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Abstract

In 2008, the International Labor Organization reported on decent work (i.e., work that is fulfilling and
humane), which has been promoted by the Ministry of Health, Labor and Welfare in Japan. To support the
employment of people with disabilities (PWDs), a new system and training program will be launched. We
would like to provide an opportunity for mutual study, through dissemination to the world, the status and
prospects of employment support for PWDs in Japan, including human resource development.

In Japan, a number of employment support measures have been implemented for PWDs, based on the
Act on Employment Promotion of PWDs, including the “Employment rate system for PWDs” and “Payment
system for employment of PWDs,” “Measures to reduce economic burden,” and “Vocational rehabilitation.”
Although the various systems have been successful, and work opportunities for PWDs have been expand-
ing, there are some types of employment that deviate from the philosophy of employment of PWDs, such as
proxy companies. In addition, there are also PWDs who are unable to transition from welfare to employment
due to “protection.” In addition, the “market-principle” was introduced, which emphasized efficiency with-
out consideration of the PWDs’ wishes, since the Law to Support the Independence of PWDs was launched.
Employment Choice Support (ECS) in 2025, based on the Act on Comprehensive Support for PWDs may
represent an opportunity to solve these problems. Supporters obtain correct knowledge and improve their
skills by “Basic Training” or training for ECS supporters.

From FY2025, both welfare and employment supporters are required to complete “basic training,” which
enables participants to acquire basic knowledge and skills, including the purpose and philosophy of employ-
ment support, pre-employment and post-employment support, support for companies, and cooperation with
related organizations. Due to the diversity of supporters in the employment and welfare fields, hierarchical
training is provided according to expertise and years of experience.

After October 2025, prior to using welfare employment, PWDs are generally required to use ECS, which
enables them to make self-selection in cooperation with professional supporters. The method of employ-
ment assessment, which is a core ECS skill, assumes knowledge and skills such as basic principles, the
employment support process, and cooperation with related organizations. Supporters engaged in ECS are
required to complete basic training, followed by an ECS Supporter Training Course.

While views on disabilities and support differ worldwide, it is necessary to create a society where all per-
sons can work with authenticity, irrespective of age or region. There is a need to cultivate human resource
development that supports such authenticity.
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I. Introduction

Why and for what purpose do we work? In Japan, there
used to be a time when loyalty to the company was nur-
tured and employees’ families were involved, but nowadays,
individual values and lives are more important, and diverse
work perspectives can be seen [1]. A consideration of vari-
ous viewpoints on labor in Japan shows that there are favor-
able views of labor, such as the joy of working by becoming
a full-fledged worker in the community, self-realization and
growth, and the meaning of work as a way of life [2]. On the
other hand, some view that labor does not necessarily have
to be a means of self-realization, since people can grow
outside of work [2]. Thus, we work from a wide variety of
perspectives.

Regardless of your view of work, everyone has the right
to work, and in 2008 the International Labor Organization
(ILO{reported on decent work, i.e., work that is worth-
while and humane [3]. Therein, four strategies were set
forth: job creation, social protection, social dialogue, and
guaranteeing rights at work. Decent work was adopted by
the United Nations in 2015 and is enshrined in the Sustain-
able Development Goals. The preamble to the SDGs pledg-
es to “leave no one behind,” meaning that PWDs (PWDs)
will be included [4]. Furthermore, the right of PWDs to
work is also stated in the objectives of the ILO [3]. The pur-
pose of the law is “to enable PWDs to obtain and maintain
suitable employment and to improve in such employment,
thereby promoting the integration or reintegration of PWDs
in society.”

In Japan, decent work is promoted through organization
into four categories: opportunities for work, guarantee of
rights at work, balancing family and professional life, and
fair treatment [5]. Employment of PWDs in Japan began
with enactment of the Law for Employment Promotion
of Persons with Physical Disabilities in 1960. Later, in
1987, the “Law Concerning Employment Promotion, etc.
of PWDs” was extended to all PWDs, and has undergone
amendments up to the present. In July 2024, the “Head-
quarters for the Promotion of Measures toward the Realiza-
tion of a Coexisting Society without Prejudice and Discrimi-
nation against PWDs” was established, and efforts are being
strengthened to realize the goal of employment of PWDs.

To realize a coexisting society, it is also necessary to
develop human resources to support the employment of
PWDs. Employment support for PWDs in Japan began
with job coaches and various training programs. In order
to ensure that everyone will be able to obtain the job they
want, a partial amendment made in December 2022 to the
“Law for Comprehensive Support for the Daily Life and
Social Life of PWDs” is also launching new human resource

development initiatives aimed at providing detailed employ-
ment support, in line with the wishes and abilities of PWDs
themselves [6].

