Chapter V

Labor Administration and
Legislation

Overview of Employment Measures

Hit by the “once in a century” global economic crisis,
employment conditions in Japan are deteriorating
rapidly. The employment and unemployment situation
in 2008 is growing more severe, as shown by the active
opening ratios decline in December to 0.72, its lowest
level in five years and a month since November 2003,
and an annual average of 0.88 (down 0.16 from the pre-
vious year). This was accompanied by a rise in the
unemployment rate to 4.4% in the same month, and a
0.1 point rise in the annual average to 4.0% year on
year.

Looking at employment conditions across the coun-
try, the active opening ratio worsened in 9 regions be-
tween 2007 and 2008, and the unemployment rate also
deteriorated over the same period in every region ex-
cept Kyushu. However, while the active opening ratio
exceeds 1.0 and the unemployment rate is between 2%
to 4% in some regions, such as Tokai (where the re-
spective annual averages were 1.32 and 2.9% in 2008)
and South Kanto (1.01 and 3.8%), the active opening
ratio remains stuck between 0.4 and 0.7 and the un-
employment rate is between 5% and 6% in others, such
as Hokkaido (0.44 and 5.1%), Kyushu (0.60 and 4.6%),
and Tohoku (0.60 and 4.7%). The regional disparity in
employment conditions thus appears to persist.

Broken down by age group, the active opening ratio
for 15- to 24-year-olds declined 0.21 points from the
previous year to 1.41 in 2008, and the unemployment
rate declined 0.5 points to 7.2%, still higher than the
rate for all age groups combined (4.0%), indicating that
there remains a severe mismatch between supply and
demand.

The active opening ratio (original figures) for per-
manent employees in December 2008 declined 0.16
points to 0.47 from the same month a year earlier, re-
maining lower than the overall ratio (0.72).

In response, the Government has adopted the fol-
lowing packages as “life security measures” to protect
living standards and the economy (formulated at a
joint session of the Government and Ruling Parties
Council on New Economic Measures and the Ministe-
rial Council on Economic Measures on October 30,
2008) and “emergency measures to defend living stan-
dards” (adopted by the Ministerial Council on Eco-
nomic Measures on December 30, 2008).

Emergency Measures to Improve

Employment Situation

(1) Housing and life security measures
Use of employment-promotion housing units, pro-
vision of targeted advice and vocational counseling
on finding accommodation and stable employment,
and loan of funds to help cover initial moving, rent,
and living and job-hunting expenses to assist peo-
ple who have lost their jobs and homes and work-
ers in unstable unemployment

(2) Employment maintenance measures
Subsidies for small and medium enterprises (here-
inafter referred to as SMEs) that maintain jobs
through use of leave, educational support, and
temporary transfers in order to help maintain em-
ployment at SMEs
Subsidies for employers using temporary staff that
directly hire dispatched workers before the end of
the of the dispatch term in order to assist the em-
ployment of dispatched workers by the companies
with which they are placed

(3) Measures to support job creation and reemploy-
ment
Establishment of a ¥400 billion fund for prefec-
tures to create employment opportunities for local
job seekers
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Subsidies for employers that offer permanent jobs
to older freeters (aged 25-39) and dispatched work
ers, ete.
Establishment of “career boost” centers at public
employment security offices in Hokkaido, Tokyo,
Aichi, Osaka, and Fukuoka to create a one-stop
shop for employment stabilization support meas-
ures and enhance employment support for
non-regular workers

(4) Response to problem of withdrawal of job offers
Provision of guidance to enterprises (including
“naming and shaming” of those that withdraw of-
fers) and the provision of financial incentives to
employers that provide regular jobs to students,
etc. who have had offers withdrawn

(5) Revision of employment insurance benefits
Revision of standards for application to non-regu-
lar workers, extension of benefit period to 60 days
in the case that finding reemployment is particu-
larly difficult, and easing of eligibility require-
ments for fixed-term contract workers whose con-
tracts have not been renewed

Employment Insurance System

The employment insurance system is intended to
stabilize workers’ living circumstances during times of
unemployment and to encourage the unemployed to
quickly find reemployment. It functions as an impor-
tant employment safety net, and the number of in-
sured persons and persons receiving benefits respec-
tively averaged 37,130,000 and 570,000 in FY2007.

In practice, it takes the form of payment of a daily
basic allowance, which is paid for a prescribed number
of days to secure income in the event of unemployment.

Because of the need to provides benefits at a suffi-
cient level to enable people to maintain as far as possi-
ble their living standards before becoming unemployed
and to be able to calmly search for fresh employment,
this daily basic allowance is set at a fixed proportion of
a person’s wage prior to unemployment. In order to
ensure that the period of unemployment is no longer
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than necessary and that unemployed persons quickly
reenter the workforce, however, benefits are gradually
decreased as the wage level prior to job loss rises so
that they do not exceed wages on the labor market in
the event of reemployment. More specifically, the bene-
fit rate is set at 50% to 80% of a person’s wage prior to
unemployment (45% to 80% in the case of 60- to
64-year-olds).

The length of the benefit period is determined ac-
cording to the difficulty faced by job seekers in finding
reemployment. It is therefore set at a more generous
level for those who are older, have been insured for
longer, and have lost their jobs due to bankruptcy or
layoff rather than voluntary retirement. More specifi-
cally, the benefit period is 90 to 330 days for persons
made unemployed by bankruptcy or layoff and 90 to
150 days for persons taking voluntary retirement, de-
pending on the age and length of enrollment of the in-
sured person.

New Employment Strategy

As the effects of population aging, the low birthrate,
and demographic decline take hold, ensuring that Ja-
pan’s limited valuable human resources can approach
their work with enthusiasm and make full use of their
abilities will be essential to enhancing the professional
life of every individual and revitalizing society as a
whole.

To ensure that everyone who wants to work can
find employment, the Government has developed a
“New Employment Strategy” for intensive action up to
2010 to create “a society in which everyone plays a
part” where everyone can make the most his or her
abilities.

Following this strategy, the Government will in-
troduce support measures tailored to meet the specific
needs of groups such as the young, women, older peo-
ple, and people with disabilities, and will develop the
conditions to achieve stable employment and living
standards and comfortable working conditions.
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Employment Measures for Young People

Prompted by the severe employment and un-
employment conditions faced by young people in
recent years, the Youth Independence and Chal-
lenge Strategy Council of cabinet ministers (in-
cluding the Minister of Health, Labour and Wel-
fare) met between FY2004 and FY2006 to de-
velop a concerted government response to youth
unemployment with the principal aim of “re-
versing the upward trend in youth unemploy-
ment.” Some progress has been made as a result,
including a decline in the youth unemployment
rate since its peak in 2003 and a reduction in the
number of freeters for five years in succession.

However, there remain many young people
who, having failed to become permanent em-
ployees during the “employment ice age” when
the job market for new graduates was most se-
vere, remain freeters (older freeters aged 25-34),
along with many NEETSs and others without em-
ployment, and these youngsters who did not find
permanent jobs at the time of the employment ice
age are now entering their mid-thirties. During
the present severe economic climate, moreover,
there is a risk of more job offers being withdrawn,
making the job-hunting situation faced by new
graduates even more severe. By pursuing a vari-
ety of measures, such as a plan to ease the tran-
sition to regular employment for freeters, the
Government aims to create a society in which the
young people on whom Japan’s future depends
can find secure, satisfying jobs in which they can
make the most of their drive and abilities.

Main Youth Employment Measures in

FY2009

1. Promotion of Plan to Facilitate Freeters’
Movement into Regular Employment (tenta-
tive name)

Employment support for young people

(1) Employment support focusing on older
freeters and workers in late thirties in un-
stable employment

1) Regular job placement services for
freeters, etc. provided by public em-
ployment security offices

2) Regular job placement support provided
through “job meetings” and job clubs

3) Tailored job placement support in job
cafes

(2) Promotion of employment through subsi-
dized programs such as trial employment
system

1) Promotion of employment through trial
employment of young people, etc. and
special financial incentives for employ-
ers who provide regular jobs to young
people in non-regular employment

(8) Provision of vocational skills development
opportunities for young people

1) Provision of vocational skills develop-
ment opportunities for young people
through vocational skills development
system (“job card” system)

2) Development and introduction of “fresh
start courses” for older freeters, etc.

Promotion of action by enterprises to expand re-

cruitment opportunities for young people

1) Enhancement of guidance and advisory
services for employers to encourage ex-
pansion of recruitment opportunities for
young people, support for model pro-
grams, and widespread publicizing of
their effects

2. Enhancement of Vocational Independence
Support for NEETs and Other Young People
(1) Expansion of “Community Youth Support

Stations”

1) Expansion of number of “Community
Youth Support Stations,” which serve as
local centers of support for NEETs and
other young people, strengthening of
network functions in collaboration with
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educational institutes, etc., and active ter hiring (four fifths of wages plus benefits
encouragement of young people and (two thirds in case of large enterprises)) to
their parents or guardians stabilize employment of new graduates
(2) Organization of “Youth Independence (2) Reinforcement of employment support for
Camps” new graduates
1) Effective organization of “Youth Independ- 1) Organization of job fairs with local enter-
ence Camps” offering a diverse menu of prises targeting primarily manufacturers,
training activities designed to motivate and SMEs, and long-term nursing care fields
instill confidence in young people through
training in the routines of daily life and 4. Miscellaneous
work experience gained from communal (1) Promotion of comprehensive measures to
living in a training camp format secure stable employment for homeless
workers in unstable employment
3. Response to Withdrawal of Job Offers 1) Enhancement of targeted vocational coun-
(1) Enhancement of employment support for seling and job search services and stable
students, etc. who have had job offers with- employment through lending of funds to
drawn help with the cost moving into new accom-
1) Thorough guidance for enterprises (includ- modation and living/job- search expenses to

ing “naming and shaming”) and provision
of financial incentives to employers that
give permanent employment to students
and graduates without definite employ-
ment who have had job offers withdrawn
(¥1 million per person for small and me-
dium enterprises (hereinafter referred to as
SMEs) and ¥0.5 million per person for
large enterprises)

2) Support for employers that maintain jobs

by using employment adjustment subsidies,
etc. and providing training or using tem-

porary transfers or layoffsimmediately af-

enable workers in unstable employment
staying in internet cafes, etc. to look for
regular employment to find accommodation
and stable employment
(2) Support to promote sense of vocation from

school age

1) Support for development of sense of voca-
tion from school age through such means
as promoting understanding of occupations
and providing “employment guidance” to
high-school students learning how to look
for work, etc.
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Policies Designed to Secure Employment for Older and Disabled Workers

Measures for Elderly Workers

Japan’s population is aging at a rate without
parallel elsewhere in the world, and it is pro-
jected that approximately one in three in total
population will be aged 65 or over in 2030. To
maintain socioeconomic vitality under these cir-
cumstances, it will be necessary for as many eld-
erly as possible to take an active part in sup-
porting society and the economy. To realize this
in the future, we need to create a society in which
motivated and able persons can continue to work,
regardless of age.

