LECTURE MEMORANDUM ON LABOR POLICY (WINTER 2008 HAMAGUCHI)

Chapter 2: Labor Market Policy

Section 5: Vocational Training and Youth Policy

(1) Vocational Training Policy
(a) From apprenticeship to in-house training


Vocational training stems from apprenticeship in pre-modern age. Even after the Meiji Restoration, apprenticeship was prevalent. Apprenticeship is exchange of service and training without pay, but it usually accompanied with some allowances. In Factory Law enacted in 1911, some provisions on apprenticeship were stipulated. Training of apprentices must be based on rules approved by the prefectural governor to prevent abuse of them. Most large companies set up their own training facilities and trained their young workers as trainees.

Under the war time regime, Skilled Workers Training Order was established in 1938. It obliged large and medium sized companies training of their employees for 3 years. The custom in large companies became obligation of many companies. In 1940, trade skill test system was established. These policies mainly targeted training of skilled workers in the munitions industries.

In the meantime, ILO adopted Recommendation No. 57 concerning Vocational Training, which required co-ordination and development of vocational training on the basis of general program, and Recommendation No.60 concerning Apprenticeship, which stressed the responsibility of employer to give adequate training, in 1939.

After the surrender in 1945, these systems were abolished. In 1947, Labor Standards Law was enacted and it stipulated that “an employer shall not exploit an apprentice, trainee, or other worker, by whatever name such person may be called, by reason of the fact that such person is seeking to acquire a skill” (Article 69). It also provided standards of in-house training such as terms, working time and pay. At that time, it was common ideal that training should be provided by public education systems.
(b) Vocational training and trade skill test


In 1958, Vocational Training Law was enacted. This Law was the first project which aimed to combine in-house training carried out by companies for their employees with public vocational training carried out by prefectures and public corporations for the unemployed. The philosophy behind the Law was that required skills should be common within and outside company. It defined the standards of vocational training in each job, which applied both public vocational training facilities and in-house training facilities of the companies.

The Law was significantly idealistic in introducing trade skill test system, which was inspired by German and Swiss system. The aim of the system was to create a modern labor market based on skills and jobs across the boundary of companies.

In 1969, the new Vocational Training Law was enacted. It was also based on the philosophy of modernization of labor market. It corresponded to Employment Measures Law enacted in 1966. It put in-house training under the authorization of prefectural governors. It means that in-house training should be regarded as a part of public vocational training. In-house training should focus not on company-specific skills but on common skills. But this aim was not achieved because of the importance of company-specific skills for companies.


In the meantime, ILO adopted Recommendation No.117 concerning Vocational Training, which defined training as “a means of developing a person's occupational capacities and of enabling him to use his abilities to the greatest advantage of himself and the community”, in 1962.
(c) Employment stability policy and in-house training


Employment Insurance Law enacted in 1974 was not in itself a turning point of orientation of vocational training policy. It provided a subsidy for paid leave for education and training, which aimed mobilization of workforce across the labor market. But as mentioned above, the Law opened the way towards employment stabilization policy, which would emphasize the importance of in-house training focused on company-specific skills.

The revision of Vocational Training Law reflecting this trend was carried out in 1978. This time, what was emphasized was employers’ (endeavor) obligation to give their employees opportunities for various trainings. An eye-catcher in the vocational training policy was Lifetime Vocational Training Promotion Subsidy, which presupposed lifetime employment practice. Using the same term “vocational” skills, its implication was drastically transformed from common skills to company-specific skills. Also in academic circles, a new school emphasizing the internal labor market and in-house skill formation became fashionable. Now lifetime employment practice and seniority-based wage system were re-appraised.

On the other hand, the advancement rate to senior high school skyrocketed this period. It made the image of vocational training school a crowd of dropouts who could not go to senior high school. The term “vocational training”, which was once fresh, became crude-smelling in this trend. In 1985, the Law was revised and renamed to Human Resources Development Promotion Law. It recognized on-the job training (OJT) as a type of in-house training clearly. It also made the planning of in-house training and appointment of responsible person employers’ endeavor obligation. The status of public vocational training facilities was lowered to appendices to in-house training.

