results
of collective bargaining are not needed to be synthesized into a collective agreement since
they are observed (24% replied there is no need for concluding a collective agreement since
they have comprehensive work rules). Eighty-four percent, however, opted for the
necessity to conclude a collective agreement.

(6) The percentage of upper-echelon organizations in which a collective agreement is
concluded is high among large enterprises with 5,000 and more employees because in
many cases a federation of intrafirm unions conclude one major central collective
agreement.

(7) Participation in the case of union official's job security is the highest. Unions' concern in
disciplinary actions was slightly weaker than in dismissal actions, but tended to be
stronger in relocation issues.

(8) According to Ministry of Labor's Survey on Labor Dispute Statistics, in 1990 the number of
labor-management disputes, that of labor disputes which led to strikes or lockouts
continuing more than half a day, that of workers involved and that of working days lost
dropped sharply to 20, 5, 2 and 2, respectively on a scale constructed with the numbers in
1974 (when these actions peaked) equal to 100.

White Paper on Labour-1992

The 1992 White Paper on Labour analyzes trends in the labor economy for 1991 in Part
I while Part II deals with the "labour shortage, vigorous labor mobility and enterprises'
adequate response to these factors." Here the white paper specifically analyzes a phenomenon
which occurred in the labor market in the current phase of economic expansion while
attention remains focused on the labor shortage and increased labor mobility. Next, it
examines the ongoing corporate response to the phenomenon in the context of employment
administration, thereby probing issues regarding labor policy under the condition that
potential labour force will be limited.

Part II Labor shortage, Vigorous Labor Mobility and Enterprises Response to Them
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I . Labor Shortage in the Current phase of Economic Expansion and its
Background

1. Details of Tight Labor Supply and Demand

The Japanese labor market trended to be tight from the mid-1960s and then continued to
ease following 1975. It again tightened during the economic boom which lasted into early
1991. Comparing the current economic expansion with the so-called Izanagi Boom which
spanned the period between October 1965 and July 1971, the ratio of active job openings to
job applicants and enterprises' outlook on surplus or shortage of employees showed similar
trends; the level of unemployment rate, however, was higher in the current phase of economic

expansion than during the Izanagi Boom (Fig.1).
Fig.1 Trends in Unemployment Rate and Ratio of Job Openings to Job Applicants (Seasonally Adjusted)
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2. Features of Increased Employment and Background

The current phase of economic expansion witnessed an increase in labor supply which
exceeded that of the Izanagi Boom. In addition, the most recent period of economic expansion
was characterized by the rise in number of women and elderly workers. Behind this lies a

rising labor force participation rate for women and older persons.

The background factors that caused demand for employment and the rising vacancy rate
to expand in the current phase of economic expansion are thought to be the following. First,
was the continued long expansion in the period of stable growth and domestic
demand-oriented growth resulting in expanded employment. Second, greater employment
demand surfaced due to a higher growth rate after the implementation of drastic employment
adjustment in the past period of recession. Third, the need for securing talented workers
arising from enterprises' advance into new business areas. Fourth, the growing share of the
service sector in the industry and employment structure. Fifth, shorter working hours and

rising numbers of part-time workers likely to result in expanding demand for employment.
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Sixth, increasing job openings to supplement those who quit work. Seventh and lastly,
enterprises' expected strong desire to hire school graduates and enterprises' efforts to actively

utilize women and elderly people.

3. Changes in Consumers' Preference and Their Effects on Labor

The services for Catering to the growing consumer preference to the pursuit of
convenience often requires much labor. Take convenience stores, for instance. The longer the
business hours, the larger the number of workers per store. The value of sales per store does
not increase as the number of employees grows. What is more, along with the frequent
delivery of articles in small quantity brought on by responses to the pursuit of convenience,
the paucity of workers is worsening in the road freight transport. Such labor shortage
triggered long hours of work in road freight transport, which then led to a further lack of

workers.

Consumers' preferences for individualized goods and services is also growing. This, too, is
likely to hamper higher labor productivity and exacerbate the labor shortage. For example, a
wide choice of models and frequent model changes as typified by cars and electrical appliances,
it 1s considered, were brought on by corporate behavior which always gives top priority to
increased market share. Such corporate behavior will likely bring about constraint on
working conditions, such as labor time, as a result of severe inter-corporate competition and

also bring about competition without satisfying inter-corporate consumer essentially (Fig 2).

