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Introduction 

It is said that Japan and the EU are two appealing and powerful economic entities; while at the same time particularly diverse concerning their political, cultural and historical development. Besides, there is no doubt about the fact that both of them are contributing to use their labour force in the most efficient and effective way. „Over the past four decades, Europe and Japan have emerged together as leading world economic powers. With a combined population of 500 million, the EU and Japan comprise less than 10% of the world's population, but over 40% of its GDP. This prominence has brought a concomitant increase in global responsibilities with regard to promoting and maintaining stability and security, both regional and global. Moreover, Japan is Europe’s most important partner in the Asian region, whilst for Japan, the EU is a centre of stability and growth in a turbulent economic world.” The aim of this white paper is to provide an overview of the features of the labour market both in Japan and EU. In order to present an in-depth picture, we approached the labour market from different points of view; like the legal background, the structure of labour market, unions etc. Furthermore, we also used some economic metrics, like the rate of unemployment or wages, and statistics that are available and easily comparable in case of both regions. 

Characteristics of labour 

To begin with, we would like to list some economic indicators, namely GDP and population, which are fundamental in case of any economy and crucial when analyzing labour markets. However, before going into details we would like to mention, that in this chapter we used OECD data to compare the two labour markets. It is important, because different organizations use different methodology when collecting statistical data, therefore their result are not identical. 

The first table displays GDP per capita measured over a four-year period, while the second one includes the size of the population (measured in thousands). Based on the figures below we can assess that even though EU‘s population is approximately three times bigger then Japan’s population the GDP per capita is higher in Japan. In other words, besides its labour force Japan uses additional factors, for instance technology, to produce GDP and maintain its productivity at a high level. 

Table 1
	GDP per capita                    
	2000
	2001
	2002
	2003
	2004

	Country
	           
	           
	           
	           
	           

	Japan
	26027
	26632
	27196
	28016
	29664

	EU15: European Union of fifteen
	24885
	25939
	26995
	27670
	28741

	
	
	
	

	Population
	2000
	2001
	2002
	2003
	2004

	Country
	           
	           
	           
	           
	           

	Japan
	126 926 
	127 291
	127 435
	127 619
	127 687

	European Union 15
	376 517
	378 232
	380 040
	381 745
	383 251


data extracted on 2007/03/29 18:07 from OECD Stat
According to the figures, Japan’ growth of population is apparently declining, which is mainly caused by the fact that nuclear families became very common especially in the last decade. Even though EU’s population is increasing each year, we can say that both regions are facing the issue of aging. Considering all these facts, now we would like to elaborate the basic features of the labour markets in the following sections.

Labour size

First of all, let us mention the size of the labour force. The figures in the table below display the number of people from the total population who are employed plus people who are unemployed but actively looking for a job. It is worthy to notice that in case of both regions the growth of the labour force is slightly bigger than the population growth. This can be explained by the fact that unlike in the past, nowadays lots of women tend to keep their jobs during the period of childbirth too. Furthermore, people are getting more and more educated so they are more likely to find jobs.

Table 2
	Labour Force 
	2000
	2001
	2002
	2003
	2004
	2005

	Country
	           
	           
	           
	           
	           
	           
	           

	Japan
	           
	67660
	67530
	66880
	66660
	66390
	66500

	European Union 19
	           
	202876,08
	203530,45
	205050,7
	206884,96
	209541,84
	212446,42

	European Union 15
	           
	173668,27
	174248,88
	175940,88
	178016,36
	180579,83
	183262,44

	data extracted on 2007/03/29 18:07 from OECD Stat
	
	
	
	


Educational attainment

As we have mentioned education is very important when considering labour. Unfortunately, we did not manage to find statistical data on the level of education during a longer period of time, where we could separately show the figures for Japan and EU. As compensation we have prepared a table of education for the year 2002, where Japan as well as some of the EU countries are listed. It is to give an idea of the educational attainment of the population of the selected countries.