In the meantime, ILO adopted Convention No.142 concerning Vocational Guidance and Vocational Training in the Development of Human Resources and Recommendation No.150 concerning Vocational Guidance and Vocational Training in the Development of Human Resources in 1975. The Convention adopted the term “human resource development” and required “comprehensive and coordinated policies and programs of vocational guidance and vocational training, closely linked with employment, in particular through public employment services”.
(d) Voluntary Human Resource Development


In 1990s, the trend of vocational training policy drastically changed again. This time, the focus shifted from in-house training to voluntary training, which was referred in euphemism of “self enlightenment”. In 1997, Human Resources Development Promotion Law was revised under the catchphrase of “Career is property”. Human resource development was now no longer responsibility of companies but that of workers themselves. In 1998, Education and Training Benefits were established in Employment Insurance Law. They are paid to workers who undertake and complete educational training course prescribed by Minister of Labor. The benefit rate was at first 80% of training fees with the upper limit of 300 thousand yen. They were lowered to 40% of training fees and 200 thousand yen respectively in 2003 thanks to the financial crisis in employment insurance account. 2007 revision of the Employment Insurance Law further lowered the benefit rate to just 20% and upper limit to just 100 thousand yen.

Stressing “self enlightenment” implies re-appraisal of public vocational training facilities. They are no longer regarded as crowds of dropouts who could not go to senior high school. The film “School III” released in 1998 depicted the middle-aged unemployed who were trained hard in the public vocational training school.
(e) Support of Career Development


Recently, Ministry of Health, Labor and Welfare has favored the term “career development”. In 2001, Human Resources Development Promotion Law was revised to encourage voluntary initiatives to develop vocational abilities based on workers’ career designs. Based on the revised Law, support system to promote career development has been developed. The most emphasized measure is training of career counselors, who offer personalized advice on career development to workers. Numerical target of career counselors to be trained in 5 years was set at 50 thousand. They are to be placed at PESOs and Career Development Support Corners (established in each prefecture by Human Resources Development Organization).

In 2004, ILO adopted Recommendation No.195 concerning Human Resources Development: Education, Training and Lifelong Learning, which required member states to facilitate lifelong learning defined as “all learning activities undertaken throughout life for the development of competencies and qualifications”.


In 2006, Human Resources Development Promotion Law was revised and it introduced “Japanese Dual System”. Dual System is a typical vocational education system in Germany and Switzerland. It combines workplace training as an employee and classroom education as a student. In a sense, this policy can be evaluated as a revival of “modern labor market policy” which focused on common skills across the boundary of companies.

In 2007, the government decided to start “Jobs Card System” from 2008. This system was designed in the Round Table for the Growth Power Raising Strategy in Cabinet Office. Targeted workers such as “freeters” or single mothers are offered workplace training in the companies and the evaluation of the by the companies are written in the “Jobs Card”. This “certificate” may facilitate the employment of them including the training company itself. 
(2) Youth Policy
(a) Protection of Minors

In Factory Law enacted in 1911, minors under 15 years old as well as women were treated as protected workers. Minors under 12 years old were prohibited to be employed. Minors between 12 and 15 were limited to work within 12 hours per day and were prohibited to work midnight (10 PM to 4 AM). These minors were also protected from dangerous and harmful work. These regulations did not suffice to ratify ILO Convention No.6 concerning the Night Work of Young Persons Employed in Industry. In 1923, Minimum Age in Industrial Employment Law was enacted and all minors under 14 with some exceptions were prohibited to be employed. This Law was based on ILO Convention No.5 fixing the minimum age for admission of children to industrial employment adopted at the first ILO Conference in 1919. 

In Labor Standards Law enacted in 1947, minimum age was set at 15 years old based on revised ILO Convention No.59 adopted in 1937. It also provided that minors between 15 and 18 were protected from night work and dangerous and harmful work. Working time regulation set at 8 hours per day and 48 hours per week was applied to minors in the same way as adult workers. But derogations such as overtime and monthly averaging system were not applied to minors. As a result, these minors are strictly limited to work within 8 hours per day.

The Law also regulate labor contract of minors. “The parent or guardian shall not make a labor contract in place of a minor” (Article 58). This provision was stipulated to prevent the abuse of parental rights such as forced labor of their children to pay off the debt to the loan shark. Moreover, “the minor may request wages independently. The parent or guardian shall not receive the wages earned by the minor in place of the minor” (Article 59). This provision reflected abusive practice that minors were accommodated in dormitories and were paid only small amount of money and the most part of wages were paid to parents directly.
(b) Employment Placement of New Graduates

In the first version of Employment Security Law enacted in 1947, Public Employment Security Offices were the main placement services for school graduates. Schools were not generally permitted to carry out placement service for their students and graduates. It required a permit from prefectural governor to do it. This system was criticized by schools severely. Therefore, the Law was revised in 1949 and schools could carry out placement of their students and graduates only with notification to governors.