Accordingly, in this paper, we would like to present the
status and prospects of employment support and human
resource development for PWDs in Japan to the world, and
have the opportunity to exchange information with readers
worldwide.

II. History of the Vocational Rehabilitation
System in Japan

In Japan, there are three employment support measures
for PWDs: the “Employment rate system for PWDs (ERS-
PWDs)” and the “Payment system for employment of
PWDs (PSE-PWDs)” based on the Act on Employment
Promotion of PWDs (AEP-PWDs); “Measures to reduce
economic burden” on companies and PWDs; and “Vocational
rehabilitation (VR).” The “Act on Prohibition of Discrimina-
tion and the Provision of Reasonable Accommodation” en-
hances the quality of employment. In addition, there is also
“welfare employment” under the Act on Comprehensive
Support for PWDs (ACSPWDs). This paper describes the
framework and history of ERS-PWDs, PSE-PWDs, and VR.

1. Outline and History of ERS-PWDs

ERS-PWDs is characterized by a quota employment sys-
tem (QES). EP (Employment Promotion) for the physically
disabled was enacted in 1960, requiring employment of the
physically disabled at 1.1% for manual labor office work and
1.3% for clerical work. In 1968, employment at all offices
became required, at 1.3%.

In 1976, the ERS for the physically disabled was es-
tablished, making employment of the physically disabled
mandatory, and the system became a QES. In addition,
PSE-PWDs was established, and a double-counting system,
etc. was also established, whereby the severely physically
disabled (Level 1-2 of the Physical Disability Certificate)
are counted as two employees. The statutory employment
rate was set by government ordinance at 1.5%, and was to
be reviewed every five years.

Since there are some industries where it is not appropri-
ate to apply the statutory employment rate, an exclusion
ratio system was established, whereby an exclusion ratio
is set for each specific industry and the number of workers
corresponding to the exclusion ratio is deducted from the
number of regular workers.

In 1987, the law was expanded to intellectual (ID) and
mental disabilities (MD), and amended for AEP-PWDs. A
QES remained only for physically disabled. However, the
employment of an ID was deemed to be the employment of
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a physically disabled person, and became subject to the quo-
ta system. Furthermore, the statutory employment rate for
the private sector has been raised from 1.5% to 1.6%, since
1988.

In 1997, an amendment made IDs subject to the ERS. A
formula for calculating statutory employment uses as its
denominator the number of all employed persons, regard-
less of disability, plus all who are registered as job seekers.
The statutory employment is then calculated using the
total number of employed PWDs and registered job seeking
PWDs as the numerator.

With the mandatory employment of IDs, the ERS in-
creased from 1.6% to 1.8% for private companies, 2.1% for
public finance corporations, public corporations, and other
special corporations, 2.1% for national and local govern-
ments, and 2.0% for certain boards of education.

In 2002, the law was amended to allow employment
of IDs, abolishing the exclusion rate system; however, it
is currently maintained. In 2004 and 2010, the rate was
reduced by 10 points, and in 2025 it will be reduced by
another 10 points; however, a timetable has not yet been
prepared for its abolition.

According to a 2005 amendment, when a company em-
ploys an MD from April 2006, that company is considered
to have employed a physically or intellectually disabled per-
son, and is subject to the ERS. However, the severe disabil-
ity provision was rescinded, and all of these are considered
to be non-severely disabled.

Non-severe PWDs who work 20 to 30 hours per week were
not subject to the ERS; however, under the 2008 amendment,
they can be counted as 0.5 as short-time workers.

The 2013 amendment made it mandatory to employ
MDs, and the legal employment rate for the private sector
rose from 1.8% to 2.0%, then to 2.2% in 2018, 2.3% in 2021,
and 2.5% in 2024, and is set to be 2.7% in 2026. Currently,
the focus is on calculation of the employment rate of per-
sons with intractable diseases.

2. PSE-PWDs

To eliminate unfairness between companies that employ
PWDs and those that do not, and to promote ERS-PWDs,
PSE-PWDs has been established to adjust the financial
burden through joint contributions by private employers.
This system consists of: 1) Penalties for companies with
>101 employees that have not achieved the employment
rate (50,000 yen/month/person); 2) An allowance for com-
panies with =101 employees that employ PWDs in excess
of the employment rate (29,000 yen/month/person) and an
allowance for companies with <100 employees that em-
ploy PWDs in excess of a certain rate (21,000 yen/month/
person); and 3) Subsidies for the establishment and main-

tenance of work facilities, and for the assistants to employ
PWDs, etc.

Since the Penalties are not a fine, the company is not
relieved of its obligation to employ PWDs, and it is an effec-
tive method for motivating companies to hire PWDs.