Table 3
	Level of Education
	Primary education
	Secondary education
	Total tertiary education

	Year 2002
	 
	 
	 

	Country
	           
	           
	           

	Austria
	32707
	74493
	30980

	Denmark
	54814
	m
	m

	Finland
	36433
	61799
	37896

	France
	379352
	864870
	186649

	Germany
	235993,02
	589964,706
	277041,971

	Greece
	51606
	84305
	21094

	Hungary
	85547
	117191
	23938

	Ireland
	23733
	29235
	19039

	Italy
	288637
	761718
	146137

	Japan
	539410
	787257
	691609

	Luxembourg
	2893
	3206
	m

	Netherlands
	137016
	108418
	44219

	Poland
	95921
	73581
	m

	Portugal
	69578
	89586
	m

	Slovak Republic
	16926
	56695
	13280

	Spain
	177797
	281206
	133546

	Sweden
	73911
	74967
	33749

	United Kingdom
	264110,61
	474675,479
	98310

	data extracted on 2007/03/29 21:55 from OECD.Stat
	

	Legend: m-missing value
	


Gender gap 

In fact, concerning economical participation no country in the world has reached equality between women and men.  Whether we like it or not the persistent gap between men and women undoubtedly still exists and limits the labour potential of each country. In order to prove that let us show you two graphs as follows. 

Graph 1
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Graph 2
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As you can see, the female labour force participation is considerably less than male’s. The main reason for that is the national culture and traditions. In the past Japan was especially rigid to female workers, since it was not possible for a woman to get higher position than an administrative worker. Naturally, times are gradually changing and the government tries to introduce some gender equal employment policies to support equality in economic participation. European countries defer quite much concerning this issue. On one hand, the Nordic countries are used as a benchmark, when comparing the gender gap indexes. On the other hand, as we are moving southern and eastern the economic participation of women is decreasing. 

Job tenure

In general, employees and employers have different approach towards life time employment. In Japan it is very common that companies provide work for fresh graduates at a fixed number each year. These employees then stay at the same company until trey retire. This practice is also called lifetime employment. According to the survey of The Japan Institute for Labour policy and training a great majority of the Japanese labour is in favour of lifetime employment, as it provides higher job security. 

Table 4
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On the other hand, we can say that compared to Japan the employees in EU-15 are likely to change their jobs more frequently. Indeed, the average job tenure in Europe is around 10.6 years while it reaches 10.9 years in Japan. 

Table 5: Job tenure-EU15, 2004
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Mobility

Labour mobility consists of changes in the location of workers both across physical space (geographic mobility) and across a set of jobs (occupational mobility).  Geographic mobility can be further subdivided into short-distance and long-distance moves, as well as into voluntary and coerced migration. Occupational mobility can be lateral (within a broad class of jobs similar in socioeconomic status) or vertical (from one job to a better or worse job). 

At the aggregate level, labour mobility conveys important economic benefits. The reallocation of workers across regions permits the exploitation of complementary resources as they are discovered in new places, while reallocation across sectors makes possible the use of new technologies and the growth of new industries. At the individual level, mobility allows for improvements in the economic circumstances of those whose skills or aspirations are a poor match for the job or location in which they find themselves. 

Job-to-job mobility

According to the labour force survey of 2003, 8.2% of the EU’s total employed labour force had moved to another job after one year (yearly job-to-job mobility). But there are marked differences across Europe – in Denmark and the UK yearly job-to-job mobility is around 13%, while in Sweden and Greece it is around 5%. As far as job tenure is concerned, in 9 Member States, 40% of the working population has been with the same employer for over 10 years, the overall EU average being around 38 %. (Source: Eurostat EU Labour Force Survey 2004) 

In the same time range, 14.7% of the Japanese regular employees left the job and 16.1% percent were new hires. Japanese job-to-job mobility value of 15.4% is nearly twice as high as the average mobility in the EU.

Concerning job mobility patterns, in the European countries college graduates on average held 1.6 jobs in the first three years after their graduation. In Japan mobility is with 1.4 jobs in three years only slightly smaller than the average European mobility. It is approximately equal to German and Swedish mobility but larger than French mobility.

Geographical mobility

Approximately 1.5% of EU-25 citizens live and work in a different Member State from their country of origin. (Source: Eurostat). Every year on average 7.2% of EU citizens change their place of residence, of which 15% refer to a change in job as the main reason for the move. (Source: ‘Labour markets in the 21’st Century’, a joint US & EU conference, US Department of Labour, Bureau of International Labour Affairs, September 2005) 

Since year 1990 the geographical mobility in Japan fluctuates around 4%. As an example number of Japanese internal migrants in 2005 was 5.602 thousand persons, decreased by 170 thousand persons or 3% in comparison with the previous year.