Recognizing the above situation, in 2004 the
government revised the Elderly Persons Em-
ployment Security Act, to ensure employment
opportunities until 65 years of age, and to pro-
mote reemployment for the middle-aged and
older working population, among other measures.

The revised Elderly Persons Employment Se-
curity Act aims to ensure stable employment op-
portunities for elderly persons by obligating em-
ployers to ensure employment opportunities to 65
through one of the following: raising retirement
age; introducing a structure for continued em-
ployment; or abolishing retirement age. In addi-
tion, the Law aims to enhance measures to pro-
mote reemployment for middle-aged and older
workers (45 to 65), and enhance measures to en-
sure temporary or short-term employment op-
portunities for retirees and other persons.

The revisions to the Act concerning promotion
of reemployment for middle-aged and older
workers and securing of employment opportuni-
ties up to the age of 65 went into effect from De-
cember 1, 2004 and April 1, 2006, respectively.

In accordance with the passage of the revised
Act, from FY2005, the following measures for
promoting employment in the elderly population
have been prioritized.

Securing Stable Employment for Older
Workers by Raising the Mandatory Re-
tirement Age and Introducing Continued
Employment Schemes, etc.

Legal revisions effective from April 2006 have
made it mandatory for employers to take steps to
ensure the employment of older workers, and
those that do not take such steps receive guid-
ance and advice from public employment security
offices. Effective counseling and advice is also
provided to them by senior citizen employment
advisers in partnership with prefectural job de-
velopment associations.

Reflecting the raising of the pensionable age
for the fixed portion of the public pension to 65
from April 2013 and the reaching of this age by
the first baby boomers in 2012, action is being
taken to popularize schemes to enable everyone
who so wishes to work up to the age of 65 and,
depending on the actual circumstances of the en-
terprise, up to the age of 70.

Two specific ways in which the creation of a
society in which people can work regardless of
age is being pursued are the publicizing of pio-
neering cases via symposiums and similar chan-
nels and the provision of individual advice and
support for the revision of pay and promotion
schemes by work-to-seventy support advisers
under the “Work-to-Seventy Employer” Promo-
tion Project, and the securing of employment op-
portunities up to the age of 65 and promotion of
work-to-seventy employers through the provision
of financial incentives to enterprises to raise the
age of mandatory retirement.
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V-1 Overview of the Act to Partially Amend the Act concerning Stabilization of Employment of Older
Persons (Promulgated June 11, 2004)

[Background]

Need to utilize the labor power of the elderly Given an environment in which the age for re-

workforce, given declining birthrate, aging popu- ceiving pension benefits is being increased, the

lation and decreasing workforce (Maintain socio- need to secure an income to maintain living stan-

economic vitality) dards and secure persons to support the social
security system

Necessity for a labor market in which the elderly can remain engaged in and support
society until they reach the age of 65

[ Content of the Revision]

(1) Securing employment opportunities up to age 65

+ Raising retirement age up to 65 and introducing systems for continuous employment are required.

* The system will be designed so that standards concerning workers subject to the continuous employment system
through labor-management agreements might not be applied to all candidates.

» A certain period after the enactment of the revision shall be determined with an ordinance (three years for large
companies and five years for SMEs) for the formulation of employment standards and regulations, rather than a la-
bor-management agreement.

» Age for introduction of the system for continuous employment shall be raised together with increase in age at which
pensions are payable, rising incrementally until FY2013.

(2) Promoting reemployment of middle-aged and older workers

+ Requirement that employers provide a reason for setting a maximum age when recruiting/ hiring new workers.
+ Requirement that if elderly workers are forced to retire because of circumstances within the employer's control, the
employer must provide them with a document detailing their work acheivements and skills.

(3) Securing diverse employment opportunities

+ Establish a special exception (granting permission) for labor dispatch projects that involve temporary, short-term
and light work assignments provided by Silver Human Resource Centers.

[ Date for Entry into Force]
(1) entered into force on 1 April 2006, and (2) and (3) entered into force on 1 December 2004.

Support and Promotion of Reemploy- workers who find it difficult to find jobs by,
ment of Middle-aged and Older Workers among other things, providing guidance to em-
Action is being taken to support employers ployers on how to draw up “job-hunting support
that provide continued employment for older documents,” the provision of financial incentives
for enterprises that employ middle-aged and and referrals by public employment security of-
older workers on a trial basis for a fixed period, fices and similar agencies.

Labor Situation in Japan and Analysis: General Overview 2009/2010 117



Chapter V  Labor Administration and Legislation

Working in collaboration with local related
organizations, career counseling is being pro-
vided through employers’ groups and other bodies
to affiliated employers with job openings and
baby-boom retirees to assist reemployment.
One-stop services are also being developed to pro-
vide information to assist startups.

Senior citizen work program activities, such
as skills courses and joint job fairs are also being
pursued in association with employers’ groups

and public employment security offices.

Promotion of Diverse Employment and
Social Involvement of Older People

The Silver Human Resource Center Program
is being promoted to provide convenient commu-
nity-based temporary and short-term job oppor-
tunities to suit older people’s needs. (As of March
31, 2008, there were 1,332 centers with approxi-
mately 750,000 members.)

Focusing on the fields of “education, childcare,
nursing care, and the environment,” these cen-

ters are working with local governments to ex-
pand support for ventures planned and put for-
ward by them, and are also expanding secure job
opportunities for members in their communities
and the range of job categories catered for that
appeal to female members.

Senior citizen support program activities, such as
workshops and job support courses, are also be-
ing organized to register older people’s skills, ex-
pertise, qualifications, and occupational experi-
ence, and to match them to the needs of local en-
terprises, organizations, families, and communi-
ties.

In addition, support is provided for older peo-
ple seeking to start up in business using their
own occupational experience by subsidizing a
portion of the startup costs of ventures involving
three or more older people aged at least 45 who
start up in business together and create contin-
ued employment opportunities for workers by
hiring them.

V-2 Mandatory Action to Employ Older Workers under Revised Act concerning Stabilization of
Employment of Older Persons

(1) Raising of mandatory retirement age

established by labor-management agreement)

(2) Introduction of continued employment system (allowing also for
non-coverage of anyone who so desires where standards are

(3) Abolition of mandatory retirement upon reaching a certain age

Mandatory implementa-
tion of any of these
measures (measures to
secure employment of

older workers)

P il T B T
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I age of continued employment progress- |
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V-3 System of Employment Measures for Older Workers in FY2009

(1) Securing of stable employment for older workers through raising of mandatory retire-
ment age and introduction of continued employment schemes, etc.

O Promotion of raising of mandatory retirement age to 65 and introduction of continued employment schemes,
etc.

* Publicizing and raising of awareness of measures to secure jobs for older workers

* Instruction, counseling, and advising of employers by public employment security offices
* Consultations and support provided by senior citizen employment advisers

O Popularization and promotion of “Work-to-Seventy Employers”

* Gathering and provision of information on pioneering cases and provision of advice, etc. on revision of pay
and promotion schemes, support for action by employers’ groups, etc. to employ more older workers up to
age 70 (“Work-to-Seventy Employer” Promotion Project)

O Measures to encourage more enterprises to adopt a mandatory retirement age of at least 65 and to become

“Work-to-Seventy Employer”

* Financial incentives for enterprises that raise the mandatory retirement age (financial incentives for small
and medium enterprises (hereinafter referred to as SMEs), subsidies for model employers of older work-
ers, financial incentives for SMEs that secure jobs for older workers

— (2) Support and promotion of reemployment of middle-aged and older workers

O Promotion of reemployment of middle-aged and older workers
* Finely-tailored vocational counseling and job search services at public employment security offices
e Support for reemployment of baby-boomers who have reached mandatory retirement age provided
through local baby-boomer employment support projects, etc.
¢ Financial incentives for trial employment of middle-aged and older workers
* Subsidies to develop employment of certain categories of job seekers
* Operation of older worker vocational counseling centers
* Integrated provision of skills courses and job fairs in collaboration with industry groups and public em-
ployment security agencies (senior citizen work program activities)
* Consultations and support for workers’ old age career planning
O Raising of awareness of prohibition of age limits in recruitment and hiring (obligation to specify grounds for
setting age limits where special grounds exist)
O Guidance and support for employers that help middle-aged and older workers who have had to leave their
jobs to find reemployment
* Raising of awareness and provision of guidance regarding requirement to prepare and issue job-hunting
support documents in job card format

— (3) Advancement of diverse employment and social involvement of older people

O Promotion of projects by Silver Human Resource Centers
» Joint support by Silver Human Resource Centers and local governments of ventures planned and pro-
posed by them focusing on “education, childcare, nursing care, and the environment”
* Support for expansion of employment opportunities in the community and range of job categories for fe-
male members to enhance services provided by Silver Human Resource Centers
O Development of system for registration of skills, expertise, qualifications, and occupational experience, etc. of
older people and matching of needs of older people with those of local enterprises, organizations, and local
communities, etc. (senior citizen employment support program activities)

O Measures to support startups by three or more older people aged 45 or over
* Use of subsidies for creation of job opportunities jointly by older people

Source: Ministry of Health, Labour and Welfare, Elderly Workers’ Affairs Division (April 1, 2009)
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Employment Measures for Persons with
Disabilities

Of the policies designed to support persons
with disabilities, the following deal with support
for employment measures: the Basic Programme
for Persons with Disabilities (FY2003 to FY2012)
was formulated in December 2002 and provides a
basic direction for measures for disabled persons
over a ten-year period. Based on that Programme
the government has also formulated the
Five-Year Plan for Implementation of Priority
Measures (FY2003 to FY2007) which incorpo-
rates specific priority measures. In addition the
Ministry of Health, Labour and Welfare formu-
lated in March 2003 the Fundamental Policy for
Employment Measures for Disabled Persons
(FY2003 to FY2007).
ployment measures for people with disabilities

More specifically, em-

are being actively pursued to achieve tar-
gets—such as employment of 640,000 disabled
persons by FY2013, a combined total of jobs
found for people with disabilities through public
employment security offices between FY2008 and
FY2012 of 240,000, and movement into regular
jobs of 9,000 people per year—through the fur-
ther promotion of employment of people with
disabilities led by the employment quota system
for disabled persons provided for in the Five-Year
Plan for Implementation of Priority Measures,
enhancement and reinforcement of “team sup-
port” provided mainly through public employ-
ment security offices, and facilitation of move-
ment from welfare facilities into regular em-
ployment. Furthermore, in FY2005, the Act for
Employment Promotion, etc., of the Disabled was
partially revised and this revision is being
smoothly implemented from April 2009 in line
with the Act for Promotion of the Independence
of Persons with Disabilifies (see endnote).