Fig.2 International Comparison of Trends in MNe. of Car Names
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I Vigorous labor Mobility
1. Trends in and Features of Labor Mobility
The rate of job turnover is largely comparable to that of the mid-1960s. The recent

characteristic trend is that the rate of job turnover has been rising notably among workers at
large-scale establishments which have previously witnessed few workers change their jobs,

and that it has become quite common among various groups, not just among specific groups.

2. Background of Vigorous Labor Mobility

The rate of those wishing to turnover jobs has followed a substantially consistent upward
trend over the long term. It is thought that the growing rate of those who want to change jobs
is influenced by the demand-supply situation of the labor market in the short run. However,
the long-term upward tendency in the rate of those who wish to change jobs is becoming so
strong as to offset the effects of the demand-supply situation of the labor market. The
diversifying demand for jobs and diminishing sense of belonging to the company, particularly

among the younger generation, seem to be partly responsible for the trend (Fig.3).
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Fig.d Trends in Commitment to Company
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Repart of Freshmen's Sease lo Business

The percentage of establishments which implemented midcareer workers, grew

dramatically in the current business boom. What is more, 32 percent of the establishments

hired "daini-shinsotsu" (literally "second new graduates"), or "another class of new

graduates." Thus, enterprises have come to employ midcareer persons in an active manner.

3. Changes in the Industry-wise Composition of Workers and the Effects of Labor

Much change in the industry-wise composition of workers has been engendered by job

turnover. The relationship between job turnover and working conditions shows that the
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higher the wage levels for midcareer persons, the higher the rate of job turnover. Moreover,
the longer hours the industries require of their workers, the higher the rate of job separations.
It is thus considered that workers, on the whole, tend to take jobs with better working

conditions.

The possibility is high, it appears, that labor mobility will tend to continue to be vigorous
in the years to come. One reason is future restraint on labor supply. Another reason is a great
possibility that the worker composition, workers' consciousness on labor and a job turnover
environment will continue to undergo changes in the coming years. Easygoing job separations
and job turnover fail to pose no problems, but vigorous labor mobility will constitute a factor
to improve working conditions and will also provide workers themselves with an opportunity

to demonstrate their potential abilities.

I Changes in the Labor Market and Corporate Response
1. Changes Occurring in Wage Structure and Wage System

In the current economic expansion, starting pay increased and this led to a higher rate of
increase in wages for young workers. Thanks to this, relative wage levels of male middle-aged
and older workers declined, causing the wage disparity between the ages of male standard
workers to narrow down. In the wake of this situation, variations in wages for standard
workers of the same age group expanded among the middle-aged and elderly. In this aspect of
the wage system, the concept of the wage system with an emphasis on an individual's ability
has been winning wider acceptance. It incorporates "promotion and pay hikes based on merit"

and "an increase in job skill-related elements of basic pay."

In the midst of the tight labor supply and demand situation and vigorous midcareer
employment against the backdrop of an acute sense of workers shortages, enterprises tend to
largely equate treatment tied to wages for midcareer persons before and after hiring with that
for workers on the payroll. This suggests that enterprises try to respond properly to
employment of more midcareer persons in the context of the wage system. Comparing initial
wages for those hired in midcareer with those for standard workers of the same age, the
overall disparity is narrowing, particularly among young workers. Thus, the conditions which
work against wages for midcareer persons under the seniority-based wage system are

gradually disappearing (Fig.4).
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Fig4 Wage Differentials between Midcareer Persons and standard Workers by Educational
Background and Age(Industries, size of enterprises covered, Standard workers=100)

95.8  54.9

College gradustes 555??!_ ]
™

1980
1985
ol [ 1 - L | | | | 1 ! L L T
18 20 L L 50 20 B MW as 40 50
! | 5 [ i : | ) i } [ i )
13 24 ) 34 H 44 34 24 29 M kL 45 34 age

Source:Ministry of Labosr, Basic Survey on Wage Structure

2. The Present State and Problems of the Reduction of Working Hours
From the mid-1970s to the late-1980s total hours worked moved sideways, hovering
around 2,100. They again decreased in and after 1989 and fell to 2,016 in 1991. The long-term
decrease in total hours worked is due in major part to a dip in scheduled hours stemming from
the expanded five-day workweek scheme. Declining non-scheduled hours in recent years are

due in major part to a greater degree the product of implementation of the 1988 revision of the

Labour Standards Law.