Cross-border workers

Cross-border commuting between Member States of the EU (with no residence change) has been steadily increasing over recent years, but still remains quite low. Belgium has the highest rate, with 1.7% of its working residents working in neighbouring countries. On average only 0.2% of the EU-15 working population commutes between Member States. (Source: Mobility and Migration Update, 2001/0082, Employment and Social Affairs DG, Unit A1, 2002)

Foreign language learning

Language is one of the main barriers to geographical mobility. Across the EU, every second person speaks at least one other language than their mother tongue, but this hides large differences between Member States. Some 70% of UK citizens speak only one language, while in Denmark, Sweden, the Netherlands, the Baltic States, Malta and Luxembourg, more than 87% of the population speak at least one other language. English is by far the most widely spoken foreign language – spoken by some 34% of Europeans. (Source: Eurobarometer 237 ‘Europeans and Languages' 2005)

Public attitudes to mobility

According to the Eurobarometer survey on geographic and labour market mobility, when asked what the EU represents for them 53% of respondents cited ‘freedom to travel and work in the EU’. This answer comes well ahead of the Euro (44%) and Peace (36%). 

Interestingly, in Denmark and Sweden – the two countries with the highest job mobility – respondents strongly believed that job mobility is good for people (72% and 79% respectively). However, more than two thirds of Belgian, German, Estonian and Greek respondents showed reservations about the benefits of job mobility.  
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Unemployment

In economics, unemployment refers to the condition and extent of joblessness within an economy, and is measured in terms of the unemployment rate, which is the number of unemployed workers divided by the total civilian labour force. Hence, unemployment is the condition of not having a job, often referred to as being "out of work", or unemployed. 

In different countries, there are different standards for defining unemployment and unemployment rate as displayed in the table below:

Table 6
	Country
	Definition of unemployment
	Definition of unemployment rate

	Japan
	Labour force survey. Persons above 15 years of age who were jobless, engaging in job-seeking activities and possible to be employed in the week of survey. Including those who are waiting for results of their job-seeking activities.
	Number of unemployed / Total labour force

	United States
	Labour force survey. Persons above 16 years of age, who were jobless, engaged in job-seeking activities and were possible to be employed (excluding reasonably quickly recoverable sickness) in past 4 weeks including the week of survey. Including those who had been laid off and were waiting to return to former positions.
	Number of unemployed / Labour force (Excludes members of the armed forces)

	France
	The number of the unemployed announced by the Ministry of Employment usually includes Category 1 (or Category 1+6) job seekers. Category 1 job seekers are those who register with ANPE (employment security offices) as job seekers hoping for indefinite contract/full time employment and are presently working 0 to 78 hours/month (more than 78 hours/month in the case of Category 6). At the same time, an estimated number of the unemployed, calculated by using an economic model as defined by ILO, as also announced. The unemployment rate to be announced is calculated in accordance with the computation method of ILO.
	Estimated number of the unemployed / Total labour force

	Germany
	Employment security agency’s business statistics. Persons who were older than 15 years and younger than 65 years, registered with Employment Security Offices, were seeking employment of more than 18 hours/week or more than 3 months, and were possible to be employed as of date of survey.
	Number of the registered unemployed / Labour force (excludes members of the armed forces)

	Italy
	Labour force surveys. Persons above 15 years of age, who were jobless and engaged in job seeking activities within 4 weeks preceding the week of survey.
	Number of unemployed / Labour force (excludes members of the armed forces)

	United Kingdom
	Labour force survey. Of persons who were completely out of work during a survey period, those who were possible to be employed within 2 weeks and engaged in job-seeking activities within 4 weeks, of those who obtained jobs and were waiting to commerce working. (The unemployed as defined by ILO)
	Number of unemployed / Total labour force


Japan

Through the establishment of the long-term, stable employment practice referred to as lifetime employment, and the repositioning of flexible human resources within companies and corporate groups, Japanese society boasted a low unemployment rate of between 1.0 and 2.9%. Once it entered the 1990s however, the employment situation rapidly deteriorated, due to such factors as the increase in bankruptcies and closure of companies caused by the deflationary economy, as well as the increase in shifting production overseas in manufacturing industries. In 1998, the year which saw the financial crisis, the total unemployment rate rose suddenly to the range between 4.0 and 4.9%, reaching 5.4% in 2003. With the effect of the economic recovery, although still at a high level, the total unemployment rate has subsequently shifted to a downward trend, and in 2005 stands at 4.4%.

