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General Survey

Ministry of Labour's Response to Large Bankruptcy

To allay fears of unemployment stemming from the successive failures of large financial
institutions such as the Hokkaido Takushoku Bank and Yamaichi Securities, the Ministry of
Labour revised its criteria for designating bankrupt firms whose employees qualify for special
assistance. Since December 5, 1997 the government will provide employment adjustment
subsidies to employers. The subsidies are to cover the cost of the wages of laid-off employees,
the costs of temporary release from work of employees, special education and training
programs, and the cost of temporarily transferring employees to subsidiaries and other
related firms in order to retain employees on the payrolls of collapsed firms. In addition, the
government notified prefectural governors across the country of its measures to deal with
joblessness: upgrading efforts to keep on top of employment trends in industry and regions,
fostering venture businesses which can create job opportunities, and implementing programs
to provide the vocational training which is necessary for re-employment. It also called on local
government to help prospective college graduates whose preliminary job offers had later been

withdrawn when firms went bankrupt.

Under the new guidelines, the government can designate large firms which are near
bankruptcy as large-scale failed firms. The company size requirements have also been relaxed.
It used to be that was given to bankrupt firms with over 50 "related smaller-scale (e.g.,
subcontracting) firms." Now any firm with "related firms" may qualify in that regard. Finally,
the traditional concern with the amount of capital and the number of employees at related
firms has been broadened so that consideration is also given to the amount of goods and
services which are supplied by the "related firms." While the earlier criteria tended to limit
assistance to the manufacturing sector which is characterized by a large number of small and
medium-sized subcontractors, a much broader and wider range of businesses (e.g., finance

and services) can now qualify for the employment adjustment subsidies.

On December 24, 1997 the government designated Yamaichi as a "large-scale failed
company" which would be eligible for employment adjustment subsidies. Around 20,000
workers at 82 Yamaichi related companies will enjoy the benefits of the employment
adjustment subsidies, the largest-ever package of subsidies provided to one company by the
government. Simultaneously, the government also recognized Tokuyo City Bank and Namera
(a lumber firm) as qualifying for such assistance. The Tokuyo City Bank subsidies flowed to

about 5,000 employees at 121 related companies.
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Working Conditions and the Labor Market

Job Separation Rate Up From 7.5% to 8.4%: Survey on Employment Trends
According to the Survey on Employment Trends (Koyo Doko Chosa) (preliminary release)
which was released on December 19, 1997 by the Ministry of Labour, 6.85 million workers
were mobile in the labor market in the first part of 1997. This represented an increase of
660,000 (a 1.5 percent rise) over the same period in the previous year, and yielded a gross
mobility rate of 17.5 percent, the second highest gross mobility rate in five years, (the rate

was 18.9 percent in the first half of 1992).

Approximately 14,000 firms employing five or more regular employees were surveyed,
with about 87.5 percent replying. According to the responses, about 65,000 persons were

newly hired and about 60,000 employees left the firms between January and June 1997.

Corrected to national basis, it is estimated that 3.56 million of the 6.85 million reported
moves in the labor work were registered as new employment; 3.29 million left their jobs. The
increases over the previous year's figures were 250,000 and 410,000 respectively. The rate of
new hirings stood at 9.1 percent of the labor force (up 0.5 percentage points from the previous
year), while the job separation rate was 8.4 percent (up 0.9 percentage points from the
preceding year). The job separation rate was the highest recorded since 1991, the first year for

which comparable data exists.

The proportion of newly hired persons who were part-timers was 23.7 percent (a 3.8
percent increase over the same period in the previous year). Part-timers accounted for 24.5
percent, of all separations (a 0.8 percent increase). By gender, only 9.3 percent of males
finding work were part-timers and only 11.3 percent of males leaving a job were part-timers.
For women, however, the corresponding figures were 38.4 and 39.2 percent. The number of
new hirings involving women rose 6.5 percent increase, and the number of separations rose
2.8 percent. For males, the number of new hirings fell 0.3 percent, while the number of

separations fell 0.9 percent.

Report on Sexual Harassment by the Ministry of Labour
On December 15, 1997, the Ministry of Labour's Working Party to survey the extent of
sexual harassment at work issued its report. The Working Party was established in line with

revisions to the Equal Employment Opportunity Law (EEOL) which passed the diet in June
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1997. The new guidelines stipulate that businesses should take adequate steps to prevent
sexual harassment. The Working Party conducted a survey on sexual harassment and the
steps taken at firms to implement the new guidelines. Between June and dJuly 1997
questionnaires were sent out to 2,254 companies and their employees. The firms had been
randomly sampled from companies with one or more employees. Roughly 50 percent of the
employees surveyed were male.

