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Abstract

At first of all, this paper will introduce the overview about the Fundamental Policies for Employment Measures for the Disabled (1998~2002) that announced by Japanese government's M.O.L. (Ministry of Labour) in March 27, last year. Then, sketched the aspects of measures after the Fundamental Policies, analysing the task we are facing that concerned with this issues.

A.
Basic status (Charts and Tables)

-
Employment Quota System

-
Levy and Grant System

-
The Special Project

B.
Aspects

-
The Employment Quota's rate up since the July, last year.

-
Severely handicapped persons increased recent.

-
The measures for the people with mental disabilities and the persons with


 mental retardation come out.

C.
Tasks

-
 The measures to respond to the characteristics of a disability individually should 


be taken, with special emphasis on the persons with severe disabilities. (Job

 matching & Diversity of Job description)

- Toward to hiring experienced workers instead new graduates.

- SOHO (Small Office, Home Office) style, such as tele-work at home by using


the information technology become a new trend. (Case : "Prop station",


"WeCAN")

-
Bring up the manpower

D.
Conclusion

The employment for the Disabilities is not only mean the persons can earned the money for living. It's also mean they get a chance to realizing the values of themselves by using their remaining abilities. It has a significant meaning for both the Disabilities and the local society because it is the first step to participant the local society as a "regular member".

Text


Ladies and gentlemen, good afternoon. My name is Hideki Sakamoto and I’m a Director at International department, Tokyo Organizations, Japanese Federation of Organizations of the Disabled. I deeply appreciate being given this opportunity to speak about the issue about employment for persons with disabilities in Japan.

First I would like to explain various ways for them to "work". In some cases, disabled persons work in a protected environment, like workshops run for their exclusive use, which is called sheltered employment, and in other cases they have opportunities to work with non-disabled persons at ordinary jobsites, which we call open employment. The Ministry of Health and Welfare manages sheltered employment and the Ministry of Labour is in charge of open employment. Japan's employment policy for persons with disabilities is not to give them only sheltered employment but to actively find open employment opportunities for them to work at ordinary jobsites. I'd appreciate your bearing this point in mind.

1 Overview of Disabled Persons

(1) The scope of disabled persons

To start with, I'll explain the scope of persons with disabilities as covered by government measures. Although it varies from nation to nation, in Japan it includes persons with physical, intellectual and mental disabilities.

The attached charts and figures will show that there are approximately 3,177,000 persons with physical disabilities, 413,000 with intellectual disabilities and some 2,163,000 with mental disabilities, altogether accounting for around five percent of our total population. Health and welfare services are provided to these disabled persons, while services relating to employment are provided to those who are capable of work in open employment settings with or without vocational training and/or continued support.

(2) Disabled workers

The number of disabled persons eighteen years of age or more who stay at home, that is, who are not in residential welfare facilities or medical institutions, stands at 2,933,000 for those with physical disabilities and 195,000 for those with intellectual disabilities, among whom 900,000 physically disabled and 130,000 intellectually disabled persons are holding jobs. Among them, forty percent of those with physical disabilities are employed by private enterprise, and another forty percent are either self-employed or working in companies owned by their family. About half the persons with intellectual disabilities work at ordinary jobsites while the other half receive sheltered employment.

2.
The basic concept of employment measures for persons with disabilities

It was only about fifty years ago when the Japanese government started to make comprehensive employment measures for disabled persons. With Helen Keller's visit to Japan in 1948 as the momentum, public interest in disability issues grew and the first "Vocational Rehabilitation Week for Physically Disabled Persons" was set in September 1948, which has been succeeded by the "Month for the Promotion of Employment for Disabled Persons". Every year in September, a campaign to increase public understanding and interest in hiring disabled persons is conducted, with the government, local authorities and Japan Association for Employment of the Disabled playing an important role.

The efforts of the government and organizations concerned since then made the "Physically Handicapped Persons' Employment Promotion Law" enacted in 1960, as the basis for taking various measures under this statute.

The "UN International Year of Disabled Persons" in 1981, the "United Nations' Decade of Disabled Persons" from 1983 to 1992, and the "Asian and Pacific Decade of Disabled Persons" that followed, greatly influenced the employment of disabled persons. During these years, the basis for disabled persons to take part in society has largely improved and public understanding of the concept of normalization has largely increased as well.

Employment measures for disabled persons in Japan are being taken in line with a "New Long-Term Program for Government Measures for Persons with Disabilities", launched in 1993, and the "Action Plan for Persons with Disabilities - Seven-year Normalization Strategy", begun in 1995 to implement important measures of the Long-Term Program. Fundamentals of these measures are based on the concept of normalization that enables disabled persons to be active members of the society in many ways under the banner of "Full Participation and Equality", the very theme of the "UN International Year of Disabled Persons".