3. Reducing the financial burden on companies

Some PWDs require assistance and time to become
accustomed to their work and be productive. Employing
PWDs may place an economic burden on companies, such
as facilities and equipment or human resources. In particu-
lar, employing severe PEDs often places a financial burden
on firms. To promote the employment of PWDs, measures
to reduce the economic burden on companies are necessary.

There are two major measures to reduce the economic
burden. The first is the provision of employment adjustment
payments and subsidies described in the previous section
[71, while the second is public funding such as a “subsidy for
employment development of specific job seekers,” which is
provided to employment insurance-insured companies that
hire PWDs through referrals from the Public Employment
Security Office (PESO), etc. Depending on the size of the
company or the degree of disability, etc., the program pro-
vides companies with a stipend of between 600,000 and 2.4
million yen for 1 or 1.5 years. In addition, there are also the
“Trial Employment Subsidy” and the “Career Advancement
Subsidy,” as well as tax incentives [8].

4. VR

Simply instructing companies to hire PWDs by making
their employment mandatory or reducing the economic bur-
den will not advance or stabilize the employment of PWDs.
There is also VR consisting of counseling for PWDs and
support for improving their vocational skills, as well as em-
ployment management support and workplace environment
adjustments for companies.

VR is defined in ILO Convention 159, VR and Employ-
ment of PWDs (1983), as “VR is intended to enable a dis-
abled person to secure, retain, and advance in suitable em-
ployment and thereby to further such person’s integration
or reintegration into society.” [9] From this definition, VR
is intended to support “finding a job in a general company,”
“continuing employment,” and “improving the quality of
working life.” The ILO’s Basic Principles for VR (1985)
defines support as assessment (vocational evaluation),
consultation (vocational guidance), vocational training, job
placement, provision of work with special considerations
(protective employment, including work environment ad-
justment), and follow-up after employment. [9]

Models of support for VR include the following. Although
there is evidence that supported employment (SE) and
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Individual Placement and Support are effective, the work
readiness model in employment transition support offices
remains the dominant model in Japan.

(1) Model for selecting the right job

One method of support involves assessing the PWDs’ vo-
cational abilities, determining their vocational aptitude, and
providing job placement to help them find a job. While this
model is effective for people with mild physical disabilities
and PWDs who have the same abilities as people without
disabilities, it is not suitable for moderate to severe PWDs,
IDs, and MDs including developmental disabilities (DD),
because they do not find suitable jobs.

(2) Work Readiness Model

In this model, PWDs mainly acquire the skills necessary
for professional life in a facility prior to entering the job
market, to restore confidence and self-esteem so that the
PWDs can demonstrate their natural abilities. This helps to
develop a working life rhythm and removes anxiety about
finding a job. However, it is not effective if PWDs adapt to
the facility, reduce their motivation to work, or have cogni-
tive impairments.

(3) SE

In SE, no work preparation program is conducted in a
facility. Instead, an employment contract is signed, after
which a supporter helps the PWD to adapt to the work, em-
ployees, rules, and culture of the workplace. It is effective
for those with cognitive impairments, and can also provide
support to companies (other employees) to improve the
work environment. However, it is necessary for supporters
to make a large effort and have advanced skills.

(4) IPS

This system provides SE for severe MD, based on
eight basic principles: 1) anyone who wishes to receive it
is eligible; 2) the system involves a team of employment
supporters and health professionals; 3) the aim is to obtain
work in a general company, even as a short time worker; 4)
a job search is conducted based on the PWD’s interests and
choices; 5) training in a facility is minimized, and a work-
place is found quickly; 6) continuous support is provided
after employment; 7) financial support is provided; and, 8)
based on the PWD’s wishes, supporters provide assistance
regarding the relationship between the PWD and the em-
ployer.

This type of support is provided by labor-related VR
professionals and welfare service providers in the following
agencies.

a. PESO

PESO has a Disability Desk, which handles job registra-
tion, job placement, and post-employment workplace ad-
justment guidance for PWDs. PESO is a national agency by
ESL, and while general clerks provide services, specialized

staff for MDs or DDs, as well as sign language cooperators

are assigned on a part-time basis.

b. Regional VR Centers (RVRCs)

RVRCs in all prefectures provide specialized VR for
PWDs, in close collaboration with PESO. RVRCs provide
vocational assessment, vocational guidance, vocational
training, and workplace adaptation assistance, and also pro-
vide employers with analyses of employment management
issues, expert advice, and other support. RVRCs have vo-
cational counselors and part-time support staff such as job
coaches. Recently, RVRCs have focused on fostering a VR
network in the region, and providing advice and assistance
to local institutions.

c. Employment and living support centers for PWDs (ELSC)
To help PWDs become self-reliant in their professional

lives, ELSCs provide integrated support for employment
and daily life in the regions, in cooperation with related
organizations concerned with employment, health, welfare,
and education. As of April 2024, a total of 337 locations have
been established. In addition, some RVRCs established by
local governments provide similar support.