S

Of the firms 37.3 percent replied that sexual harassment was likely to occur in the
company; 30.8 percent answered that such harassment was not likely to occur. Among the
male respondents 44.3 percent replied that acts of sexual harassment occur in the workplace.
For female respondents the figure was 59.7 percent. Indeed, 62.1 percent of women claimed
they experienced at least one act of sexual harassment. Of those women 68 percent said their
boss had been the culprit while only 17 percent said they had been harassed by male

coworkers.

How did women cope with sexual harassment? Most (56.2%) answered that they tried to
ignore it; 34.7 percent openly complained to the male involved; and 18.4 percent said that

they consulted a coworker. Only 0.6 percent consulted their labor union.

The report identified two types of sexual harassment. One directly related to working
conditions and a direct attempt to use power to solicit a certain kind of social exchange. The
other was in terms of offensive working environment. As for the first type, the report cited a
bonus cut following the refusal to have a sexual relationship with the boss on a business trip.

In the second category, it cited the repeated but unwanted touching of female workers.

As for the need for companies to take adequate steps to prevent sexual harassment in the
workplace, the report listed three specific steps: educational activities for employees, the
establishment of an office to receive complaints and to provide counseling about sexual
harassment and the clear identification of where that office or the responsible person is
located, and a commitment to deal promptly with sexual harassment when it is reported. The
Ministry plans to draft the guidelines based upon the report, and to give advice, guidance and
recommendations both to labor and to management in line with the revised EEOL which will

come into effect from April 1999.

Human Resources Management
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Reform of Welfare Provisions System

In Japan an increasing number of corporations are changing their provision of
non-statutory welfare such as company housing, employee dormitories, and assistance to
employees seeking to their own home. Behind this reassessment lies two background factors.
One is the declining attractiveness of traditional welfare provisions to employees. Second is

the growing costs which corporations are having to bear in providing such services.

In the past, company athletic meets and company trips may have appealed to employees
who otherwise had few opportunities for such activity and little access to the necessary
facilities. In the past it was difficult for most employees to obtain mortgages on their own.
However, values have changed and workers are now a much more diverse lot. Today many
employees are more concerned about caring for their elderly parents or about preparing for
their retirement. The traditional welfare system is no longer in line with the needs of
employees. Furthermore, with an increase in the number of women employees and more
movement in the external labor market practices premised on lifetime employment seem to be

less attractive and to function less effectively for firms in motivating their employees.

Reflecting the changed situation, the "cafeteria approach" to providing welfare provides
one alternative which enables employees to select what they need from a scaled menu. Such

an approach can be found, for example, at Benesse Corporation and at Seiyu.

The review of the non-statutory welfare provisions has occurred in tandem with the
introduction of the performance-based personnel scheme and increased job mobility. Moreover,
some corporations have adopted a system of simply allocating across-the-board amounts
previously spent for such provisions directly to employees through their bonuses and salaries.
In 1997 Matsushita Electric Industrial Company inaugurated system whereby one's
retirement allowance could be paid in advance. By the end of 1999 the Recruit Company will
abolish non-statutory welfare provisions, including company housing, employee dormitories,
in-house savings plans and family allowance. Housing-related and family allowances
amounted to around ¥700 million (or about ¥200,000 per employee), and the company will
pass that amount on directly to its employees through increased bonus payments and through

other payments to be made from the end of 1999.

Public Policy
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Unemployment Benefits and Structural Reform Pushes Insurance Fund ¥900
Billion into the Red in 1998

Unemployment benefits in 1998 will pat the unemployment insurance scheme ¥900
billion into the red, the largest figure ever registered for any single fiscal year. This reflected
the increase in the number of those eligible for unemployment benefits. Slashes in the funds

provided by the National Treasury resulted from structure reform to the fiscal system.