Employment Quota System for Disabled
Persons and Levy and Grant System for
Employing Persons with Disabilities

The Act for Employment Promotion, etc. of the
Disabled stipulates that quotas be established for
the hiring of the physically and or intellectually

disabled, specifying the percentage of a com-
pany’s workforce to be occupied by persons with
disabilities. Business owners are required to hire
persons with disabilities in numbers equivalent
to or greater than the legally mandated quota.

From April 2006, pursuant to the amended
Act, persons with mental disabilities (those
holding a Health Welfare Handbook for Persons
with Mental Disabilities) are included in the em-
ployment quotas of companies.

The current legal employment quotas are:

e Private corporations: 1.8%

e Special government corporations: 2.1%

e National and local public corporations: 2.1%

e Designated school boards: 2.0%

Public Employment Security Offices promote
the employment of persons with disabilities by
directing the following to submit a hiring plan:
(1) business owners whose hiring practices fall
significantly below the quota, (2) business owners
who need to meet the quota by hiring a large
number of persons with disabilities, and (3)
business owners in the private sector who plan to
hire a large number of workers in the future. A
warning is issued to any business owner who
does not implement a submitted plan.

The Levy and Grant System for Employing
Persons with Disabilities was established to ease
the economic burden on business owners who
hire persons with disabilities, and to increase job
opportunities for the disabled. Levies are col-
lected from companies that fail to fulfill the em-
ployment quota, and distributed as bonuses to
companies that employ more physically or intel-
lectually disabled persons than the quota. A
number of grants are also awarded to encourage
the hiring of the disabled. By informing business
owners of these requirements and dispensing
grants, we seek to stabilize employment of per-
sons with disabilities and maximize their em-

ployment opportunities.

Future Direction of Measures for the
Employment of Disabled Workers

Regarding the employment situation of people
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with disabilities, the number finding work
through public employment security offices con-
tinued to grow year on year by around 10% for
several years and in FY2007, growth was 3.6% to
45,565 year on year. In the first half of FY2008,
the number then declined owing to the impact of
employment conditions in general. While the
private sector real employment rate was up 0.04
percentage points from the previous year to
1.59% as of June 1, 2008, indicating that the
situation is steadily improving, the fact that the
employment quota is met by fewer than one in
two enterprises means that there is still consid-
erable room for improvement.

While there were signs in FY2008 of an in-
crease in disabled persons’ desire to work, their
employment at small and medium enterprises
(hereinafter referred to as SMEs), which are im-
portant local sources of employment, is on the
decline. Because of this and disabled persons’
considerable need to work part-time and in view
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of employers’ employment obligations having
been being based on providing regular employ-
ment for at least 30 hours per week, therefore,
the Act on Employment Promotion, etc. of Per-
sons with Disabilities was amended to: (1) pro-
mote the employment of disabled persons by
SMEs (to expand the coverage of the Disabled
Person Employment Payment System to include
SMEs with more than 101 regular workers and
to provide special standards of calculation to al-
low for the use by SMEs of cooperative business
associations and the employment of disabled
persons in collaboration with such associations);
and (2) revise the employment quota system to
allow for part-time work (to add part-time work-
ers to the workers and employed disabled per-
sons upon which an employer’s obligation to em-
ploy disabled persons is based). Based on this
revision, the aim is to expand employment op-
portunities for disabled persons in order to assist
those who work and those want to work.

V-4 Employment Situation for Disabled Persons at Private Enterprise
Trend of employment rate and disabled workers

(1,000 persons)

400 1.6
Real employment rate
350 | {15
326
300 | {1 14
2
245 247 248 250 251 255 283 283 .0 54,
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Legal employ ment rate Apr. 1988 Jul 1998 (Year)
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Source: Ministry of Health, Labour and Welfare, Reports on Employment Situation for Disabled Persons
Notes:  Figures for companies with employment obligations (those with more than 56 regular employees):are collective.

The collective totals are for the following disabled categories:
Physically disabled persons (double count for those with severe physical disabilities)

- to 1987

- 1988 to 1992 Physically disabled persons (double count for those with severe physical disabilities)

Persons with intellectual disabilities
» From 1993

Physically disabled persons (double count for those with severe physical disabilities)

Persons with intellectual disabilities (double count for those with severe disability)
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V-5 System of Employment Measures for Persons with Disabilities

Comprehensive promotion of employment measures for disabled persons, aiming at the realization of a society in which
persons with disabilities and persons without can participate similarly in their places of employment, according to ability
and aptitude.

Basic Plan for Persons with Disabilities and Five-Year Plan for Implementation of Priority Measures

The Fundamental Policy for Employment Measures for Disabled Persons

Comprehensive Promotion of Employment Measures for Persons with Disabilities

(1) Guidance and assistance for business owners

o Employment quota system for disabled persons
- Stipulated employment rate
Private enterprise: General-1.8%, Special government corporations—-2.1%
National, Local government: 2.1% (selected school boards-2.0%)
- Guidance in fulfilling quotas through order to prepare “A Plan for Hiring Disabled persons”
o Support, etc. for employers through the system of levy and grant system for employing with
disabilities.
- Adjustment of the imbalance of economic burden between employers by levy and grant sys-
tem for employing persons with disabilities
- Support for employers who improve facilities, equipment and so on for disabled employees;
assign assistants; give consideration toward housing and transportation; and continue to em-
ploy persons who become disabled while on the job
- Assistance in paying wages through bounty for the employment development for specified job
applicants

o Establishment of a system to support working at home by persons with disabilities
- Payment of special allowance to business owners who outsource jobs to persons with dis-
abilities working at home
o Provision of expertise regarding employment for persons with disabilities
- Provision of positive examples and employment administration expertise regarding em-
ployment for persons with disabilities

(2) Implementation of occupational rehabilitation based on the characteristics of each
persons with disabilities

o Offer of advice, referrals, and guidance for adaptation to the workplace according to the needs of
persons with disabilities, at Public Employment Security Offices

o Provision of specialized occupational rehabilitation services to persons with disabilities (e.g. per-
formance evaluations) at vocational centers for persons with disabilities (operated by the Japan
Organization for Employment of the Elderly and Persons with Disabilities)

Personal support by Job Coaches for adjustment in the workplace

o Enhancement and strengthening of support through linking employment with welfare
- Advancing a shift from welfare-type jobs in local communities to ordinary employment
- Promotion of integrated employment and lifestyle support

o Promotion of development of diversified and effective vocational capabilities
Promotion of vocational training at schools for development of vocational capabilities of per-
sons with disabilities
- Vocational training outsourced to various private institutions and other entities in local com-
munities

(3) Education related to employment of persons with disabilities

o Creation of an opportunity for enterprises to employ persons with disabilities through trial em-
ployment

o Institution of a promotional month for the employment of persons with disabilities
o Cooperation with the disabled groups in public information and education activities
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V-6 Situation of Employment Placement of Persons with Disabilities at
Public Employment Security Offices

(Persons, %, % points)

Nl.meer of new applica- [Number of valid applicants Number of Erpllen e
tions for employment for employment employment cases
Year-on-year Year-on-year Year-on-year Year-on-year
difference difference difference difference

1998 78,489 1.9 115,848 12.8 25,653 -9.4 327 -4.1
1999 76,432 -2.6 126,254 9.0 26,446 3.1 34.6 1.9
2000 77,612 1.5 131,957 4.5 28,361 7.2 36.5 1.9
2001 83,557 7.7 143,777 9.0 27,072 -4.5 324 -4.1
2002 85,996 29 155,180 7.9 28,354 4.7 33.0 0.6
2003 88,272 2.6 153,544 -1.1 32,885 16.0 37.3 43
2004 93,182 5.6 153,984 0.3 35,871 9.1 38.5 1.2
2005 97,626 4.8 146,679 -4.7 38,882 8.4 39.8 1.3
2006 103,637 6.2 151,897 3.6 43,987 13.1 42.4 2.6
2007 107,906 4.1 140,791 -7.3 45,565 3.6 422 -0.2

Source: Ministry of Health, Labour and Welfare, Employment Security Services Statistics

V-7 Changes in the Number of Employment Cases and of New Applications for Employment
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Source: Ministry of Health, Labour and Welfare, Employment Security Services Statistics
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Policy on Equal Employment Opportunity between Men and Women

More than 20 years have now passed since the
enactment of the Act on Securing, etc. of Equal
Opportunity and Treatment between Men and
Women in Employment (hereinafter referred to
as the “Equal Opportunity Act”) in 1985, and the
intervening period has seen major advances in
the development of related legislation. In 2006,
the act was revised to expand the scope of prohi-
bition of sexual discrimination (to prohibit, for
example, certain forms of indirect discrimination),
prohibit prejudicial treatment on the grounds of
pregnancy or childbirth, etc., and require the in-
troduction of measures to prevent sexual dis-
crimination, and so forth.

The proportion of women in the total labor
force population has risen from 39.7% in 1985 to
41.4% in 2007, and women’s share of managerial
positions (assistant manager level or above) has
also risen from 2.5% in 1985 to 8.2% in 2007.