Reduction of working hours in Japan has been steadily progressing in recent years.
However, Japanese workers still put in longer hours than their counterparts in Western
countries. Causes of this are the delayed adoption of a complete five-day workweek and the

gap in the number of annual paid holidays taken (Table 1).
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Table 1 International Comparison of Werking Hours (Pro-
duction Workers in Manufacturing, 1990)
(unit, hour, day)

Japan |the U.S.| Britain {Germany| France
T 2124 1,0 1,853 1,508 1,683
hours actunlly worked {—178) [—171) [—526) [—441)
Scheduled Working 1,903 1,736 1,766 1,499 _
hurs (— 14%) [—139) [ —406)
Mon scheduled 219 192 187 %
haurs { (— I (- 3\ (—120 -
. 118 139 147 157 154
Mo of annual holidays (—181) [—295) (=317} [ —208)
| BS e 104 4 104
Weekly duy-off | (— 164} (=06T) (=158 (=157
Holidays except | 11 7 B 12 B
weekly day-of | { 103) [ 114) [ 73) [ 10E)
Annual paid holi- | 9 19 14 29 F1
days | {= E6) [=132) {— 163} [—141)
| 3 7 11 12 16
No. of sheences | i— 3| (= (=T (108
Working hours per | 260 B.62 556 167 758
day | [4.50) (83.500 [ {—208.50)] (— 14264
Scheduled working | 771 737 E10 7.21]
hours per day {13.57) (90300 | (—115.07)
Mon scheduled
: 0.89 0,85 0.86 .48
::}I"“"-“ hours per (—ET| (=671} (0343 -

Source: Duta available from EC and individual countries
Estimated by Working Hours Division, Wages and Working Hours
Department, Ministry of Labour
Motes: 1) Figures in parentheses denmote contributions to a gap in hours
actually worked by nation.
2) Scheduled and non-scheduled working hours for France are un-
known.
3) Establishments surveyed are those with 5 and more employees for
Jupan, those of all sizes for the U.5. and those with 10 and more
employees for other nations.
4) Includes regular part-time workers.
In 1990, whereas the full-fledged five-day workweek has widely diffused in large
enterprises, it was slow to diffuse in smaller enterprises. The spread of a five-day workweek is
a special contributing factor to the cuts in the number of working days. It is safe to say that

reduction of working hours contributed less to annual paid holidays taken.

3. Changes in Workers' Consciousness on Labor and Progress in Corporate
Employment Management
(1) Progress in Female Employment Management

The country has been experiencing a scarcity of Labor force in recent years. Amidst this
situation, enterprises are actively utilizing female workers. On the other hand, with their
attitudes toward work diversifying, more and more women advance into a variety of jobs, thus
expanding their employment fields. Furthermore, firms are increasingly adopting personnel
management policies which allow for diversification as well as flexible career tracking. They
are also adopting reemployment plans for women and childcare leave and domestic-care leave
systems. Thus, it is clean that an increasing number of enterprises are conducting flexible

female employment administration to secure and actively utilize the female Labor force.

(2) Progress of Employment of the Aged

The employment environment surrounding elderly people has improved as enterprises
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have turned to older persons to meet their employment needs. Mandatory retirement system
with uniform age limit 60 has made progress significantly in the recent period of economic
boom. Furthermore, spread of the employment extension system and re-hiring system has
accelerated continuous employment up until 65. Enterprises have tackled employment
management of older persons in a variety of manners-for instance, the introduction of
diversified and flexible employment and work patterns, such as short-time work, working

every other day and home-duty work.

(3) New Progress in Working Hours and Vacation Schemes

Responding to workers' growing tendency to emphasize private life away from a
corporate-oriented life, increasing numbers of enterprises, and large ones in particular, is
launching flexible work schedules. The forms of the schedules adopted by a large proportion of
enterprises are "the variable working hours system on a monthly basis" and "flextime
system." Also, it is predicted that in the years ahead more and more enterprises will introduce
flexible employment administration practices, such as the ‘counted-for-hours worked system’,
vacation plans which take special care for individual workers' personal matters, satellite

office system, the home-duty work system and the system of restricting places of employment.