The Employment Insurance Scheme registered large surplus until the late 1980s.
However, since 1994, the scheme has been in the red due to the worsening employment
situation in Japan. Given this situation, the Central Employment Security Council had been
studying ways to reduce the National Treasury contributions and to revise the Employment
Insurance Scheme in order to keep up with changes in industrial structure and the aging of
the population. The Council has proposed revisions to the Employment Insurance Scheme
which include a reduction of unemployment benefits for those aged 65 and over, payment of
benefits to those on leave to nurse other family members and the provision of benefits for
education and training which contribute to the development of an employee's skills. Based on
the Council's report, the Ministry of Labour will submit a bill to revise the Employment
Insurance Scheme to the current sitting of the Diet. It is envisaged that the amendments will
come into effect in April 1999 along with those of the Family Care Leave Law. Under the new
legislation workers will receive 25 percent of their wages for a maximum of three months in
order to nurse other family members. Each family member (the spouse, an elderly parent, and
a child) will be entitled to one such period of leave. Also, unemployment benefits for those over

65 will be reduced to around half of their current level from April 1999.

Meanwhile, in view of the fact that the legislation incorporates restraints on social
security-related spending for fiscal 1998, the Ministry will stop providing elderly job
applicants with benefits (estimated to be a savings of about ¥15 billion to the National
Treasury). General unemployment benefits will remain at current levels but the National
Treasury's contribution will be cut by 14 percent for the time being. In the wake of this
situation, the number of workers eligible for unemployment benefits will reach a monthly
average of 950,000, an increase of 50,000 from fiscal 1997, thereby putting further pressure

on the scheme which will again surely experience a large deficit.
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Special Topic

Issue of Passing on Skills to Younger Generations at Smaller Manufacturing

Companies

Shigemi Yahata
Research Director
the Japan Institute of Labour

1.0 Production Facilities Shifting Offshore and the Graying of
the Skilled Labor Force

The ratio of overseas production to what for Japanese companies which have shifted their
production facilities was 26.2 percent in 1996, and has since risen further. With the increased
international division of labor, imports of manufactured goods and machinery components
into Japan have increased. The effects have been felt most considerably by Japan's small and
medium-size manufacturing companies. When Japanese companies first moved abroad, they
took with them a demand for machinery and materials which had a positive impact on
employment levels in Japan. The initial trade surplus which that investment created has
since been followed by a wave of imports as the foreign made products and components find

their way back home or become substitutes for Japanese exports in overseas markets.

These changes represent a kind of restructuring within the Japanese economy. While
they are producing new efficiencies overall, they are having a serious impact on smaller-scale
manufacturing companies at home, particularly in the machinery and metals-related
industries. Many small suppliers in the electrical machinery and automobile industries have
been seriously affected by this restructuring and have had to shift offshore. For small firms in
Japan's big cities, the number of establishments, the number of employees, and the value of
product shipped are all declining. According to one survey, 30 percent of small companies in
large cities predict that they will switch to a different line of business, close down, or scale

down.

Overseas production is also rapidly maturing as locals are now being hired to design
products. One reason for this is the move to have a design and development system which is
better suited to the local market. It is likely that these trends, will continue into the future.
The ability of the parent firm in Japan to engage in independent research and product
development will be the key their ability to function as parent firms in the future. The
competitive edge will be in the field of R and D. The ability of the Japan's economy to develop

new prototypes and to produce high-quality goods has in no small measure be possible
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because of the highly skilled workers employed in Japan's small firms.

Parent companies in Japan have come to accept that the failure to maintain those
production functions which most requires skilled labor will result in a loss of competitiveness
in terms of product development. However, with the downsizing of on-site work divisions
resulting in the retention only of the other, more skilled workers, many companies are
beginning to wonder about how to ensure that it will have such workers in the future. They
have become particularly concerned about how to maintain skill levels in areas where a long

period of on-the-job training is necessary.

Smaller companies constantly face shortages in skilled workers. Two factors account for
this situation. One is the tendency for younger workers to shy away from on-site jobs in
manufacturing and construction — those jobs that 3-D are demanding, dirty and dangerous.
The other contributing factor is difficulties companies have had hiring young employees over
the long term since slow growth induced by the oil shocks back in the 1970s, the rapid
appreciation of the yen, rapid progress in technological innovation, and full-fledged shift to
overseas production. Over the past twenty years, Japan's small firms have dealt with these

problems by no replacing workers who left.

The result was that the pool of traditionally skilled workers in their 30s and early 40s has
shrunk. In particular, there is a shortage of skills which require five to ten years over of
employment in order to be acquired. The nature and the extent of the shortages vary greatly
from industry to industry, but are most apparent in industries such as shipbuilding, heavy
electrical machinery, and nonferrous metals. Accordingly, in these industries employers have
thought cope with these shortages by extending the retirement age for older skilled workers
or by re-employing retirees in order to ensure that the necessary skills are retained and

passed on to the younger employees.