Despite these increases, however, there re-
main large numbers of women who leave work
for such reasons as to have or look after a child,
making it difficult for them to continuously de-
velop their careers. It is also difficult for many
women to put in the long working hours that are
often required of core workers, who tend to be
men. Further action is therefore being taken to
ensure the proper implementation of the Equal
Opportunity Act, which, among other things,
prohibits discriminatory treatment at every stage
of employment management, provides for posi-
tive action (voluntary action by enterprises to
eliminate the gender gap that arises in practice),
and requires that employers endeavor to ensure
de facto equality of opportunity by promoting
measures to help workers to balance the de-
mands of work and home when caring for chil-

dren or relatives requiring nursing care.

In order to ensure compliance with the Equal
Opportunity Act, the equal employment offices in
the prefectural labor bureaus established in each
prefecture as local agencies of the Ministry of
Health, Labour and Welfare engage in the fol-
lowing activities:

1. Active dissemination of information about
the Equal Opportunity Act and provision of
consultation services regarding discrimina-
tory treatment due to sex in recruit-
ment/hiring, assignments, promo-
tions/demotions, education and training,
uniform welfare packages, changes in job
category and form of employment, encour-
agement to retire, mandatory retirement,
dismissal, renewal of labor contracts, and
sexual harassment in the workplace.

2.  Advice, guidance, and recommendations by
the heads of prefectural labor bureaus and
mediation by the Equal Opportunity Media-
tion Commission to promote the swift reso-
lution of disputes between workers and em-
ployers regarding equal treatment, etc.

3. Proactive guidance based on the Equal Op-
portunity Act to ensure equal treatment of
the sexes and monitoring of the actual state
of employment management by enterprises.

In addition to the above, enterprises that take
positive action are publicly recognized and in-
formation about them is provided via websites
and email newsletters to encourage such action,
and conferences to promote women’s involvement
in management and the workforce are organized
in collaboration with employers’ associations to
encourage employers to take positive action on

their own initiative.
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Promotion of Part-time Work Policies

Entry into Effect of the Revised Part-
time Work Act

The number of part-time workers has risen in
recent years, and an increasing number are play-
ing core roles in the workplace (including in
managerial positions) as well as the more con-
ventional auxiliary role of part-timers. At the
same time, however, part-time workers are not
always treated commensurately, and the need to
eliminate unreasonable differences in pay and
other treatment between part-time and perma-
nent employees and secure fair recompense
commensurate with their work and contributions

has consequently emerged as an issue. It was to
address this that the revised Act on Improvement,
etc. of Employment Management for Part-time
Workers (hereinafter referred to as the “revised
Part-time Work Act”) entered force on April 1,
2008, in order to ensure balanced treatment be-
tween part-time and ordinary workers on the ba-
sis of the work that they actually do and to pro-
mote part-timers’ movement into ordinary em-
ployment and so develop an employment envi-
ronment in which part-time workers can more
effectively exhibit their skills and abilities.

V-8 Outline of Revised Part-time Work Act

of failure to do so)

request by part-time workers

2 Promotion of balanced treatment

cilities, etc.

3 Facilitation of transition to ordinary employment
cilitate the transition to ordinary employment:

advertised for ordinary workers

tural labor bureaus)

(2) Prohibition in particular of discriminatory treatment of part-time =
workers who are equivalent to ordinary workers

1) Notification of part-time workers of the details of any positions

2) Provision of opportunities for existing part-time workers to apply
for any ordinary positions advertised internally

3) Introduction of measures, such as examination arrangements
for part-time workers, to assist their transition to ordinary status

4 Assistance with resolution of complaints and disputes

(1) Introduction of obligation to endeavor to voluntarily resolve complaints
(2) Development of administrative alternative dispute resolution (advice and mediation by the heads of prefec-

[ Establishment of shared rules in the workplace to suit diversified forms of employment

1 Obligation to document and explain working conditions
(1) Introduction of obligation to set working conditions down in writing (subject to administrative fine in the event

(2) Introduction of obligation to explain the matters taken into consideration when determining pay, etc. upon

(Development of rules for determining fair treatment commensurate with work and contribution)
(1) Introduction of obligation to act to ensure balanced treatment of
all part-time workers compared with ordinary workers in respect
of wages, education, training, and use of corporate welfare fa-

Realization of fair
treatment

Introduction of obligation to take any of the following measures to fa-

Improvement of
labor productivity

Date of entry into effect: April 1, 2008
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Action to Ensure Balanced Treatment

Prefectural labor bureaus’ employment equal-
ity offices publicize the revised Part-time Work
Act by such means as organizing group briefings
for employers and distributing pamphlets to la-
bor-management organizations. They also 1) pro-
vide consultations for part-time workers, 2) give
administrative guidance following consultations
or scheduled visits to business establishments,
and 3) assist with dispute resolution upon re-
quest by workers and employers.

Support for Employers Engaging in Pro-
viding Balanced Treatment
Prefectural labor bureaus’ employment equal-

ity offices are staffed by experts in personnel and
labor management, and provide advice on how to
treat part-time and ordinary workers in a bal-
anced manner in practice and improve the tran-
sition from part-time to ordinary status. They
also help employers to improve their employment
management in compliance with the law. Subsi-
dies for employers who work to improve treat-
ment of part-time workers are at the same time
being expanded and action is being taken to en-
sure balanced treatment of part-time workers in
order to promote the improvement of employ-
ment management in accordance with the re-

vised law.

V-9 Changes in the Number and Percentage of Part-time Workers (People Who Work Less Than 35
Hours per Week) in Industries besides Agriculture and Forestry

(10,000 persons)

(%)
50

1,600
407 40.6 417 428
1,400 |
1,200 |
1,000 |
931 957 ||
800 | o a06 5 o 861 857 882 865
600 | 122 |
623 632
400 501 [ Number of part-time workers |
I Number of female part-time workers |
333 Percentage of part-time workers among female employees
200 | 256 b
108 —&— Percentage of part-time workers among all employees
130 |
82
0
1965 1970 1975 1980 1985 1990 1995 2000 2001 2002 2003 2004 2005 2006 2007 2008
Sources: Labour Force Survey, Statistics Bureau, Ministry of Internal Affairs and Communications
Notes: Excludes employees on leave.

Percentage of women among part-time workers 68.0%

Percentage of part-time workers among all employees 26.1%
Percentage of part-time workers among female employees 42.6%
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Fixed-Term Employment Measures

Present State of Non-regular Workers
including Fixed-term Contract Workers
The workers who fall under the category of
non-regular employment are called by a variety
of names, including part-timers, dispatched
workers, contract workers, and “entrusted em-
ployees” (shokutaku). Younger age groups have
led the growth in this category in recent years,
giving rise to concern about their instability of
employment and lack of opportunity to develop
vocational skills. The number of non-regular
workers rose by 7.45 million from 9.86 million in
1993 to 17.31 million in 2007, including an in-
crease of approximately 0.66 million in the num-
ber of contract and entrusted employees, who are
employed on fixed-term contracts, from some 2.30
million in 2002 to 2.96 million in 2007. Despite
the absence of statistical figures, it may be sur-
mised from this that the number of fixed-term
contract workers working the same weekly
scheduled working hours as ordinary workers
(hereinafter referred to as “full-time fixed-term
contract workers”) is also increasing.
Commentators have pointed to two factors be-
hind this increase in fixed-term contract workers:
on the one hand, moves by enterprises to reduce
personnel costs and increase variable costs in-
stead in response to intensifying competition and
increasingly uncertain market conditions due to
globalization and technological advances; and, on
the other hand, employers’ catering to the diverse
needs of workers. As well as this quantitative in-
crease, there is occurring a qualitative change in
the functions of fixed-term contract workers. The
expertise and responsibilities required of
fixed-term contract workers in their work, for
example, are on a par with or exceed those of
permanent employees at many business estab-

lishments, suggesting that fixed-term contract
workers are fulfilling the managerial and super-
visory functions formerly played by permanent
employees, and that they are playing an increas-
ingly core role in the workforce.

Improvement of Employment Manage-
ment of Fixed-term Contract Workers

Against this background, measures are being
taken to improve the employment management
of part-timers and dispatched workers in line
with the relevant legislation, and systems are
undergoing revision. However, full-time
fixed-term contract workers have yet to be placed
within the scope of application of legislation on
the improvement of employment management of
part-time workers (Part-time Work Act) or the
support measures provided thereunder, and suf-
ficient steps are not being taken to improve their
employment management.

In order to improve the employment man-
agement of fixed-term contract workers, there-
fore, the following guidelines (see V-10) have
been prepared based on related labor legislation
targeting mainly full-time fixed-term contract
workers who have renewed their contracts sev-
eral times:

1. Action that employers are required to take
2. Action that employers are urged to consider
in order to improve employment management

Public employment security offices around the
country are actively informing and advising em-
ployers and other relevant organizations about
these guidelines, and are at the same time
working to improve employment management
through the provision of subsidies to small and

medium enterprises.
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V-10 Outline of Guidelines on Improvement of Employment Management of
Fixed-term Contract Workers

1 Purpose
full-time fixed-term contract workers

2 Coverage

To indicate what employers should do or consider to improve the employment management of

3 Required action regarding employment of 4 For better employment management of

fixed-term contract workers

Attention must be paid to the following in accordance with
related labor legislation (Labor Standards Act and Labor Con-
tract Act, etc.).

(1) Development of employment environment taking into

consideration stable employment relations

O Written indication of the term and possibility of renewal
of contracts when entered

@ Attention to term of contracts

@ Observance of employment agreements

@ Advance notice of non-renewal and indication of rea-
sons

® Prohibition of prejudicial treatment on grounds of preg-
nancy or childbirth, etc.