d. Employment transition support (ETS), Employment set-
tlement support (ESS), and Employment choice support
(ECS)

These are based on the ACSPWDs. ETS provides PWDs
with support for transitioning to general employment,
including training at the ETS and companies, finding work-
places suited to their aptitudes, and helping them settle
into their workplaces. While services are provided in day-
care style, in principle, services can be combined with visits
to workplaces depending on the progress of the individual
support plan. The standard term is 24 months. As of 2020,
there were 2,934 ETSs, although the number has recently
been on a gradual downward trend. ESS provides liaison and
coordination with companies, and support regarding issues
for up to three years to those who have been employed in
general employment after ETS, to help them continue their
employment. ECS is being launched from 2025, and pro-
vides support to enable PWDs to choose between general
employment and welfare services, based on an assessment
of their ability and aptitude for employment, along with oth-
er considerations.

e. Vocational Skills Development Centers (VSDCs)

VSDCs (19 Centers nationwide) were established under
the Vocational Skills Development Promotion Act, and pro-
vide training to acquire specialized knowledge and skills
in IT, machinery, OA business, electronics, cooking and
cleaning services, and other specific occupations. There are
a total of 28 VSDCs that offer training courses for PWDs.
Although the main training provided concerns the special-
ized skills of the target occupation, the training curriculum
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for MDs and IDs includes a work readiness program.
f. Job coaches

Job coaches visit the workplace to provide direct and pro-
fessional support to PWDs and business establishment per-
sonnel, to help them adjust to the workplace, either before
or after employment. There are three types of job coaches
after training: placement-type job coaches at regional VR
centers, visiting-type job coaches at welfare corporations,
and company-employed job coaches.

I11. Expansion of workplaces for PWDs and
new challenges

1. Increase of PWDs working in companies

Japan’s system for promoting the employment of PWDs
imposes an obligation to employ PWDs on companies, and
PSE-PWDs eliminates inequalities and provides financial
support to companies, while VR provides human resources
support. Meanwhile, ETS of ACSPWDs provides human
support.

As a result, job placement by PESO for PWDs [10]
achieved 110,000 placements in FY2023, an increase of
more than 30,000 from a decade ago. In addition, accord-
ing to the 2023 Employment Status Survey of PWDs [11],
642,000 PWDs work in companies with 43.5 or more em-
ployees. Given that the same survey 10 years ago reported
409,000, this represents surprising growth. The actual
employment rate in the private sector was 2.33%, achieving
the legally mandated employment rate of 2.3%. Factors that
are responsible for the steadily expansion of workplaces
for PWDs should include: the government’s guidance on
achieving the mandated employment rate, an increase in
the number of employment support organizations, an im-
proved awareness of legal compliance by companies, and an
increase in the number of PWDs who wish to work.

2. Employment quality issues

Despite the 110,000 new jobs during the year, the survey
on the employment status of PWDs revealed issues, with
an increase of only 28,000 jobs. This means that there is a
substantial turnover rate, and there is a concern that com-
panies may be so focused on achieving the employment rate
for PWDs that they are not paying attention to creating an
environment where employees with disabilities can contin-
ue to work.

A sign of this issue is the rise of proxy companies that
provide employment services for PWDs (proxy companies).
Proxy companies work to achieve the employment rate for
PWDs, on behalf of client companies. According to a survey
by the Ministry of Health, Labor and Welfare (MHLW),
there were 23 proxy companies in 125 areas, employing

more than 6,500 PWDs. As of March 2023, more than 1,000
companies use proxy companies, and more companies are
expected to use them in the future [12]. Typical proxy com-
panies include agricultural work in plastic greenhouses and
light office work in satellite offices. A company contracts
with a proxy company to recruit employees with disabili-
ties, sign employment contracts with the company (not the
proxy company), prepare them for work, and manage their
employment. The company simply pays the proxy compa-
nies and PWDs, and the employment is counted toward a
company’s actual employment rate.

This issue is complicated. The advantage for the com-
panies is that they can achieve the legal employment rate
while only assuming a financial burden, and do not have to
manage employment. However, this would deviate from the
“social inclusion” philosophy of AEP-PWDs, which is that
employees with and without disabilities work together to
make up society.

Furthermore, most proxy companies provide only work
that is far from decent work. PWDs are paid a certain
amount of salary in a situation that is far removed from
the principles of AEP-PWDs, which are “development and
improvement of vocational abilities,” “fair evaluation of
abilities and provision of appropriate employment opportu-
nities,” and “appropriate employment management.”