European Union

European Union (EU) employment rates have been improving since the late 1990s. Employment expanded by 1.8% in 2000 - more than 3 million people were in jobs than in 1999 despite the economic slowdown. Total employment in 2000 was almost 10 million higher than five years ago. Europe's return to full employment appears to be a feasible challenge. The employment rate increased from 62.3% of the working-age population in 1999 to 63.3% in 2000, bringing the EU closer to the Lisbon target of 70% by 2010 and the Stockholm target of 67% by 2005.

Although continued recovery of the overall economy is expected, it will be limited as high unemployment continues to repress consumption. Poland and Slovakia share the highest rates for unemployment with rates of 17% and 16% respectively, while Denmark and Ireland have the lowest rates, both just under 4.5%. The overall EU-25 unemployment rate at the end of 2005 stood at 8.5%. Although current unemployment rates are considered a key hindrance to economic growth, the outlook is getting better as 16 out of 25 EU members recorded decreases in their unemployment rate between 2004 and 2005.

Table 7
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Part-time workers

Graph 4: Changes in the number and percentage of part-time workers in Japan
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	Graph 5: Part-time employment rate (%)

[image: image8.png]B ——emwa —eUse e —caa





	Graph 6: Part-time employment rate by gender in the EU
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The growth in part-time employment stands out as a prominent feature of modern labour markets. So we take a look at the fluctuations in part-time workers in EU and in Japan in last years. 

The trend is clear. The number of part-time workers is increasing. The majority of this group create women. Forty percent of all employed women work part-time in Japan while 35% percent in European Union. Part-time workers in Japan numbered 5.61 million in 1987, increasing thereafter to stand at 11.06 million in 2004. In Japan most part-time workers are housewives. The most often stated reasons for employers employing part-time workers are: to control wage costs, and that they require additional personnel on a daily or weekly basis. The reasons part-time workers give for choosing part-time employment are that they can choose own hours, and want to defray educational or household expenses. 

The number of part-time workers is growing also in EU countries. However, there are still remarkable differences in the relative sizes of the part-time employment share within the European Union. For example, in 2001 Greece had a part-time employment rate of only 4%, 14 percentage points behind the average for the current 15 EU countries and 38 percentage points behind the rate of part-time work in the Netherlands. In recent years, the issue of labour market flexibility has become prominent in the debate over labour market policy in Europe. The lack of dynamism in the flexibility of labour markets within EU countries is frequently criticised. 

Conclusion for both: An increase in the rate of part-time work has been generally perceived as a positive development, allowing employers to adjust hours worked to cyclical conditions more easily, facilitating adjustment of production and labour costs and drawing people into the labour market that were previously unwilling or unable to work. It is likely therefore that non-regular staff will continue to increase in the future in both, Japan and EU.

Working hours

Since 1947 till 1988 was set the traditional 48-hour workweek in Japan. During the era of rapid economic growth, annual working hours steadily declined due to a tight labour market and higher productivity. By now, aside from the 44-hour weeks served by workers at commerce, motion picture and theatre, health and hygiene, and service and entertainment workplaces of fewer than 9 employees, the workweek across all industries and business sizes has become 40 hours long. 

Table 8: Working Hours per Year
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At present, an annual maximum of 360 overtime hours per worker is prescribed by the Japan Labour Standards Act. However, there is no penalty for violating these standards. Moreover, overtime rate for non-scheduled hours worked is 25% or higher for normal.

Average collectively agreed weekly working time in the European Union as a whole remained at around 38.6 hours - 0.7 hours shorter in the old EU 15 (plus Norway), and 0.9 hours longer in the new Member States. Agreed normal annual working time averages around 1,740 hours - under 1,700 in the old EU 15 (plus Norway), and over 1,800 in the new Member States. So the figures are similar to Japan in these years, but they were not in the past.