(2

1

1

|

I

|

1

|

I

|

1

|

I

|

1

1 (2) Improvement of working conditions, etc. 3
1 D Explicit working conditions, etc.
1 @ Development of employment regulations
1 @ Attention in principle to balance between demands of
1 work and private life

1 @ Balanced treatment of part-time and ordinary workers
| ® Provision of annual paid leave
1

|

I

|

1

|

I

|

1

|

I

|

1

|

I

|

1

|

I

|

© Provision of childcare and nursing care leave, etc.
(3

~

Concern for career path, etc. (hiring as permanent
employees)
Measures to promote transition to ordinary status

(4

~

Provision of opportunities for training and skills de-
velopment

Employers should strive to provide training according to
job content and performance, motivation, ability, and ex-
perience taking into consideration balance with ordinary
workers

(4

(5) Legal compliance
(6) Informing of workers about legislation

5

128 Labor Situation in Japan and Analysis: General Overview 2009/2010

~

~

~

~

fixed-term contract workers

The following matters should be taken into consideration as
necessary and appropriate in order to improve employment
management

(1) Development of employment environment taking into

consideration stable employment relations
Assistance with finding reemployment in the case of dis-
missal or non-renewal of contracts

Improvement of working conditions, etc.

O Appropriate description of working conditions at the
time of recruitment and hiring

@ Consultation service and personal interviews regarding
work content and treatment, etc.

© Attention to the aims of the Work-Life Balance Charter

Concern for career path, etc.

@D Indication of concrete, clear, and diverse career paths

@ Evaluation of job content and performance, and reflec-
tion of results in pay, etc.

® Appropriate pay, etc. in light of skills, experience, and
length of service as a fixed-term worker following hiring
as a permanent employee

@ Consideration of creation of employment categories
with limited duties and transfer requirements but no
fixed term of employment

® Provision of job experience opportunities to facilitate
transition to permanent employment

© Provision of training for freeters and other young peo-
ple

Provision of opportunities for training and skills de-

velopment

(D Provision of planned training, etc.

@ Provision of leave and time off to take vocational skills
examinations

@ Provision of information and opportunities for consulta-
tions regarding skills and knowledge required for per-
formance of duties

@ Smooth transition to permanent status through worker
training

Development of arrangements for legal compliance

Development and improvement of arrangements for labor

management, etc. to enable rigorous legal compliance
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Measures regarding Dispatched and Subcontracted Workers

1985 saw the enactment of the Act for Secur-
ing the Proper Operation of Worker Dispatching
Undertakings and Improved Working Conditions
for Dispatched Workers (hereinafter referred to
as the “Worker Dispatch Act”), which unbundled
services using workers employed by dispatchers
from the labor supply services prohibited under
the Employment Security Act to establish a new
category of “worker dispatch undertakings,”
which are allowed to provide workers in certain
job categories based on such factors as the degree
of expertise required and the specificity of em-
ployment management to the job or industry con-
cerned.

The enactment of this act was prompted by
the parallel growth in demand for workers to fill
specialist positions within enterprises and the
demand from workers for more flexible working
patterns, which was resulting in more enter-
prises dispatching workers in their employ to
work at other enterprises despite the prohibition
of labor supply services. In some cases, work was
in practice being rolled into that performed at the
client despite being treated as subcontracting,
making it unclear with whom responsibility lay
and hindering worker protection. This piece of
system was therefore introduced to assist the
swift and appropriate matching of supply and
demand for labor while helping to stabilize
worker protection and employment, and this was
achieved by instituting worker dispatch under-
takings as a means of adjusting labor supply and
demand, and establishing the necessary rules for
such undertakings mindful of the need for har-
mony with Japanese employment practices and
paying attention to ensuring that the system
would not result in dispatched workers taking
the jobs of regular employees.

The core thinking underlying this system re-
mained the same despite the deregulation of the
scope of job categories covered by the act’s revi-
sion in 1999, and it was positioned as a means of

adjusting supply and demand for temporary la-
bor through the imposition of limits on how long
dispatched workers could be used by client en-
terprises in order to ensure that they would not
be used to replace regular employees.

The dispatch period was subsequently ex-
tended to three years in the newly included job
categories in 2003. The prohibition of used of
dispatched workers in physical manufacturing
was also lifted, resulting in large increases in the
number of dispatchers and clients to 70,066 and
1,269,823 respectively as of FY2007. The number
of dispatched workers, too, has increased consid-
erably to 3.81 million overall (equivalent to 1.74
million regular workers) as of the same year.

These large increases appear to have been
driven by the needs of both management and la-
bor. Among dispatched workers, reasons for
choosing this form of work include both the posi-
tive (being able to choose what work to do and
the ease of finding work immediately) and the
negative (inability to find permanent employ-
ment).

At the same time, the number of cases of
guidance and supervision of clients has grown
considerably, and the rise in the proportion of
cases of clients being subjected to supervision in
the form of guidance has been especially notice-
able. Two particular kinds of violation that have
emerged as a problem have been “bogus subcon-
tracting” by enterprises seeking to evade the re-
strictions imposed by the Worker Dispatch Act,
and the “daily hire” dispatch of workers for ex-
tremely short periods.

Non-regular employment as a whole is also
increasing, accounting for over 30% of total em-
ployment. With the problem of the disparities
between regular and non-regular workers fre-
quently drawing attention, the instability of em-
ployment of registered dispatched workers in
particular, disparities in working conditions be-
tween dispatched and regular workers, and the
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risk of remaining trapped in non-regular em-
ployment are also generating concern.

While the evidence thus shows that worker
dispatching has become established and is ful-
filling a certain function as a mechanism for ad-
justing labor supply and demand, there remain
several issues to be addressed, including the sta-
bility of employment, improvement of treatment,
and handling of legal violations (including viola-
tions committed by clients). Action is therefore
being taken in response by, for example,
strengthening guidance and supervision and
making revisions to the system.

In the subcontracting business, problems have
been observed in manufacturing in particular,
including violations of labor legislation such as
the Worker Dispatch Act (especially the problem
of bogus subcontracting), the need to improve

working conditions and treatment, and workers’
unclear career path in these workplaces. To ad-
dress these problems, a set of guidelines and
check sheet were formulated in 2007 to indicate
what measures subcontractors and clients should
take to rectify the situation regarding subcon-
tracting and improve employment management
in manufacturing. The Manufacturing Subcon-
tracting Improvement Council, made up of rep-
resentatives of subcontractor groups, manufac-
turers (clients), and academics, was also estab-
lished to raise knowledge and awareness of these
guidelines and the check sheet by organizing
seminars, selecting and supporting model busi-
nesses that use them to improve and rectify their
own employment management practices, and

providing consultation services using them.
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The basic purposes of Public Employment Se-
curity Offices, which are located in approxi-
mately 550 locations all over Japan (including
branch offices), are to provide job seekers with
the most suitable job opportunities according to
their wishes and abilities and to introduce the
most appropriate personnel to employers who are
looking for employees.

The Public Employment Security Offices are
connected online throughout Japan, and offer
service using the Comprehensive Employment
Information System to provide information about
job vacancies and job searches immediately
through computers.

In addition, in order to respond appropriately
to the recently diversifying needs of users, we
have strengthened our agencies by introducing
service such as following measures and opera-

tions.

Bank of Human Resources

The Public Employment Security Offices es-
tablished 12 Banks of Human Resources in major
cities to introduce able personnel to medium- and
small-sized companies and to promote the em-
ployment of the elderly. The Bank of Human Re-
sources deals primarily with administrative,
professional, and technical positions.

Part-time Job Bank

Public employment security offices have es-
tablished 66 “Part-time Job Banks” (as of
FY2008) in convenient areas, such as station
terminals in major cities, in order to offer com-
prehensive job placement services to people
seeking part-time employment.

Mothers’ Hello Work, Mothers’ Salons,
and Mothers’ Corners
“Mothers’ Hello Work” public employment se-

curity offices have been established in 12 loca-
tions since FY2006 to serve as child-friendly
centers of advice for mothers who seek jobs.
These provide information on childcare in col-
laboration with local governments and related
agencies, and give access to joined-up support
provided by personal advisers who keep track of
each job seeker’s situation. These have been
joined by the establishment since FY2007 of 36
“Mothers’ Salons” in the main public security
employment offices in prefectures without Moth-
ers’ Hello Work centers, and the establishment
since FY2008 of 60 “Mothers’ Corners” in em-
ployment offices in hub cities in regions that
have yet to join the program.

Hello Work Plaza

Hello Work Plazas have been opened in 60 lo-
cations (as of FY2008) to help link up job seekers
and employers by providing a comprehensive
range of employment support services, including
direct access to job search engines and employ-
ment placement services so that job seekers can
search from a wide range of employment infor-

mation themselves.

Comprehensive Support Center for
Student Employment, Student Employ-
ment Centers and Counseling Offices
The Public Employment Security Offices es-
tablished these institutions for the specific pur-
pose of providing employment support to gradu-
ating students as well as unemployed graduates.
These institutions offer employment counseling
to provide not only a variety of employment in-
formation but also to offer supplemental assis-
tance to job introduction services offered by uni-

versities and other institutions.
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Employment Measures for Foreign Workers

Basic approach to Employment Meas-
ures for Foreigners

The basic approach to employment measures
for foreigners under the present legislative
framework is to determine the scope of accep-
tance of foreign workers taking into comprehen-
sive consideration the “effects on Japanese in-
dustry and public welfare” (Immigration Control
and Refugee Recognition Act).

Further indication is provided in the Basic
Guidelines on Employment Policy, drawn up to
map out the mid-term direction of employment
policy over the next five years or so, which state
that the employment in Japan of foreigners in
specialist and technical fields should be actively
promoted, and action should be taken to attract
high-quality international students and help
them to find employment in Japan, and to im-
prove the work environment faced by foreign
workers.

The Employment Countermeasures Act, re-
vised in 2007, specifies in addition that the Gov-
ernment should take measures to promote the
employment of foreigners in specialist and tech-
nical fields, improve the employment manage-
ment and promote the reemployment of foreign-
ers, and prevent their illegal employment. It also
makes it mandatory for employers to endeavor to
improve their employment management and as-
sist the reemployment of foreign workers, and to
submit notification regarding their state of em-
ployment of foreigners. In line with the Employ-
ment Countermeasures Act, the Minister of
Health, Labour and Welfare has issued a notice
establishing guidelines concerning the measures
that employers should take to improve their em-
ployment management of foreign workers and to
ensure their proper treatment (hereinafter re-
ferred to as the “Foreign Worker Employment
Guidelines”).