2.0 The Joy of Making Things

To attract young people to their firms, a growing number of smaller manufacturers have
begun to place an emphasis on improving the workplace environment, on adopting the
five-day workweek and providing a range of welfare facilities. Owing partly to technological
progress in the spread of just-in-time production and the push to produce high quality goods,
the workplace at many smaller manufacturing companies has improved considerably over the
last ten years. For example, numerically-controlled equipment such as M/C and wire cutting
machines are rapidly being installed by small and medium-sized companies involved in
machine-processing. Workplace automation and mechanization have meant that such

factories are no longer "oil-stained operations." Nevertheless, the image of the smaller-scale
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manufacturing firm continues to be that of the dirty workplace, which is behind the times

technologically. This has made it difficult to attract young people.

Much of the work done at many smaller companies is subcontracted. The focus is on
mass-producing goods as part of a specialized production system. Specific components are
produced, and it is difficult to appreciate their ultimately use. Accordingly, work at smaller
companies hardly provides workers with a sense of accomplishment or the satisfying of
"having made a useful thing" even though the goods are produced with great precision and

high quality in accordance with the customer's blueprint.

A group of young managers at small manufacturing firms in Tokyo's Sumida Ward (which
is known as one location of small-scale manufacturers) has been developing a cooperative
approach to designing and developing products in order to attract young workers to their
companies.? Called "Rush Sumida", the group developed automatic fried potato vending
machine. The machine is to designed that it will automatically fry fresh fried potatoes once a
coin is inserted, and can be found in convenience stores. Another product which grew out of
the group is an automatic machine for wrapping lunches which will even tie a bow. "We have
thus worked together to create the machine the hard way," the leader of the Rush Sumida
group stressed. "In this way we can enjoy the true satisfaction which comes from making
things as a whole process from design to manufacture and delivery." These sorts of attempts

to attract young people into small-scale manufacturing can be seen in several regions.

Even so, small and medium-sized manufacturers find themselves in a tough environment.
How they develop their competitiveness is a pressing task. Overall, an increasing number of
smaller-scale companies are moving towards having business relations with several larger
contracting companies. The move is away from reliance on one specific company for demand.
These changes are occurring in companies with the technological sophistication necessary to
develop their own products. They are now receiving orders to make components on their own.
The stronger firms are subcontracting components, and then assembling them into unit
components for delivery. The fact that this tendency is becoming stronger also indicates that
they have transactions with companies in remote areas. The tendency is that they will have a
horizontal business relationship with those companies which are geographically removed
from their base of operations. It also reflects the fact that smaller companies with a good

technological base are becoming networked.

Under these circumstances, parent companies are increasingly evaluating subcontracting
companies against tougher criteria. They demand further cost reduction, improved quality

and precision, guaranteed quality, a secured delivery date, a shorter delivery period and an
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adequate response to limited production of a wide variety of goods. The strict procedures
adopted by parent companies will further intensify the competition between Japan's small
manufacturing firms. On the one hand, those smaller companies which are competitive will
be overwhelmed by the demand for their products. On the other hand, however, decreased in
the volume of work will force smaller companies to switch to other activities or to close down
altogether. Thus, companies the gap between competitive and non-competitive firms in the

same industry, even for the same type of product, is likely to widen further over time.

3.0 Securing and Fostering a Core Labor Force of Skilled Workers

As young people move from the manufacturing sector to other sectors in the economy,
what are small manufacturers doing to secure a core labor force? Many companies are taking
steps to improve their personnel and labor management practices. This is being done by
introducing "ability-based management schemes", "improving the work environment,"

"adopting the five-day workweek" and "consolidating their remuneration package."®

However, it is still difficult to secure core workers unless improved working conditions
are accompanied by steps to raise the social status of their skilled workers. To convey to
prospective young workers how interesting it is to work in the manufacturing sector, small
and medium-sized companies are coming to depend on other measures such as accepting
students as interns or those for providing practical on-the-job training (OJT) in a more open
manner (for those who are not regular employees). Many claim that they will offer a more
sophisticated skills-testing system, or that they will establish a forum for skilled workers and
actively seek to attain social recognition for the professional orientation which characterizes

many of the smaller manufacturing companies.

As for the knowledge and skills thought in core workers, the ability to rationalize and
streamline production processes is important. Attention is also paid to several basic skills.
There is a demand for multi-skilled workers, who might be called "tekuno-waka'
(techno-workers). Such workers possess "the knowledge and skills relevant to quality control
and products inspections and testing. They can operate N/C machines and engage in M/C
programming. They have acquired knowledge and skills necessary to actively use personal

computers and to maintain and improve equipment."