Work means not only receiving an income, but also hav-
ing the realization that one can be of service to society. In
this way, PWDs can regain the self-esteem and self-affirma-
tion that they have lost due to their disability. PWDs regain
these more strongly when they work in the same workplac-
es as non-handicapped persons, and that is the aim of the
employment of PWDs, as social inclusion. The essence of
employment for PWDs is to realize that employed PWDs
can work alongside persons without disabilities, demon-
strate their abilities to the fullest, and earn wages by con-
tributing to the company and society. Unfortunately, proxy
companies cannot accomplish this. While the quantity of
jobs may be achieved, a major problem regarding the quality
of jobs is occurring.

Future measures could include not counting as employ-
ment of PWDs those cases, like the use of proxy companies,
which deviate from the principles of employment of PWDs
and do not involve quality of employment. Evaluation of the
employment of PWDs should not be performed only via the
legal employment rate, but also by focusing on the quality of
employment. Otherwise, Japan’s philosophy of employment
of PWDs will be fundamentally compromised.

3. PWDs who are unable to transition from welfare to
employment
In September 2022, the UN Committee on the Rights
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of PWDs issued recommendations to the Japanese gov-
ernment [13]. These state that, “PWDs are segregated
into protected workplaces and employment-related social
services, with low wages and limited opportunities to
transition into the open labor market” and that “efforts to
accelerate transitions should be strengthened.” Similar is-
sues are also being addressed by the MHLW’s Labor Policy
Council’s Subcommittee on Employment of PWDs and the
Study Group on Strengthening Cooperation between Em-
ployment and Welfare Policies for PWDs (SCEW-PWDs).

This is the problem of PWDs who have the potential
to work being kept in welfare offices. The concern is that
PWDs who are convinced (or made to believe) that they
cannot work are staying behind, unable to take on the chal-
lenge of employment. The main underlying factor could
be that supporters of welfare, education, and medical care
assume, without evidence that “it is difficult for PWDs to
work in a company,” and that the priority is to stabilize the
management of welfare and medical institutions.

VR continues to struggle between “protection” and “sup-
port for self-reliance.” Protection means paternalism and
warm-heartedness. However, it can also mean that “PWDs
do not have the power to judge and decide, so supporters
make decisions without asking the PWDs’ intentions, in
the best interest of the person.” Specifically, this process
involves the supporter assessing the abilities of the PWDs,
determining the direction of the PWDs’ career path, pro-
viding training, finding a job based on the PWDs’ aptitude,
and negotiating with employers to find employment. If the
PWDs “cannot find work,” this is the same as keeping them
in welfare employment. This protectionist, donor-driven
support still comprises the mainstream.

A new philosophy, the “market-principle,” has been intro-
duced since the Law to Support the Independence of PWDs
came into effect (2006). Until that time, VR and other wel-
fare for PWDs had been promoted based on the concept of
“public responsibility and non-profit.” The aim of the reform
was to address the issue that “protection” had prevented
the transition from welfare institutions to employment,
and to enhance the independence of PWDs. The principle
of competition was introduced with the aim of making sup-
port institutions, which were unwilling to move away from
protectionism, move toward independence-support through
market principles; otherwise, their adoption would decline.
The law allows not only non-profit organizations (NPO), but
also for-profit organizations to establish disability welfare
service organizations, and is intended to weed out protec-
tionist support organizations that are not chosen by PWDs.

However, adoption of the market principle has also over-
turned the “non-profit” philosophy. Since for-profit orga-
nizations have been allowed to enter the market, ETS has

been occupied by large for-profit companies. As a free-mar-
ket allows employment-related businesses to be estab-
lished, securing PWDs has become imperative for business
operation, including for NPOs. ESSs do not support PWDs’
graduation, and ETSs do not support PWDs until the two-
year deadline has passed. Accordingly, not only for-profit
corporations, but also NPOs have made generating revenue
their primary goal.

What “Protection” and the “Market-principle” have
in common is emphasizing efficiency and the absence of
PWDs. Supporter-driven VR values efficiency and makes
PWDs stay in welfare employment without confirming the
PWDs’ wishes. A quick transition to employment is prior-
itized, and the trial-and-error experiences of PWDs are ig-
nored. Instead, the program should value the independence
of PWDs, respect and support their self-determination,
guarantee them opportunities to challenge themselves,
and proceed through trial-and-error in a partnership, based
on the principle of VR. The VR profession will solve these
problems by implementing a philosophy-based practice.

4. Expectations for ECS

The study group on SCEW-PWDs by MHLW addressed
the issue of PWDs who cannot transition from welfare to
employment, and the importance of assessment was con-
firmed. The report indicated that “the basic purpose of as-
sessment is to achieve general employment based on a full
consideration of PWDs’ needs [6].” Welfare, education, and
medical personnel are required to be aware of the actual
conditions of PWDs who are working in companies, to elicit
the wishes of the PWDs concerning work, and to correctly
conduct employment assessments, which are carried out to
provide the necessary services and support to achieve gen-
eral employment.