To realize the concept of normalization, which includes social independence of the disabled, their full participation by working is vital. Accordingly, the "Fundamental Policies for Employment Measures for Disabled Persons" is stipulated and comprehensive employment measures are being carried out in line with the policies while publicizing the importance of this issue.

The current "Fundamental Policies for Employment Measures for Disabled Persons" was announced March in 1998, with the period set from 1998 to 2002. The main purpose of the policies is to cope with the aggravation of disability and the aging of disabled persons, aiming especially at the improvement of measures for persons with severe disabilities.

Incidentally, when formulating fundamental policies or amending the law, it stipulates submitting its contents to the "Advisory Council for Employment of Disabled Persons", which comprises representatives of workers, employers and disabled persons, as well as academics.

3.
Structure of employment measures


The legal framework that forms the basis of the current employment measures for disabled persons is grounded on the "Law for Employment Promotion, etc., of the Disabled", which followed the 1960 "Physically Handicapped Persons' Employment Promotion Law". The latter stipulated that employers should make an effort to hire physically disabled persons at a fixed rate. In 1976 the law was drastically amended to include:

[1] making it the duty of employers to hire physically disabled persons at a fixed rate or more, 
[2] adjusting the imbalance of the economic burden among firms, which results from the levy system, and 
[3] promoting employment of disabled persons by providing various kinds of grants to employers.

In 1987 the scope of the law was expanded from persons with physical disabilities to all disabilities, with its name the "Physically Handicapped Persons Employment Promotion Law" changed to the "Law for Employment Promotion, etc., of the Disabled". At that time, the scope of disabled persons whom employers were obligated to hire was still limited to physically disabled workers. But under the 1987 amendment, intellectually disabled persons were included.


Measures to promote employment of disabled persons are divided into two categories: vocational rehabilitation that supports them so that they can work at ordinary jobsites, and guidance and support to employers who hire them.

Vocational rehabilitation includes evaluation of vocational ability of disabled persons, training to gain vocational skill, on-the-job training at actual jobsites, job referral when they apply for it, workplace adaptation guidance after they find a job and several other services.

With respect to employers, guidance on the quota system that obliges them to hire disabled workers, necessary information on levy and grant systems intended to adjust the imbalance of employers' burden incurred by retaining them, and other information on the hiring of disabled persons is given.

4.
Implementation structure of employment measures

There are several spheres of activity for promoting the employment of disabled persons:

(1)
Public employment security offices

Public employment security offices play the central role among all the measures.  About 600 offices, including branches operate throughout Japan.  They engage in employment counselling, accept job offers from firms and secure work for general applicants as well as disabled persons. For disabled job applicants, a section with a special staff is set up in each office, and vocational counselling is carefully conducted on an individual basis. Various kinds of support are provided to help persons with disabilities find jobs, as well as follow-up guidance after they're hired.

(2)
Local vocational centres for the disabled

Japan Association for Employment of the Disabled manages local vocational centres for the disabled in 47 prefectures. By drafting plans for vocational evaluation and rehabilitation, these centres give technical support to public employment security offices, provide preparatory work training to disabled persons, and technical guidance to employers when managing disabled personnel. Each centre is staffed by professional vocational counsellors.

(3)
Human resources development facilities

In addition, we have human resources development facilities which formulate vocational training courses for trainees with disabilities, established by the national government, prefecture governments or private enterprise that train persons with disabilities in basic work habit and skills. There are thirteen national, six prefecture and eighteen private facilities throughout Japan.

5.
Three basic measures

The framework of employment measures is based on three basic pillars: the quota system, the levy and grant system and placement services.

(1)
The quota system 


[1] Setting the quota

The ”Law for Employment Promotion, etc., of the Disabled" stipulates that when employers hire or discharge their workers, the ratio of physically or intellectually disabled persons to the total workforce should be as legally specified or more.

Called the "employment quota rate for disabled persons", the figure was revised this July to 1.8% for private enterprise, prior to which it had been 1.6%. As explained earlier, the law was amended in 1997 to include persons with intellectual disabilities, and accordingly the quota was raised.  The legal employment quota is computed based on the ratio of disabled workers in Japan's overall labour market.

With private enterprise legally required to hire 1.8% or more of disabled employees, it means that enterprises with 56 or more regular workers should retain at least one disabled person. When hiring severely disabled employees, one person counts as two.

At national and local government offices, the legal quota is 2.1%, higher than for private enterprise, considering that they're in a position to retain larger numbers of disabled persons than the private sector.