Companies wanting highly excellent skilled workers in specific skills areas represent
only 14.8 percent of small firms. Training skilled workers in many of specific skill areas
requires a long time. In many companies the challenge of passing on such skills from one
generation to the next is increasingly being to team up as the workforce ages. Can

manufacturing welding, painting, cutting, dye cashing and machine assembling and detailing

_10_
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were highlighted by many companies as skills which required many years to acquire. Also,

pointed out were sheet metal processing, electronic and electrical assembling and soldering.

As for the future, pressing, dye casting, plastic forming, products inspection, plating,
forging, painting and soldering are processes which work will be streamlined. Machine
assembling and detailing, can manufacturing, and welding, product inspection, forging, heat
treatment, sheet metal processing and electronic, and electrical assembling are the processes
which are unlikely to be changed in the years ahead. Processes which will probably be
subcontracted overseas include dye casting, electronic and electrical assembling, soldering

and painting.

Most production processes require a variety of skills. Some can be acquired in a relatively
short period of time while others require a considerably long time to master. Management at
many firms now believes that skills which can be learnt in less than five years will become
even easier to acquire in the coming years as the production process is simplified further.
However, no change is foreseen in the demand for skills which require over five years to
master. The common view is companies do not conclude that skills requiring a long time to
acquire will not be replaced by mechanization or a switch to substitute materials. In other
words, retention of those skills amongst successive generations of workers must be given a

high priority.

Nearly 65 percent of small companies give guidance to workers for acquiring basic skills.
Just over 66 percent of small firms implement "OJT training programs by watching what
other companies do." About 30 percent of firms have "planned OJT", "in-house Off-the-Job
training (OFF-JT) programs", "training at professional schools or at manufacturing

companies", or "plant tours at companies with which business relations exist."

In one interview survey, operators of small manufacturing firms noted that planned OJT
1s the most effective method of fostering skilled workers. Planned OdJT involves the
clarification of the goals to be achieved in fostering skills, in providing responsible employees
with training, and in show them how to develop an OJT plan to move from easy jobs to more
difficult ones. The planned OJT approach is effective in motivating workers first to learn
skills, and then to develop their own OJT plan and to follow-up a specific training activity
with a self-appraisal. Needless to say, it is essential to combine OJT with OFF-JT both in the

brush-up education of experienced workers and in the acquisition of new technology.

4.0 Dealing Policy-wise with Passing on of Skills to Later Generations of Workers

In those regions where small machinery and metals-related manufacturing companies

_11_
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are concentrated, the outlook is extremely bleak. Few companies, excluding those in Tokyo's
Tama region, responded "We have a chance to grow." Many companies replied "We are finding
it hard to survive." In Sabae (Fukui Prefecture) 37.5 percent of the firms surveyed felt that
way; in Hitachi (Ibaraki Prefecture) the figure was 28.8 percent; and in Hamamatsu
(Shizuoka Prefecture) it was 26.3 percent. The reality is, however, that two opposing changes
are taking place. Companies with technological strength with products made in-house are
growing, while those which have concentrated on processing alone are finding it difficult to
respond adequately to the pressures for cost reduction and are experiencing a very tight

business situation.

To restructure themselves during this period, many manufacturers are putting more
energy into the development of new products, diversifying their sales outlets, reinforcing their
business operations division, and strengthening their capacity for software, design and
planning. Processing manufacturers, on the other hand, have moved to improve their
productivity by investing in automated and high-precision equipment. The difference in
management strategies between these two types of manufacturers has generated a wide gap
in the need for talented people. Whereas the former group of manufacturers have put more
emphasis on the hiring of young college graduates, engineers and those with expertise in sales
business, the latter group of manufacturers have sought to employ young high-school

graduates and skilled workers.

In order for Japanese manufacturing companies to stay competitive as globalization
moves ahead, they are finding that they must shift their business to the production of items
with a higher value-added. One approach has been to have one's own in-house products and to
enhance one's ability to develop such products. To pursue this strategy the proportion of
engineers among one's skilled employees must increase. Higher priority is being placed on
core skilled workers or the "quasi-techno-workers" who have acquired basic skills and who
have expertise and skills for streamlining and rationalizing the production process and
looking after quality control (e.g., by conducting product inspections and tests). It is difficult
to respond adequately to sophistication of the production process unless core skilled workers

are multi-skilled.