While the view has been expressed in some
quarters that the intake of foreign workers

should be expanded owing to concerns about fu-
ture labor shortages, there is a risk that this
could worsen the dual structure of the labor
market and impede improvements to labor condi-
tions and, in turn, the matching and securing of
human resources. Rather than simply expanding
the scope of acceptance of foreign workers, there-
fore, it is important that action should first be
taken to enable more young people, women, older
people, people with disabilities, and so on to par-
ticipate in Japan’s labor market.

Present Situation regarding Foreign Workers
and Issues to Address

Statistics on Nikkei (emigrants from Japan
and their descendants) and other foreign resi-
dents of Japan indicate that the bulk are in un-
stable forms of employment, such as dispatch
and subcontracting employment, and that many
are also not enrolled in social insurance, making
it necessary to improve employment manage-
ment by monitoring their state of employment
and enhancing guidance for employers based on
the Employment Countermeasures Act and For-
eign Worker Employment Guidelines.

There are also signs that, under the present
social and economic conditions, these foreign
resident workers are being made the target of
severe employment adjustment. As such workers
are not proficient in Japanese, are unfamiliar
with Japanese employment practices and labor
legislation, and lack sufficient work experience,
they face extremely difficult circumstances if
they lose their jobs, and appropriate support is
required to secure their stable employment as
soon as possible.

Regarding foreigners in specialist and techni-
cal fields, on the other hand, support services
(including assistance to international students to
help them find jobs in Japan) are provided via a
nationwide network centered on foreigner em-
ployment service centers in Tokyo, Osaka, and
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Aichi. Despite the wide range of residence sta-
tuses allowing foreigners in specialist and tech-
nical fields to find employment with Japanese
enterprises, including “engineer” and “specialist
in humanities/international services” categories,
their employment has yet to be make much
headway due to differences in outlook between
foreign workers and employers, and disparities in
desired treatment and career development paths.

Improvement of Employment Environ-
ment Faced by Nikkei and Other For-
eign Residents, Support in the Event of
Job Loss, and Promotion of Employ-
ment of Foreigners in Specialist and
Technical Fields

Employment support and assistance with
daily living tailored to local conditions are pro-
vided through accurate monitoring and analysis
of the employment and unemployment conditions
of Nikker by public employment security offices
and municipalities based on a combination of in-
formation culled from the system of notification
of foreigner employment status and information
obtained over the counter by these agencies,
mainly in areas in which Nikkei residents are
concentrated.

Public employment security offices also pro-
vide advice and guidance in a planned and expe-
ditious manner to assist the improvement of em-
ployment management and reemployment in ac

cordance with the Foreign Worker Employment

Chapter V' Labor Administration and Legislation

Guidelines. More specifically, they publicize and
raise awareness of labor and social insurance and
labor-related legislation, and provide guidance
and information to employers to help maintain
employment, discourage them from seeing layoffs
as the easy option, and assist them in their ef-
forts to find reemployment for foreign workers.
They are also pursuing improvements in the
work environment faced by foreigners by, for
example, assisting the career development of
young Nikkei without jobs.

To promote the employment of foreigners in
specialist and technical fields, employment sup-
port (including assistance to help international
students to find jobs in Japan) is provided in Ja-
pan in collaboration with agencies such as uni-
versities and local governments using a nation-
wide network center centered on foreigner em-
ployment service centers. Support is also being
provided for activities to improve the employ-
ment management of foreigners at enterprises
and ensure maximum use of their abilities and
retention of foreign workers.

In addition, under the “Plan for 300,000 Ex-
change Students (Outline)” developed by the
ministries and agencies concerned, collaboration
with universities and business groups is to be
enhanced and internships for international stu-
dents promoted in order to encourage more
high-quality international students to take up
employment in Japan.

Labor Situation in Japan and Analysis: General Overview 2009/2010 133



Chapter V Labor Administration and Legislation

V-1

Categories of Foreigners Working in Japan

/

Main statuses of residence corresponding to

"specialist and technical fields"

Status of resi-
dence

Examples

Mechanical and systems engineers

Clerical work (planning, sales, accounts, etc.)
Language instructors at English conversation
schools, etc., interpreters/translators, designers

a-compa Transferees from foreign offices and the same
ansferee status as the two above categories
Foreign cooks, foreign architects, jewelers, pilots,
sports instructors
Professor University professors
Investor/

business man-
ager

Executives and managers of foreign-affiliated
enterprises

Legal/
accounting Lawyers, accountants
services
Medical Doctors, dentists, nurses, pharmacists, medical
services radiologists
Researchers at government-affiliated and private
Researcher L
institutes, etc.
Instructor Senior and junior high school language instruc-

tors
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V-12 Basic Approach to Employment Measures for Foreigners

Immigration Control and Refugee Recognition Act
The scope of acceptance of foreign workers is determined taking into overall consideration the “effects on Japanese industry and public wel-
fare.”

émployment Measures Law (amended June 2007, effective October 1, 2007) \

+ Specifies that the Government should:
Promote the employment of foreigners in
specialist and technical fields
Promote the improvement of employment
management and reemployment of foreigners
Prevent illegal employment

NS

+ Employers are required to endeavor to improve employment management and
assist the reemployment of foreign workers, and to submit notification of their
employment of foreigners.

* Foreign Worker Employment Guidelines were established by the Minister of
Health, Labour and Welfare to identify what measures that should be taken by
employers under the Employment Countermeasures Act. /

/ Basic Guidelines on Employment Policy

(Minister of Hea!th Labour and Welfare notice, February 20.08)

—————————————h\
e

* Expansion of acceptance of foreign work-
ers such as unskilled labor would worsen |

...

Active promotion of employment in
Japan of foreigners in specialist
and technical fields to enhance
international competitiveness

Improvement of working conditions
of foreign workers based on com-
prehensive action for “foreigners as
residents” (Inter-ministry Council on
Foreign Worker Issues, December
2006) and Foreign Worker Employ-
ment Guidelines, etc.

the dual structure of the labor market, im- !
pede improvements to working conditions,

and in turn hinder the filling of vacancies 1
and securing of human resources. 1
In order to secure the necessary supply of |
labor, it is important to first enable more |
Japanese young people, women, and older 1

—— . ————

\J

R e e

\ people to participate in the labor market. y

ﬂupport for foreigners in specialist
and techmju,a‘l fields

o ™

* Promotion of employment of foreigners in
specialist and technical fields using nation-
wide network centered on foreigner employ-
ment service centers (Tokyo, Aichi, Osaka).

Promotion of domestic employment of interna-
tional students in collaboration with universi-
ties, etc. Organization of internship programs

for international students.

//

Measures to ensure the proper and stable \
employment of foreigners

ﬂ?alsmg of knowledge and awareness of Foreign Worker Employmen \
Guidelines among employers and promotion of improvement of employ-
ment management of foreign workers through provision of guidance to
establishments in line with guidelines.

« Tailored support provided by personal advisers ( “Nikkei Employment
Promotion Navigators” ) at public employment security offices in regions
with high concentrations of Nikkei residents to help Nikkei to escape from
unstable employment (nine locations: Ota, Matsumoto, Ogaki, Minokamo,
Hamamatsu, Toyohashi, Toyota, Kariya, Yokkaichi), combined with sup-
port to eliminate non-employment of Nikkei children through the provi-
sion of personal vocational guidance and instruction to raise vocational

vwareness_ j/

Raising of knowledge and awareness of system of notification of state of employment of foreigners
(as part of employer compliance)
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Promotion of Measures to Assist Work-Life Balance

Charter and Action Guidelines to Pro-
mote Work-life Balance

Following deliberations by the Top-level Pub-
lic/Private Council on the Work-Life Balance,
consisting of relevant Cabinet ministers, experts,
and representatives of business, labor, and local
government, a “Work-Life Balance Charter” and
“Action Guidelines to Promote the Work-Life
Balance” were established on December 18, 2007.
In the years ahead, society as a whole needs to
take positive action based on this Charter and
Action Guidelines (For the full text of the Char-
ter and Action Guidelines, see the Cabinet Office
website: http://www8.cao.go.jp/wlb/charter/char-
ter.html).
1) Work-Life Balance Charter

The Charter maps out the overall course of

national measures, defining a society in which
work and family life are balanced as “a society in
which each and every citizen can work and fulfill
his or her responsibilities in the workplace while
enjoying a sense of worth and fulfillment and at
the same time being able to choose and realize
various lifestyles at each stage of life—including
during parenting and in middle and old age—in
regard to their lives at home and in the commu-
nity.” In line with this definition, the roles of in-
terested parties are described as follows: (1) en-
terprises and workers should endeavor to work
together to raise productivity and take voluntary
action to change mindsets and cultures in the
workplace and reform ways of working; (2) citi-
zens should consider how to balance their own
work and family lives and play an active role in
the home and the community; (3) the Govern-
ment should take active steps to promote and
support the development of social momentum,
establishment of an institutional framework, and
development of necessary conditions; and (4) lo-
cal governments should develop innovative
measures tailored to conditions in their own lo-
cales.

2) Action Guidelines to Promote the Work-Life

Balance

The Action Guidelines set forth principles for
effective action by employers and workers and
measures for implementation by the central and
local governments. To promote voluntary action
in society as a whole, 14 numerical targets are
set for attainment in five and 10 years’ time, in-
cluding targets for the labor force participation
rates for young people, women, and older people,
the proportion of employees working at least 60
hours per week, and the proportion of women
remaining in employment after having their first

child.

Promotion of Measures to Assist Work-
life Balance
1) Promotion of reform of working patterns
Following the Charter and Action Guidelines,
the Ministry of Health, Labour and Welfare
(hereinafter referred to as the “MHLW”) is pur-
suing the reform of working patterns throughout
society in order to promote the work-life balance.
Measures being pursued include the development
of social momentum through national campaigns,
and measures to encourage enterprises to limit
working hours and ensure that employees take
the annual paid leave to which they are entitled.
More specifically, 10 of Japan’s leading so-
cially influential enterprises have been selected
as models to raise public awareness of the state
of implementation and effects of such measures,
and independent action by workers and employ-
ers is being encouraged through such measures
as a program of support for the establishment of
improved working hours and provision of subsi-
dies to encourage enterprises to establish im-
proved working hours and other working condi-
tions. The Guidelines for Revision of Working
Hours and Other Conditions were also revised to
reflect the Charter and Action Guidelines, and
these entered effect on April 1, 2008.
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2) Promotion of measures to support balance of
work and home

The Japanese birthrate is declining rapidly,
and developments such as the decline of the eco-
nomically active population and the impact on
the social security system are likely to seriously
affect Japan’s society and economy in the future.