Two types of placement service for students and graduates were introduced. The first type, where schools take part in the functions of PESOs, was applied to junior high schools. The second type, where schools carry out the placement services by themselves, was applied to senior high schools and universities. As advancement rate to senior high schools and universities rose, the latter type prevailed. This made unique characteristic of Japanese placement system of new graduates.

In other advanced countries, students start looking for jobs shortly before or after graduation. There are serious problems on “school to work”. In contrast, Japanese students are offered vocational guidance and are introduced suitable jobs by their teachers or school staffs fairly before graduation. It makes possible for new graduates to enter companies just after graduation. They are school students until 31st March and they are employed workers from 1st April. This makes smooth transition “from school to work” possible.
(c) Support of Career Development of Youth


This unique system has not changed until now. But situations surrounding students have been changed drastically in 1990s. First, as the economy stagnated, the job offers for high school students have not only shrunk in size but also deteriorated in nature. Recently, a number of young people graduate without getting jobs. Moreover, even those who can get jobs leave them soon. 50 % of senior high school graduates and 30 % of university graduates leave the jobs within 3 years. This is partly because of low quality of the jobs. But another factor behind this is lack of job awareness.

In 2006, 26 % of workers between 15 and 24 years old and 16% of those between 25 and 34years old are non-regular workers. They are called “freeters”, which is derived from English “free” and German “Arbeiter”. Besides them, the number of inactive youth or “NEET”, which is derived from “Not in Education, Employment or Training” in Britain, is increasing to 620 thousand in 2006. 

In 2003, four Ministers concerning youth policy announced Youth Independence and Challenge Plan. Based on it, Ministry of Health, Labor and Welfare is now carrying out a number of measures for youth such as: 

*Junior Internship: program offering work experience to high school students,

*Dual System in Japanese Style: training program that integrate practical workplace training in company with classroom education in training school,
*Trial Employment for Youth: project employing youth on probational basis to facilitate their transition to regular employment.


These measures represent a kind of revival of apprenticeship or traineeship, which were once regarded harmful to youth. But they have been re-evaluated as useful tools for transition from school to work in European countries, too. This is a very interesting phenomenon.
Legal Text:

Human Resources Development Promotion Law:

http://www.jil.go.jp/english/laborinfo/library/documents/llj_law5.pdf
Labor Standards Law:

http://www.jil.go.jp/english/laborinfo/library/documents/llj_law1.pdf
Employment Security Law:
http://www.jil.go.jp/english/laborinfo/library/documents/llj_law10.pdf
ILO Recommendation No. 57 concerning Vocational Training
http://www.ilo.org/ilolex/cgi-lex/convde.pl?R057
ILO Recommendation No.60 concerning Apprenticeship
http://www.ilo.org/ilolex/cgi-lex/convde.pl?R060
ILO Recommendation No.117 concerning Vocational Training
http://www.ilo.org/ilolex/cgi-lex/convde.pl?R117
ILO Convention No.142 concerning Vocational Guidance and Vocational Training in the Development of Human Resources
http://www.ilo.org/ilolex/cgi-lex/convde.pl?C142
ILO Recommendation concerning Vocational Guidance and Vocational Training in the Development of Human Resources
http://www.ilo.org/ilolex/cgi-lex/convde.pl?R150
ILO Recommendation No.195 concerning Human Resources Development: Education, Training and Lifelong Learning
http://www.ilo.org/ilolex/cgi-lex/convde.pl?R195
ILO Convention No.5 Fixing the Minimum Age for Admission of Children to Industrial Employment
http://www.ilo.org/ilolex/cgi-lex/convde.pl?C005
ILO Convention No.59 Fixing the Minimum Age for Admission of Children to Industrial Employment (Revised 1937)
http://www.ilo.org/ilolex/cgi-lex/convde.pl?C059
ILO Convention No.138 concerning Minimum Age for Admission to Employment
http://www.ilo.org/ilolex/cgi-lex/convde.pl?C138
ILO Recommendation No.146 concerning Minimum Age for Admission to Employment
http://www.ilo.org/ilolex/cgi-lex/convde.pl?R146
ILO Convention No.6 concerning the Night Work of Young Persons Employed in Industry
http://www.ilo.org/ilolex/cgi-lex/convde.pl?C006
ILO Convention No. 90 concerning the Night Work of Young Persons Employed in Industry (Revised 1948)
http://www.ilo.org/ilolex/cgi-lex/convde.pl?C090