The ECS in 2025, based on ACSPWDs may be the last
opportunity to solve these problems. The specific aims of
ECS are as follows:
® Utilize work scenes, etc. to support each user’s self-

understanding by organizing their individual strengths

and characteristics, along with challenges for moving in
their desired direction, etc., in cooperation with both the
individual and their professional supporters.

® Work with each individual on how and where to work to
achieve a work style that suits him or her, improve issues
at work, etc.

® As a result of this process, to support the individual in
making choices and decisions about his or her career
path, including employment in a general business or the
use of employment-related disability welfare services.

(Therefore, ECS does not determine whether or not a

person can work, nor does it sort out which work-related
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disability welfare services to use.)
® Provide information, advice, guidance, etc. on
employment cases and social resources related to
employment support in the individual's region, both
before and after provision of support, to broaden the
individual’'s options and help them make an appropriate
choice. Assessment results should be shared with the
individual, family members, and related parties so that
they can be used for subsequent employment support,
etc.
® In order to ensure that the assessment results are
used effectively in employment support after the use
of ECS, etc., ECS offices shall cooperate and liaise
with employment support agencies such as planning
consultation support offices, municipalities, and PESO.
Such support makes many PWDs find hope and choose
their work in general business. It is necessary for support-
ers to have correct knowledge and improve their level of
ability by attending the newly-introduced “Basic Training,”
which is common to both welfare and employment support-
ers, or training for ECS supporters.

5. Conclusion

Although workplaces for PWDs are expanding rapidly,
the pace of this expansion does not closely reflect compa-
nies’ readiness to accept PWDs and their understanding
of the concept of employment of PWDs. Therefore, em-
ployment of PWDs is progressing in an awkward manner.
Many PWDs still have not been given the opportunity to
challenge themselves to participate in the workforce. Go-
ing forward, it will be increasingly important to advance
the employment of PWDs based on improvements in the
quality of employment, and to support PWDs who have not
yet transitioned to employment by eliciting their needs and
connecting them with employers. Support professionals are
expected to overcome protectionism and market principles,
and practice PWDs-centered support.

IV. Regional support system and human re-
source development related to employ-
ment support for PWDs

As indicated in the previous section, two paradigms co-
exist for employment support policies for PWDs in Japan:
one based on employment measures and a second based on
welfare measures. Employment support for PWDs through
VR services based on employment policies has been follow-
ing the principle of “supported employment,” and has been
achieving results in general employment for people with
intellectual disabilities, etc. since the 2000s. On the other

hand, employment support for PWDs based on welfare

measures has developed protective employment outside of
a labor contract (Type B labor support business) as well as
employment with a labor contract, despite being a welfare
service (Type A employment support for continuous em-
ployment).

Recently, in our country, discussions at the national level
among government officials, experts, and supporters in
both the employment and welfare sectors have been un-
dertaken, and an examination was conducted to strengthen
the linkage between these two paradigms in employment
support. The result, a common “basic training” course for
supporters who are involved in employment support in both
the employment and welfare sectors, is to be initiated from
April 2025. In addition, PWDs who wish to use employ-
ment-based welfare services will receive “support for their
employment options” based on an employment assessment,
in the employment policy from October 2025, in principle.

1. Common “Basic Training” for welfare and employ-
ment supporters
To secure human resources in both the welfare and
employment fields, at a level that enables them to begin
providing basic support to PWDs and companies, sup-
porters involved in employment support in both fields are
required to receive common “basic training,” from FY2025.
Based on the principle of “supported employment” in the
employment policies, this program enables participants to
acquire basic knowledge and skills, such as the purpose and
philosophy of employment support, pre-employment and
post-employment support, support for companies, and co-
operation with related organizations, through 900 hours of
training.
(1) Background leading to the creation of “basic training”
From November 2020 to June 2021, the Ministry of
Health, Labor and Welfare established the “Study Group
on Strengthening Coordination of Employment and Welfare
Policies for PWDs.” The “Working Group on Developing
and Securing Human Resources to Support the Employ-
ment of PWDs” discussed this issue, and a summary of
their report (compiled on June 8, 2021) is as follows.
a. Issues related to the development and securing of hu-
man resources to support employment for PWDs
Inadequacy of basic knowledge and skills in both fields,
for personnel involved in employment support for PWDs in
the respective fields of employment and welfare
® Limited opportunities for practical training to develop
professional personnel with the knowledge and skills
required for the role of each employment agency
® Increasing difficulty providing seamless support for
welfare and employment, as well as a shortage of
professional human resources, both in terms of quantity
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and quality

b. Directions for Developing and Securing Human Resourc-
es to Support Employment for PWDs