In order to eliminate the dilemma of having to
choose between work on the one hand and mar-
riage and having children on the other, which is
considered to be a cause of the decline in Japan’s
birthrate, and so arrest its rapid decline, the
Government unveiled its “Priority Strategy of a
Japan that Supports Children and their Fami-
lies” in December 2007. This calls for measures
on two fronts to assist the work-life balance and
to establish social infrastructure such as child-
care services.

Due to the particular difficulty of juggling
work and family when raising children and car-
ing for older relatives, measures to assist the
balancing of work and family life are important
to promote the work-life balance.

The Action Guidelines establish the following
targets to be achieved by FY2017: 565% of women
remaining in employment before and after hav-
ing their first child, and 10% of men and 80% of
women taking childcare leave. To meet these tar-
gets and help people to balance the demands of
work with family needs such as childcare and
nursing care, therefore, the MHLW is taking the
following concrete action.

(1) Raising of awareness and compliance with
the Child Care and Family Care Leave Act

The Child Care and Family Care Leave Act
provides for systems of childcare leave, nursing
care leave, and leave for nursing children, limi-
tation of overtime and night labor, shortening of
working hours, and other such measures by em-
ployers, and action is being taken to raise
awareness and provide advice and guidance on
these provisions to employers and workers.

A proposal was also made by the Labour Pol-
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icy Council in December 2008 that the childcare

and nursing care leave systems be revised to

make shortened work hours mandatory while
caring for children and to introduce measures to
encourage men to take childcare leave.

(2) Promotion of measures by enterprises to
support the development of the next genera-
tion
The Act for Measures to Support the Devel-

opment of the Next Generation makes it manda-

tory for enterprises with at least 301 regular
workers to draw up “ordinary business action
plans” specifying measures to help workers to
balance work and childcare and to notify the

Minister of Health, Labour and Welfare of them.

Enterprises that develop and implement appro-

priate action plans and meet certain require-

ments, such as attainment of their objectives, are
accredited by the Minister of Health, Labour and

Welfare and allowed to use the “Kurumin” mark

in recognition of their family friendliness.

To encourage further action by enterprises,
the Act for Measures to Support the Development
of the Next Generation was revised in 2008 to
expand the obligation to prepare and submit no-
tification of ordinary employer action plans from
enterprises with at least 301 regular workers to
those with at least 101. It was also made man-
datory to disclose and inform employees of such
plans.

(3) Support for development of workplaces that
facilitate the work-life balance
In addition to (1) and (2) above, the Govern-

ment is working to develop conditions that fa-

cilitate the balancing of work and personal life
through such measures as providing various sub-
sidies to enterprises that promote balance, en-
couraging the spread of “family-friendly enter-
prises” through the “Equality and Work-Life

Balance Enterprises Recognition” program, and

supporting the reemployment of workers who

have left the workforce to care for children or
relatives.
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n Minimum Wages

Purpose of System

The minimum wage system is a system by
which the Government establishes legally en-
forceable minimum amounts for wages that at
least employers must pay workers.

The stated objective of the Minimum Wage Act
(hereinafter referred to as the “Act”) is “to im-
prove the working conditions of low-paid workers
by guaranteeing minimum amounts of wages and
thereby to contribute to stabilizing workers’ liv-
ing, raising the quality of the labor force, and
securing fair competition among undertakings,
as well as to promote the sound development of
the national economy” (Article 1 of the Act).

Methods of Determination and Types of
Minimum Wage

In Japan, minimum wages are determined
based on investigation and deliberation by
minimum wage councils. This is called the “coun-
cil method.”

* Another method of determining minimum
wages, called the “expanded collective labor
agreement method,” was discontinued under
revisions to the Act effective from 2008.
Minimum wages are of three kinds—regional,

industrial, and occupational—of which two are
presently set: 1) regional minimum wages and 2)
industrial minimum wages.

1) Regional minimum wages
(All 47 prefectures had regional minimum
wages in FY2008. These covered approxi-
mately 50 million workers, and the weighted
average amount was 703 yen.)

Regional minimum wages are determined at
the level of each prefecture and accordingly
named after the prefecture. As a rule, they apply
to all workers working at establishments and all
employers employing even just one worker in the
prefecture concerned.

2) Industrial minimum wages
(There were 251 industrial minimum wages
in FY2008, covering approximately 3.81 mil-
lion workers. The weighted average amount
was 786 yen.)

Almost all industrial minimum wages (249 of
the total) are established for a specific industry in
a given prefecture, and accordingly named after
the prefecture and industry concerned. One
minimum wage covers a specified industry na-
tionwide, and is named accordingly.

Following the recommendations of the Central
Minimum Wage Council dated July 29, 1981, and
February 14, 1986, industrial minimum wages
are established where the employers and workers
concerned consider it necessary for wages to be
higher than the regional minimum in order to
improve working conditions and ensure fair busi-
ness competition. (247 “new industrial minimum
wages” of this kind have so far been set.)

The “former” industrial minimum wages set
before these recommendations were made have
not, with the exception of those replaced by new
equivalents, been revised since 1989, and have
been phased out as they have fallen below the
regional minimum wage. Presently only three

minimum wages of this kind remain.

Standards for Determination of Mini-
mum Wages

Minimum wages are established taking into
all-round consideration three factors: 1) workers’
cost of living, 2) workers’ wages, and 3) the ca-
pacity of normal industries to pay wages. When
considering the first factor, consideration is
shown for consistency with measures pertaining
to public assistance to enable workers to main-
tain the minimum standards of wholesome and
cultured living (Article 9 of the Act).

138 Labor Situation in Japan and Analysis: General Overview 2009/2010



Revision of Minimum Wage Rates

Since 1978, guideline increases to regional
minimum wages have been presented every year
by the Central Minimum Wage Council to the
regional minimum wage councils in order to en-
sure consistency nationwide. The Regional
Minimum Wage Councils then consider revisions
to the regional minimum wage in their area
based on local conditions and taking these guide-
lines into consideration.

Industrial minimum wages are revised after
deliberation by a minimum wage council where it
deems this necessary following a request by a
representative of some or all workers or employ-
ers (Article 15, Paragraph 1 of the Act).

Expression of Minimum Wage

Minimum wages are presently expressed in
the form of an hourly rate as provided for by Ar-
ticle 3 of the Act. (However, some industrial
minimum wages are expressed as both a daily
rate, as in the past, and as an hourly rate: the
daily rate applies to those workers in the indus-
tries concerned who are paid a daily wage, and
the hourly rate applies to those paid an hourly or
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monthly wage. Following the entry into effect of
the revised Act in 2008, minimum wages ex-
pressed as daily rates must also be expressed as
an hourly rate when next revised.)

In order to determine whether the wage actu-
ally paid meets the minimum wage, therefore,
the actual wage received less the allowances for
dependents, etc. shown in 5 is compared with the
minimum wage by the appropriate method
shown below according to the mode of payment of
wages (Article 2 of the Rules).

1) Hourly wage Hourly wage > minimum
wage (hourly rate)
2) Daily wage Daily wage / scheduled work-
ing hours per day > mini-
mum wage (hourly rate)
(Daily wage > daily rate of
minimum wage in the case of
industrial minimum wages
to which a daily rate applies)
3) Monthly wage Wage is converted to an
amount per hour and com-
pared with the minimum

wage (hourly rate)

V-13 Minimum Wages (Weighted National Average)

Minimum wage by prefecture
Minimum wage by industry

(As of October 1, 2008, yen)
Hourly rate
703
786
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V-14 Methods Used to Set Minimum Wages
(Minimum Wages Set through Minimum Wage Council Investigation and Deliberation)

Central minimum wage council Regional minimum wage council
[ Consideration for guideline] [ Consideration for regional minimum wage]
Request for Request for
deliberation deliberation

} |

Investigation and
deliberation
1 Investigation and
Present guideline deliberation
Drafting of a report >

!

Drafting of a report

!

Decision

}

Publication of the
decision

I

Implementation
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Industrial Safety and Health Measures and Workers’ Accidents Compensation

Insurance System

Trends of Industry Accidents and Work-
related Diseases

Although the number of work-related casual-
ties has a long-term trend of steady decrease, as
many as 540,000 casualties are still seen in Ja-
pan every year. The number of work-related fa-
talities marked a new record low of 1,357 fa-
talities in 2007. Regarding the situation of work-
ers’ health, on the other hand, the results of pe-
riodic health examinations show around 50% of
all workers having some abnormal findings. Be-
sides, a survey conducted by the Ministry of
Health, Labour and Welfare (hereinafter referred
to as MHLW) in 2007 shows around 60% workers
are having some serious anxieties or stresses re-
sulted from their work or working life in the
workplace.