Conclusion for both: Rather than taking on new hires during times of prosperity, overtime hours for existing employees are increased and another fact remains: the cost of overtime allowances for existing employees is generally less than labour costs related to hiring additional employees.

Holidays

Table 9
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In Japan 20 days of annual paid leave shall be given upon reaching 6 years and 6 months of service. But unfortunately the average number of holidays taken throughout Japan in 2004 was 8.5 days. So, in actuality, only half of paid leave days given were consumed. There is a variety of factors behind this such as that company personnel management do not presume that all the holidays will be used, and that workers are often too busy with work to use holidays. 

As you count together these two factors: working overtime plus consuming only half of days given you come to Japanese phenomenon of „karoshi“ that is known over the world. This can be translated broadly as death that occurs as a result of excessive work (involving such things as extremely long working hours or unnaturally high stress levels). 

In EU it is much different the annual paid leave given (average collectively agreed paid annual leave entitlement stood at 26.0 days in 2004) is mostly consumed, the workers count with this leave and plan how to spend their free days in summer or winter.  
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Wages 

Wage composition

Components of pay in Japan do not differ much from the ones of the EU countries. Normally, the wage composition consists of base pay (compensation for labour) plus various additional allowances, such as a family allowance, commuting allowance, and housing allowance. 

Specific for Japan is so called seniority based wage system. Wage systems that base remuneration on age or years of service is not unique to Japan, but it is said that these are characteristic of Japanese wage systems. This system works for employer and employee as well. By staying at one firm, workers acquired skill with their employers’ proprietary technology. Employers, in turn, used promotions to reward workers for their skill development.

Similar to an EU system is a Japan salary system based on annual performance for managers.

The bonus system is a distinctive aspect of the Japanese wage system, although it is established in EU countries as well. The peculiarity of Japan’s bonuses is said to be in their large size. Companies pay biannual bonuses equivalent to several months’ salary in the summer and winter. 

In the EU countries some others wage components can be find. According to European Working Conditions Survey (1) more than 95% of EU27 employees have basic fixed component in pay. In more than half of the cases, however, employees’ pay includes some variable component. The most common variable components of pay are also the most traditional: extra pay for overtime (which is an element of pay for roughly one third of employees) and other forms of extra pay. Piece rate/productivity payment is relatively uncommon in the EU27 as a whole: just around 12% of employees have such a pay component. Forms of employee participation in company profits or shares are even less common, not reaching 10% overall.

Retirement Benefits System

Specific for Japan’s economy is its retirement benefits payment system. The payment amount arises depending on the reason for retirement: if retire for your own convenience, you will receive less than the one who retire at the mandatory age after long service or the one who retire at the companies’ request (such as during a period of recession). Thus, retirement benefits have become a factor promoting long-term continuous service by Japanese employees.

The minimum wage system

Minimum wages are determined in Japan through Minimum Wages Councils, composed of members representing labour, management, and the public interest, that set minimum wages subsequent to research and deliberation. The main issues taking into consideration are: the local cost of living, starting salaries paid to new graduates, any collective agreement on minimum wage, the distribution of workers along the wage scale, and the effects of setting a minimum wage. There are two types of minimum wage in Japan: local and industry-specific minimum wages. 

Nearly three-quarters of EU Member States have some form of statutory national minimum wage, with sectoral collective agreements playing the main role in setting minimum pay rates in the remainder of the countries.

The minimum wages in EU countries and Japan range between USD 1.22 (Slovak republic) and USD 10 per hour (Luxembourg, Netherlands) in 2005 (Table 10). Japan stands with USD 6.04 somewhere in the middle of the chart. In a number of countries, minimum-wage levels have gone up in real terms in recent years. During the 2000-2005 period, the most substantial increases were observed in Czech Republic and Hungary (plus 65%). 

Taxes

While income tax systems are progressive and tax burdens correspondingly lower for minimum wage workers, the income taxes and social contributions they pay are considerable: between 15% and 28% in half of the countries, 14.0% in Japan (Table 11). Social contributions paid by minimum-wage earners exceed income taxes in most countries and tend to be the main drivers of overall tax burdens.