® Establish basic training that imparts basic knowledge and
other skills in both the employment and welfare sectors

® Establish a hierarchical training system for the
advancement of professional personnel

® Secure professional human resources by increasing social
recognition, and improving the social and economic status
of professional human resources

(2) Specific directions for basic training for employ-
ment support workers in both the employment and
welfare sectors
The MHLW further conducted a “Working Group on the

Construction of Training Programs to Impart Basic Knowl-

edge and Skills Across the Employment and Welfare Sec-

tors” from September to December 2021. In this context,

the specific content and target audience for future basic

training were clarified.

a. Specific knowledge and skills that need to be acquired
The Japan Organization for Employment of the Elderly,

PWDs, and Job Seekers (JEED), an independent admin-

istrative agency under the jurisdiction of the Ministry of

Health, Labor and Welfare and in charge of VR training and

other employment policies, has long conducted basic train-

ing for employment support for PWDs, for those in charge

of such support in welfare, educational, medical, and other

related organizations, in order to help them acquire the ba-

sic knowledge and skills necessary to provide employment

support for PWDs. It was decided that the curriculum of the

new basic training should include content that will enable

acquisition of the following knowledge and skills.

® The purpose of employment assistance, and the
philosophy and ethics of employment and welfare of
PWDs, etc.

® Transition to general employment; transition from
employment to welfare

® Knowledge and skills in post-placement employment
management and retention support

® Knowledge and skills to support companies (knowledge
and skills to promote the use of local resources in
companies and support job carving; how to consider
the content of providing reasonable accommodation
and how to coordinate with companies; knowledge on
considerations regarding mental health for company
personnel, etc.)

® Knowledge and skills in working with PESO and other
VR providers

® Knowledge necessary to support PWDs through
life changes, according to life stage (e.g., adolescent
psychology, career consulting, etc.)

® Knowledge and skills to help promote an understanding

of employment of PWDs within companies
® Knowledge pertaining to ICT tools for employment of

PWDs
b. Points to keep in mind according to the expansion of the

training target audience

It should be noted that the current basic training program
for employment support is mainly for personnel in the wel-
fare sector, with a large proportion of teaching employment
support for general employment. Therefore, the new basic
training should also include perspectives on how to support
the daily lives of PWDs working in companies, and how to
link employment to welfare. In addition, it is necessary to
enable them to understand the difference between welfare
work and general employment, and to learn what will be
required of them when they actually work in a company.
(3) Specifics of basic training common to employment

and welfare

In response to these developments, in January 2022 the
Subcommittee on Employment of PWDs of the Labor Policy
Council clarified the specifics of the basic training program.
a. Image of human resources after attending the training

course

The goal is for trainees to acquire a certain level of
cross-sectional knowledge in the fields of employment and
welfare, etc. The ideal trainee should be a person who is
capable of providing basic support to PWDs and companies.
b. Duration and methods of training

The duration of the basic training should not exceed 3
days (approximately 900 minutes or less), and online train-
ing can be used for part of the training.
c. Subjects of the training

For the time being, those who should be required to at-
tend basic training are the following four types: supporters
at ETS, supporters at ESS, and supporters at ELSC.
d. Training Institutions

Basic training will be conducted by JEED, which has
traditionally overseen training in the employment field,
including basic training for employment support, training
for persons in charge of employment support at ELSC, and
training for workplace adjustment assistance personnel. In
addition, private institutions will also be utilized. However,
from the perspective of ensuring quality, the first step will
be to select an institution that is designated by the Minister
of Health, Labor and Welfare to provide training for work-
place adjustment assistance personnel.

e. Basic and hierarchical training

Based on the diversity of the supporters involved in em-
ployment support for PWDs in the employment and welfare
fields, hierarchical training will be provided based on basic
training, according to expertise and years of experience
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(4) Content of basic training

Based on the above, the specific content of the “basic
training” was discussed at JEED from June 2022 to Feb-
ruary 2023, by the “Working Group on Preparation of the
Curriculum and Teaching Materials for Training in the
Development of VR Specialists.” Since the scope of the
welfare fields that are to be enhanced through the basic
training for employment support covers a wide range of ar-
eas, knowledge, etc., content that is particularly necessary
for employment support was selected, while taking into
consideration the zero-step nature of the training program.
In addition, while the Basic Employment Support Training
is intended for employees in charge of employment support
at welfare and medical institutions, etc., and the content and
methods of the exercises and group work, etc. are designed
based on the target audience, the Basic Training is expected
to be attended by people who belong to companies. There-
fore, consideration should be given to making it easier for
those who belong to companies to participate in the basic
training.