It seems clear that a limited number of jobs will require very high levels of skill, and a
long training period. They will still require a skilled labor force in the years ahead. As the
employees with those skills age, it is becoming more difficult for firms to ensure that those
will be acquired by some of its best younger employees. It will be hard to manufacture
prototypes unless the sophisticated core skills basic to research and development are

maintained. Without those skills it will be difficult for firms to maintain the edge which

_12_
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Japanese products have traditionally maintained over foreign products in terms of quality

and cost.

What is the "manufacturing minimum", — the minimum manufacturing technology and
skill levels which must be kept in Japan? How should "core competence", or the employees'
collective store of technological expertise which will be the Japan's source of international
competitiveness in future years be maintained and utilized? It is necessary for small and
medium-sized manufacturers to go back to the basics of manufacturing and think about these
matters. In particular their challenge is to establish mechanisms which will foster a core
group of skilled workers in their own areas, while giving full play to the merits of their own

concentrated regions.

To assist firms in dealing with this problem, in 1997 MITI and the Ministry of Labour
designated a number of concentrated regions of smaller manufacturers which are having to
grapple with the problems identified above. Designating the "regions for promoting the active
utilization of sophisticated skills" the two Ministries sought to develop regional job
opportunities by the active utilization of skills. While developing horizontal contacts
transcending industrial categories, the ministries hope that mechanisms will be formed so
that the important skills are actively utilized and passed on to the younger generations of

workers.

Small and medium-sized manufacturers in Japan have traditionally seen themselves as
being socially responsible and have been committed making high quality products. However,
as more of the value added is coming out of the distribution sector, a growing number of
manufacturers have become disillusioned with their prospects. For this reason, as well as the
sophisticated technology and larger amount of capital investment needed, the number of
manufacturing companies being set up has decreasing dramatically over recent years. An
economy's vitality comes from a process of progressive renewal. Some new companies
emerging in new industries; shift from their current orientation to new lines of business, still
others close down when the competition reaches a certain level or demand shifts to new
products or services. From this perspective, concern over the continued sharp decline in the

number of establishments in the manufacturing sector has been voiced.

In manufacturing technological innovation and the extensive division of labor have made
the end product invisible for many manufacturers and their employees, making the work
itself less interesting. Attention is now focused on whether small and medium-sized
manufacturers can provide their employees with challenging jobs linked to the development

of new products and to the development and on-going improvement of new manufacturing

_13_
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techniques and production equipment. The time has now come when small and medium-sized
manufacturers are moving ahead with many attempts being made at the local level to achieve
the manufacturing minimum. This is where both the challenge and the charm of "making
things" come into play. It is hoped that that dynamic will attract the next generation of core

skilled workers into manufacturing.

Notes :

(1)  The exchange group of different industries is an autonomous group consisting of those
running small and medium-sized manufacturing companies have combined with
management of manufacturing firms in order to develop products and sales strategies
which a single company alone would be hard to acquire and to exchange information.
Chambers of commerce and industry in individual regions and local government bodies
give assistance to exchange projects like this one in order to foster their small-scale
sector.

(2) Based on the outcome of a survey on small and medium-size manufacturing companies
in ten different areas selected from among machinery- and metals-related such
companies across the nation (" Chiishokigyoshuseki (Seizogyo) no jittai ni kansuru chosa"
Survey on Realities of Smaller-scale Manufacturing Companies, JIL 1996).

Statistical Aspects

Hecent Labor Economy [ndices

December 1997 Movember 1997 Change from
Previous year

Labor force 6,726 (10thousand) 6,757 (10thousand) 63 (10thousand)
Employed 6,508 6,520 33
Emplovees 5.470 2,395 45
Unemployed 218 228 10
Unemployment rate 3.2% 3.4% 0.1
Active opening rate 0.68 0.69 0.01
Total hours worked 157.7 {hours) 159.2 (hours) 2.2%
Total wages of regular (¥ thousand) (% thousand)
emplovees 290.0 289.6 0.7%

Notes: 1. ¥denotes annual percent change.
2. The data for “total hours worked” and “total wages of regular employees™ are for firms with 5 to 30 employees.
Source: Management and Coordination Agency, Ministry of Labour.

Rising Trend of Job Separation Rate (All industries covered)
(first half of each year)
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Rising Trend of Job Separation Rate (All industries covered) (first half of each year)
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MNote: The category “all industries™ has since 1991 included construction.
Source: Ministry of Labour, Survey on Employment Trends (Koyd Dokd Chisa)
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