Current Situations and Challenges in
Occupational Safety and Health Meas-
ures

Since 1958, the MHLW has launched and im-
plemented ten Industrial Accident Prevention

Plan (5 years each). In accordance with the 11th

Industrial Accident Prevention Plan (2008-2012),

the MHLW is working on the following chal-

lenges:

1. Promotion of risk assessment and imple-
mentation of risk reduction measures based
on the findings

2. Prevention of accidents caused by machinery

3. Prevention of health impairments caused by
chemical substances

4. Promotion of measures against mental dis-
orders in the workplace

Workers’ Compensation Insurance
System

This government insurance system pays the

necessary insurance benefits to workers to give
them prompt and equitable protection against
injury, illness, disability, death, etc. resulting
from employment or commutation. The system
also provides welfare services to injured workers
to promote their smooth return to society (see
V-17).
(1) Eligibility

Any business that employs workers may par-
ticipate in the Workersz Compensation Insur-
ance System, excluding government employees
(except local government part-time workers en-
gaged in bluecollar labor) and seamen who are
eligible for the Mariners Act. Certain businesses
engaged in agriculture, forestry or fishery, and
employing five or fewer workers may be eligible
on a temporary basis. Additionally, special en-
rollment may be granted to smaller business
owners and their family employees, sole proprie-
torships, and workers dispatched on overseas as-
signments. In those cases, they are entitled to
receive benefits for injuries sustained at the
workplace and, in some circumstances, for inju-
ries sustained while commuting to or from the
workplace.
*Seamen will be eligible for workers’ compensa-
tion insurance benefits from January 1, 2010.
(2)Insurance Premiums and the Burden of Ex-

penses

Employers are required to pay insurance
premiums, which are calculated by multiplying
total payable wages by the accident rate deter-
mined for each business category (3/1,000-103/
1,000). Companies larger than a specific size may
participate in a socalled merit system, whereby
premium rates or total premium (excluding those
related to accidents occurring while in commute
or benefits for a second physical exam) are based
on relevant accident rates at each company.
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V-15 Outline of Workers’ Compensation Insurance System

Workers’ Accident compensation insurance

Applicability
All businesses that hire workers

Eligible workplaces:
C. 2.64 million

(End of FY2007)

Eligible workers:

- (End of FY2007)
c. 51.31 million
Revenue source:
(Insurance premiums (total wages x
premium rate)
Premium rate (industry-specific):

< 3/1,000—103/ 1,000
Employers responsible for entire
amount
\_(partial government subsidies)
Revenue from insur-
S ance premiums; (FY2008)
¥1,094.9 billion
New beneficiaries: (FY2007)

607,348

Pension recipients:
223,735

(End of FY2007)

........... Special enroliment

Smaller business owners, owners of
family businesses, persons engaged in
special work, workers on overseas as-
signment

Insurance
benefits

Conditions for
application of
sliding-scale
system

Suspension of busi-
ness Wage fluctua-
tions exceeding 10%

Pension and
lump-sum payments
Automatic sliding-
scale wage system
(annual)

When workers take time off for
medical treatment

When workers remain dis-
abled, depending on the de-
gree of disability

| | When workers die from occu-

pational

When workers require con-
stant or periodic care

Employee

welfare
services

| | Abnormal Diagnoses for brain

and heart patients

Help injured workers return to
society
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Compensation for medical All medical expenses
expenses

60% of standard benefits per day of work missed,

Compensation for missed work beginning on the fourth day of absence ]

/Payment ranging from 245 (Class 3) to 313 (Class 1) h
| | Compensation for ilinesses or days’ worth of pension at standard daily rate to those + Additional special
injuries (pension) who have not recovered from illnesses or injuries after benefits
18 months of treatment _ * Special benefits
_ _ for missed work
Compensation for disabilities Payment ranging from 131 (Class 7) to 313 (Class 1) * Special lump-sum
r (pension) days’ worth of pension at standard daily rate payments
- * Special pensions
L Compensation for disabilities (Payment ranging from 56 (Class 14) to 503 (Class 8) 1)
(Iump sum) days’ worth of pension at standard daily rate

- -

. . (P ing from 1 24 " worth of )
Compensatlon to survivors ayment ranging from _ 53 days to _5 days’ worth o
— pension at standard daily rate, according to number of

(pension) survivors
~ —
Compensation to survivors Lump-sum payment amounting to 1,000 days’ worth of )
(Iump sum) standard pension to survivors not eligible for pensions /

i ¥315,000 + 30 days of standard compensation (mini-\
Compensation to Funeral mum compensation: 60 days’ worth at standard daily
expenses (Full payment) rate)

~

/Up to ¥104,960 for constant care and ¥52,480 for\
occasional care, per month

- -

Compensation for nursing care

Payment for a second medical Second exam to ascertain cardio vascular or heart |
examination condition and special health guidance by a doctor

- -

(Provision of artificial limbs, establishment and administration of industrial accident hospitals)

(Special benefits for injured workers; benefits to defray the cost of educating injured workers’ children)

(Implementation of measures for preventing accidents at the workplace and promoting occupational
medicine)

Source:  Ministry of Health, Labour and Welfare
Notes: 1) Standard daily rate is calculated by dividing total wages paid to a worker during the three calendar months preceding the
injury by the number of calendar days in that period. (minimum compensation: ¥4,060).

2) Minimum and maximum standard daily rates for pensions and long-term (18 months) medical treatment are determined ac-
cording to age group.

3) There are merit systems that increase or decrease health care rate (amount of insurance premium) according to the balance
of industrial accident insurance for each business (40% for persons occupied in continual businesses, and among busi-
nesses for a definite term, 40% for persons occupied in construction business and 35% for persons occupied in logging
business).
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V-16 Trends in Industrial Accidents

(Persons)
500,000

450,000
400,000
350,000
300,000
250,000
200,000
150,000

100,000

6,000
5,000
4,000
3,000

2,000

1,000

1973 74 75 76 77 78 79 80 81 82 83 84 8 86 87 8 89 90 91 92 93 94 95 96 97 98 99 2000 01 02 03 04 05 06 07(Year)

Source: Labour Standards Bureau, Ministry of Health, Labour and Welfare
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Public Vocational Training Policies

The term “public vocational training”, in a
narrow sense, refers to vocational training con-
ducted at public human resources development
facilities. However, more broadly, public voca-
tional training includes the disbursement of sub-
sidies to defray educational expenses, and is
based on the following three policies:

(1) Providing vocational training at public hu-
man resources development facilities (the
narrow definition of public vocational train-
ing).

(2) Encouraging employers and employer asso-
ciations in the private sector to offer voca-
tional training by awarding subsidies, dis-
seminating information, and providing con-
sulting services.

(3) Motivating workers to acquire skills volun-
tarily by granting subsidies and providing
informational and consulting services.

(4) Provision of practical vocational training
combining practical work experience and
classroom study to those with poor opportu-
nities to develop vocational skills, such as
freeters, mothers who have finished raising
children, and single mothers, to facilitate
their movement into stable employment (“Job
Card Scheme”).

Table V-23 shows the ways in which public
vocational training has been implemented in Ja-
pan. Graduates from school are offered mainly
long-term training lasting one to two years, while
unemployed workers receive mostly training of
six months or less and employed workers primar-
ily receive short-term training of only a few days.
By act, vocational training is offered to those
changing occupations (and currently unem-
ployed) and the physically disabled free of charge,
but the cost of texts and other materials is borne
by trainees. Some training courses for those
changing occupations (and currently unem-
ployed) are entrusted to private sector education
and training institutions. Training subjects

taught at public human resources development
facilities are mostly vocational and technical sub-
jects for industries such as manufacturing and
construction, but among the training commis-
sioned to the private sector, courses are estab-
lished in various subjects like computers and so-
cial welfare. Short-term vocational training for
the employed is implemented based on the needs
of employers or employers’ associations of the re-
gion.

The Polytechnic University, a public voca-
tional capacity development university, provides
training and education to cultivate public voca-
tional training instructors and develops text-
books for that purpose.

Furthermore, among the facilities illustrated
in Table V-23 is the Lifelong Human Resources
Development Center, which acts as a central base
facility for the human resource development of
white-collar workers.

Steps taken to promote education and train-
ing in the private sector are outlined in Figure
V-22. Career development promotion grants ap-
pearing therein is intended to promote effective
career development for employees within the or-
ganization. Employers will be subsidized to cover
part of the wages and expenses associated with
the conduction of educational and training activi-
ties they provide, based on a plan created within
the business, for the workers employed there.
The financial resources for Career development
promotion grants come from a separate body es-
tablished under the employment insurance um-
brella and, being funds collected universally from
business owners, shall be returned (again, uni-
versally) to Employers in the form of subsidies
for education and training.

In terms of support for self-education, there is
the Education and training grants system intro-
duced in December 1998. This is for workers who
have been enrolled in employment insurance for
at least three years, and provides assistance to
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the amount of 40% of class expenses with a
maximum of 200,000 yen* (and in the case of an
employment insurance period of at least three
years and less than five years, assistance of 20%
with a maximum of 100,000 yen) paid by workers
who attended and completed education or train-
ing designated by the Minister of Health, Labour
and Welfare.

As of October 2005, eligible courses numbered
8.807 at 2,552 facilities, and it has become possi-
ble to receive benefits for many courses, such as
in computers and bookkeeping, as well as prepa-
ration for a variety of certifications. Furthermore,
starting in April 2002, we are trying to launch
the construction of a new system for human re-
sources training-Pushing ahead with Leading
Efforts to Create a human resources super-
power-with cooperation, etc. of industry, acade-
mia, and the government.

In addition, the Comprehensive Employment
Measures were laid down in September 2001; the
three main Programs are creation of employment
opportunities by fostering the development of
new markets and new industries, corrections in
employment mismatches, and improvement of
the employment safety net. On the development
of professional ability, certain measures have al-
ready been put into effect. For example, the pro-
motion of professional capacity development,
making use of all educational and training re-
sources such as private education and training
institutions, universities and graduate schools,
business owners and non-profit organizations.
Another measure is the placement at public em-
ployment security offices of advisors to support
development of abilities. These advisors will do
such things as provide consultation for job seek-
ers on capacity development connected with the
job search process, based on understanding their
work experience and aptitude. Additionally, there
will be placement of further advisors who clarify

the abilities required to provide such services to

job seekers as consultation support operations for

the promotion of information disclosure on the
required professional ability.

April 2008 saw the launch of the “Job Card
Scheme”. This scheme, which is targeted at peo-
ple such as freeters, provides practical vocational
training combining work experience with class-
room study packaged to meet the needs of the
individual after awareness raising and identifi-
cation of challenges through personal career de-
velopment advice. The results of work experience
and enterprises’ evaluations of participants are
then entered in “job cards” to assist them in their
job-hunting activities.

The scheme provides the following forms of
vocational training to give participants the op-
portunity to develop their vocational skills and
facilitate their movement into stable employ-
ment:

1) Fixed-term practical work experience: Prac-
tical training for freeters, etc. who have little
permanent work experience provided

through employment in an enterprise for

three to six months.

2) Practical human resource development sys-
tem: Training targeted mainly at new gradu-
ates to develop core frontline human re-
sources provided through employment in an
enterprise for six months to two years.

3) Japan-style dual education system: Training
of freeters and women who have finished
raising children, etc. provided mainly by con-
tracted private educational training insti-
tutes, typically for a period of four months.

* 20% up to a maximum of 100,000 yen in the
case of persons enrolled in employment insur-
ance for at least three years and less than 5
years.
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