Table 10: Gross statutory minimum wages, 2000-2005

Per hour, USD at 2005 market exchange rates and constant prices

	
	2000
	2001
	2002
	2003
	2004
	2005

	Belgium  
	9.24
	9.25
	9.35
	9.32
	9.25
	9.21

	Czech Republic  
	1.09
	1.34
	1.50
	1.63
	1.71
	1.80

	France 
	8.62
	8.79
	8.90
	9.05
	9.36
	9.72

	Greece 
	4.67
	4.67
	4.75
	4.82
	4.93
	5.03

	Hungary 
	0.98
	1.41
	1.67
	1.60
	1.59
	1.65

	Ireland 
	8.26
	8.14
	8.16
	8.26
	8.85
	9.24

	Japan 
	5.81
	5.90
	5.99
	6.00
	6.01
	6.04

	Luxembourg 
	9.69
	10.03
	10.01
	10.39
	10.31
	10.58

	Netherlands 
	10.43
	10.61
	10.73
	10.84
	10.78
	10.60

	Poland 
	1.31
	1.45
	1.44
	1.51
	1.50
	1.51

	Portugal 
	3.11
	3.13
	3.15
	3.13
	3.13
	3.13

	Slovak Republic 
	0.95
	0.98
	1.08
	1.17
	1.18
	1.22

	Spain 
	4.12
	4.07
	4.04
	4.01
	4.15
	4.27

	United Kingdom 
	7.88
	8.27
	8.66
	8.82
	9.20
	9.47


Source: Calculations based on the OECD Minimum Wage Database

Table 11. Average tax rates for full-time workers at different wage levels

Personal income tax plus employee social security contributions

	 
	 
	2000
	 
	 
	2005
	 

	 
	MW
	67% AW
	AW
	MW
	67% AW
	AW

	Austria
	 
	25.6%
	31.0%
	 
	26.6%
	32.7%

	Belgium 
	23.5%
	35.8%
	43.0%
	18.8%
	34.8%
	41.9%

	Czech Republic 
	14.9%
	20.8%
	22.6%
	19.3%
	21.7%
	24.1%

	Denmark
	 
	40.8%
	44.1%
	 
	38.7%
	40.8%

	Finland
	 
	28.1%
	34.2%
	 
	25.0%
	31.3%

	France
	21.0%
	25.7%
	28.8%
	17.6%
	26.0%
	29.0%

	Germany 
	 
	38.1%
	44.5%
	 
	36.4%
	42.5%

	Greece 
	15.9%
	17.4%
	21.1%
	16.0%
	16.5%
	23.7%

	Hungary 
	20.5%
	30.0%
	35.7%
	13.5%
	22.2%
	33.7%

	Ireland 
	8.3%
	11.1%
	20.3%
	3.8%
	7.9%
	15.3%

	Italy 
	 
	23.7%
	28.2%
	 
	22.4%
	27.3%

	Japan 
	12.2%
	15.5%
	17.0%
	14.0%
	17.1%
	18.5%

	Luxembourg 
	17.0%
	23.5%
	30.1%
	15.7%
	20.7%
	27.3%

	Netherlands 
	28.0%
	32.6%
	33.2%
	23.8%
	31.9%
	32.5%

	Poland
	26.5%
	30.4%
	31.6%
	26.7%
	30.5%
	31.9%

	Portugal 
	12.2%
	17.3%
	22.4%
	11.0%
	15.6%
	21.2%

	Slovak Republic 
	12.5%
	17.9%
	19.5%
	13.4%
	18.3%
	22.1%

	Spain
	6.4%
	14.7%
	19.8%
	6.4%
	15.8%
	20.2%

	Sweden 
	 
	31.7%
	33.7%
	 
	29.2%
	31.3%

	United Kingdom 
	11.7%
	22.2%
	25.5%
	11.0%
	23.5%
	26.6%


Notes: AW: average wage, MW: statutory minimum wage, 67% AW – represents „low“ earning level where the „lowest“ earning level is minimum wage

Source: OECD Taxing Wages calculation files (OECD, 2007b)
Labour Legislation in Slovakia and Japan

Evidently, with ongoing globalization, legislation is converging even for as remote countries as Slovakia and Japan. There are, however, still some traits typical for Japanese labour market in the field of legislation and the impact of the state.