[2] Guidance for meeting the quota

To help attain the stipulated quota, various measures are taken. Employers obliged to hire one or more disabled persons based on the "Law for Employment Promotion, etc., of the Disabled" must submit a report on the employment status of disabled workers as of June 1 every year to the chief of the public employment security office that has jurisdiction over them.

Should the number of disabled workers fall short of the quota, the public employment security office instructs the company to hire more of them. When the number is conspicuously short, the office orders the employer to draft a three-year employment plan, after which the office checks its implementation every year while urging the employer to hire disabled persons. If the employer does not strive to improve without good reason in defiance of employment office directives, the corporate name can be made public. In actual practice, companies, especially the big ones, are loath to do anything that will result in such social sanction. We saw only one occasion when corporate names were made public and that was in 1992.

[3] Attaining the quota

Looking at the status of attaining the employment quota shows that disabled workers retained by the private sector in 1997 amounted to 1.47% of the aggregate of regular workers, which was below the stipulated quota for that year (1.6%). The ratio of companies that have attained or exceeded the quota is only about 50%. For the past decade, the actual employment rate has steadily grown, but the fact that the goal has not been attained demands further efforts by private enterprise and the government alike.

The status of attaining the quota is evaluated individually at each enterprise except for specific cases based on the "Special Subsidiary Company System". When a parent company establishes a factory or workshop that pays special attention to employing disabled persons as a subsidiary where disabled workers are retained collectively, these workers are, under certain conditions, regarded as employed by the parent company and can be included in the calculation of its quota. Making use of the Special Subsidiary Company System, more and more big corporations have established such subsidiaries that have become models of successful employment of disabled persons.

The new wave is the disability people start to get job by using the advanced information technology recent years, such as we call the " tele-worker" or SOHO (Small office and Home office. I'd like to show you 15 minutes Demonstrate Video "WeCAN" at other place. The original is Japanese. In the day, I'll bring it and translate it into English orally.

(2) Levy and grant system

As another way to promote the employment of disabled persons, together with guidance based on the employment quota system, we have a "Levy and Grant System for Employing Disabled Persons," which has been set up to adjust the economic burden encountered.

When a firm hires disabled persons, it can well incur an economic burden owing to the need to improve work facilities and environment as well as to give them special training. Taking this into account, the levy is collected from companies that have not hired a sufficient number of disabled persons to be distributed among firms retaining many disabled persons so as to reduce their economic burden. The objective of this system is to adjust the economic burden on companies resulting from employing disabled persons while increasing the employment opportunities for persons with disabilities as a whole. The levy is collected from firms having a workforce of 300 or more depending on the number short of the legal requirement for disabled workers, and it is paid as adjustment allowance and rewards to employers who retain more disabled persons than the quota and to small firms employing many disabled persons.

In addition, with the levy as a fund, grants are paid to employers when they install or renovate facilities or equipment for the purpose of hiring, or the ongoing employment of; disabled workers, when they assign persons to counsel or aid them and when they purchase or lease housing or commuting buses for disabled workers. Especially for those who run workshops employing many severely disabled persons, grants are paid to subsidize the cost of establishing or renovating facilities to encourage their efforts, as models of successfully retaining severely disabled workers.

(3) Placement system for persons with disabilities

Turning to the subject of job placement, when disabled persons apply for work at the public employment security office, the nature of their disability, their skill, knowledge, experience, vocational aptitude, physical faculties, desired type of job, etc. are noted in their application form, and they receive counselling based on it.

If necessary, an aptitude test and/or vocational evaluation is conducted by the vocational centre for the disabled, and a plan will be drafted for the applicant on the method of job placement and the necessary vocational training. When appropriate job offers from firms under the jurisdiction of the employment security office are available, placement occurs immediately. When there are no satisfactory offers, office personnel will visit companies to solicit them. In such cases, efforts are made to expand job opportunities to the maximum by, for instance, securing the cooperation of firms that have not attained the required quota or urging the use of a system that subsidizes the wage of disabled employees for a certain period of time. When employers hesitate to immediately hire disabled persons as regular workers, they are recommended to use the workplace adaptation training system, whereby the government provides an allowance to employers so they can give on-the-job training for a certain period to disabled job applicants as a trial. After they improve their adaptability to the working environment and their vocational skill, employers will engage them as regular workers.

With disabled workers, it is important to follow up after they have been hired, to make sure that they have properly adapted to the jobsite environment and that the work contents do not exceed their ability.  To this end public employment security office personnel and professional vocational counsellors visit firms employing disabled workers to give advice as follow-up service.

In this manner, when finding work for disabled persons, carefully thought-out services are given when compared with the placement of non-disabled persons.