(4) Changes in Workers' Consciousness on Labor

Changing attitudes toward work are major factors underlying change in enterprises'
employment management. Let us observe changing attitude toward work from the answers to
the question of "What aspect of your life will you stress in coming years?" Whereas emphasis
on clothing, food and housing as well as durable goods has somewhat lost importance, stress

on leisure has gained importance dramatically (Fig.5, 6).
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Fig.5 Trends in Where to Stress in Future Life
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Concluding Remarks

In future years, the Japanese economy will be confronted labor supply constraints and
aging, both of which will progress simultaneously. In this situation, to cope with these
problems in the mid and long term, the following seven areas are fundamental and constitute

underlying tasks the government should tackle.

First should come realization of a society in which virtually every one of those willing to
work can work as they desire. Toward this end, it is necessary to further expand job

opportunities for women and encourage employment of the handicapped.

Second, is realization of a comfortable and affluent working life. To achieve this,
continued efforts should be made to steadily promote reduction of working hours and
inaugurate flexible working-hour schedules so that workers can shift their priorities to value

family life, rather than corporate-oriented life, thus realizing a more harmonized working life.

Third, should come the building of an employment system which has respect for
individuality and which gives one freedom to choose one's own pattern of employment from

many options.

Fourth, should come improved vocational ability of each worker which will further grow

in importance during the future period of workers shortages.

Fifth, should come smooth adjustment of labor supply and demand to resolve the

mismatch in labor supply and demand.

Sixth should come realization of greater labor productivity. To this end, it is essential to
further promote labor-saving and efficiency efforts to assure more labor-saving-oriented
economic structure and to consolidate an environment which encourages smooth labor

mobility.

The seventh and last task the government should tackle involves international
considerations. From the viewpoint of international division of labor, creation of job
opportunities overseas should be sought through promotion of overseas direct investment and
expanded imports. This will support human resources development and contribute to

development of an international community.
Thus, in order to sustain the vitality of Japanese society under the condition that

potential labor force will be limited, it is necessary to review traditional ways of providing and

enjoying goods and services and to realize a working life with emphasis placed equally on the
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enterprise, the family and the rural community, while moving away from a corporate-oriented

life.

Statistical Aspects

Recent Labor Economy Indices

s Change from

May 1992 April 1992 mdﬁ;w
Labor Force 6,653 (10 thousand) 6583 (10 thousand) 0 (10 ehousand }
Employed 6,501 6,441 [
Employees 5134 5077 1k
Uimemployed 140 1 ]
Unemployment raie 1l % 10 % 0.0
Aclive opening Fale 1.14 1.7 - 0.28
Total hours worked 159.2 (hours) 173.0 {houars) it
Toial wages of regular {¥ihousand) (¥Wihousand) 300
cmployoes 2611 2643

Source: Management and Coordination Agency, Ministry of Labowr.
Modes: |, * denoles annual percent change.

2. From January 199, data of “Total hours worked™ and “Towml wages of regular employees™ are for firms with from § 1o 30

employess.

Trends in Mo. of Employees, Union Membership and Estimated

Unionization Rate
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Note:The estimated uniomization rete represents the percentage of umion

members in the number of employees.
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Table Union Memberships by Major

Labor Organizations (Individual

Labor Union)
Majer Labor Crpusigstisns
(thausamd peresnsl

Tl 12,3671 108,01
Japaness Trade

Unien Confederation 1,615 (BL.4)
Natienal Conlfederation

of Trude Uniom B3 (5.8)
Nationa| Trade )
Unisn Coumedl o134
i 1758 (32.3
Unaltiliated LI 1o.a

Seurce Minlatry of Labowr, {803 Rassr Swreey oa

Later Lwiomy (Revieed)

Notex: 1. The number of labor snions aBfilivied wich

more than tws majer organizations overlsps
that of labor unions comisd by major orge
nigationg. Therefore. the total number of
lshor wniens by majpr organirstisns doss
nol Aeeeidarily afree wilh the tofal

2. “iMbars” indicates those wmions whath wre
not affiliwted with Resgo (Japaness Trads
Union Cosfederatiosl, Zearurm |Mutional
Confederation of Trade Unionl and Zenrokws
INations] Trede Unionm Comneill. "Unaffilised”
mepns those unions which are nol affiliated
with ihs sbovemertioned wnions

3. Figures in pareniheses indicaie the peresn.
tuge in the ol sumber of uniosn members,
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