Relations

Labour unions

Japan

In number of enterprises in Japan, collective bargaining is taking place between management and unions; In addition to collective bargaining, consultation systems exist in diverse formats at voluntary bases. This system is widely seen also at corporations which are not unionized. 

In June 2005, the estimated unionization rate was 18.7%, with about 10.138 million out of a total of around 54.16 million employed workers belonging to unions. 

Shunto is the spring wage offensive - is a united campaign by the labour unions. It is launched every year between March and April, the main aim of negotiations being higher wages. In fact, unions in Japan almost never go to strike and even in the case of it, they demonstrate disagreement by using soft means (wearing something special), never by stoppage of work.

Individual Labour Disputes 

The diversification of forms of employment and the individualization of employment management this has resulted in increased individual labour-management disputes. 

· Administrative Structures - Act on Promoting the Resolution of Individual Labour Disputes

· Resolution by use of judicial structures - each year is continuing to increase.

Slovakia

In Slovakia unions are integrated in Confederation of Trade Unions which concludes agreements with one or more employers' associations. These agreements could be extended by Ministry of labour to other employers not included in the agreement. This employer, however, must agree with the contract. There is no formal consultation system or system of administrative resolution of individual labour disputes. In case of conflict, it is usually solved on the court.

Strikes are relatively often, although they are not as frequent as in some other European countries. These walk-outs are usually linked with stoppage of work.

Relation: labour-management-governmental council

Japan
A second point of importance is the role in governmental councils on the formation of labour and social policy. Representatives of labour organizations and management organizations participate in these councils and endeavour to ensure that the position of workers and employers is reflected.

Graph 8
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Measures for special groups

Japan

Policies Designed to Secure Employment for Older Workers in Japan

· Securing Employment for Persons Up to Age 65 to Benefit from Their Knowledge and Experience

· Assisting and Promoting the Reemployment of Middle-Aged and Older Workers – Project to provide advice and guidance through business owners’ associations and the promotion of continuous employment structures. In addition subsidies are being provided to promote the adoption of continuous employment practices,

· Promoting Diverse Work and Social Participation for the Elderly - local community-based work for elderly persons who desire to do temporary or short-term or other light jobs after their retirement.

Slovakia

In Slovakia, there is not a project aimed on promotion of employment of older workers, as there is not a system of lifetime employment. Prohibition of discrimination, however, includes discrimination on the basis of age.

Employment Measures for Persons with Disabilities

Japan

Business owners are required to hire persons with disabilities in numbers equivalent to or greater than the legally mandated quota, which are

· Private corporations: 1.8%

· Special government corporations: 2.1%

· National and local public corporations: 2.1%

· Designated school boards: 2.0%

The Levy system - Levies are collected from companies that fail to fulfil the employment quota, and distributed as bonuses to companies that employ more physically or intellectually disabled persons than the quota.

Grants awarded to encourage the hiring of the disabled.

Slovakia

Duty to employ persons with disabilities exist for employers, who have 20 or more employees with the same quota for everybody – 3.2%

This condition could be met by 3 means:

· To really employ required number of disabled workers

· Make a commission for "protected workroom", which is a company employing at least 50% disabled in certain price

· Pay a financial penalty; this money will be used for creation of work places for disabled and creation of these "protected workrooms"

Japan

Youth Independence and Challenge Plan

The objective was to stimulate the desire for working amongst the youth, while at the same time to also reverse the trend of the rise in the number of unemployed youth by promoting the occupational independence of all motivated young people.

Other issues of Labour legislation:

· Acceptance of Foreign Workers

· Public Job Introduction System - Public Employment Security Offices and Institutions to provide specific services such as Part-time Job Bank or Student Employment Centres
· Working Hours - Variable Scheduling System and Discretionary Scheduling System

· The Minimum Wage Act - minimum wage - local and industry-specific minimum wages

· Industrial Safety and Health – System of compensations

· Gender Equal Employment Policies

· Assistance Measures to Balance Work and Family – to handle decreasing birth rate

· Part-time Work Policies

Slovakia

· There are special conditions for employing young minor people

· Acts on prohibition of discrimination on the basis of sex, race, religion, etc.

· Minimum wage is set uniformly every year in October.
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