The basic training lasts a total of 900 minutes, and im-
parts knowledge and skills regarding both the welfare and
employment aspects of the job, with the aim of raising the
level of the participants from a zero-knowledge level, to
that of personnel who are capable of initiating basic support
for individuals with disabilities, both individually and for
their companies. The specific curriculum for this program
is shown in Table 1, which involves a combination of on-de-
mand training and on-the-job training.

The respective support organizations will apply for the
course through an electronic application system, attend

1st week 2nd week

\3'0' week
I

the on-demand training within 4 weeks in principle, attend
a one- or two-day group training session at the Regional
Vocational Center for PWDs, and issue a certificate of com-
pletion .

2. Employment choice support (ECS) (Figurel)

ECS enables PWDs to engage in self-selection, in coop-
eration with professional supporters regarding the use of
general employment, employment-related welfare services,
etc., by introducing employment assessment in VR services
via employment policies for users and applicants of em-
ployment-related welfare services through welfare policies.
This system is to be launched in stages from 2025.

(1) Background of ECS

The following are some of the current conditions and
issues that led to the need for ECS. There is no established
method to objectively evaluate the employment abilities
and aptitudes of PWDs who wish to use employment-relat-
ed welfare services for PWDs, and to utilize them in their
employment choices and specific support content. As a
result, neither the PWDs nor those who support them have
an adequate understanding of their employment abilities
and potential for general employment, which does not lead
to the provision of appropriate services, etc. Therefore,
once a person starts using Type A or Type B continuous
employment support, it is easy for them to become fixed
in that form of support. This means that the presence of a
supporter who stands in the PWD’s shoes and encourages
them to take the next step has a large influence on their
professional life.
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The purpose of ECS is to support PWDs who have the
ability and hope to engage in work in thinking about their
own work style (and to provide opportunities for such re-
flection), and to provide PWDs who have improved their
knowledge and ability to work while using continuous
employment support with appropriate opportunities to use
support for a transition to employment or to enter general
employment, while also focusing on their own wishes. In
addition, the program provides appropriate opportunities for
PWDs who have improved their knowledge and abilities for
employment while using support for continuous employ-
ment to choose to use transitional support for employment
or to work in the general employment market.

(3) Subject of ECS

In the past, when people with disabilities first used em-
ployment-related welfare services, they tended to be locked
into protective employment or welfare employment at close
to minimum wage, without being provided with sufficient
employment assessment or information regarding their
employment potential. Thus, in principle, users of these
employment-related welfare services are first targeted for
ECS.

The target population for support for employment choice
comprises those who intend to use support for employment
transition or continuous employment support, and those
who are currently using support for employment transi-
tion or continuous employment support, with the scope of
support scheduled to be expanded in stages. After October
2025, as a general rule, before applying to use Type B sup-
port for continuous employment, which is protective em-
ployment, an applicant is required to use support for choice
of employment. From April 2027, those who intend to use
Type A support for continuous employment, a new form
of employment with welfare significance, and those who
intend to use Type A support for transition to employment
beyond the standard period of use will, in principle also use
support for choice of employment. In principle, those who
are judged by the labor transition support office to have
a clear possibility of finding employment, such as those
who already have concrete plans for general employment,
including interviews and practical training at work, are not
required to use ECS.

(4) Effects of ECS

® By assigning personnel who have completed
specialized training in assessment, it is possible to
receive employment assistance based on high quality
assessments.

® It is possible to promote self-understanding by
conducting an assessment with the PWD, to organize his/
her employment abilities, aptitudes, needs, strengths,
occupational challenges, and environmental factors that

facilitate the ability to demonstrate his/her individual

strengths, as well as support and considerations for

employment.
® Based on the contents organized in cooperation with

PWDs and information on local companies, etc., and by

cooperating with related organizations, it is possible

for the PWDs to select a more appropriate career path.

In addition, while using Type A and Type B continuous

employment support, the PWDs can receive support

for choosing employment according to his/her wishes,
enabling him/her to make choices according to changes in
employment needs, abilities, etc.

(5) Challenges for ECS in implementing agents and
training for supporters

The employment assessment, which is the core of ECS,
is based on the paradigm of supported employment in em-
ployment policies. On the other hand, since ECS itself is
within the framework of welfare policies, and the PWDs
receiving support themselves belong to the welfare sector,
the standards for institutions that implement such type of
support, and the training of support personnel are urgent
issues.

The criteria for agents that can provide ECS include sup-
port for ETS, support for continuous employment, ELSCs,
and employment support centers established by local gov-
ernments, all of which provide employment support with
the goal of general employment and have a certain track
record of employment. Such companies are also required to
be able to provide information on employment support in
the local community. It is also required, for example, not to
direct PWDs to the employment-based welfare services of
its own corporation.

In addition, the method of employment assessment,
which a core support technique for ECS, assumes knowl-
edge and skills regarding basic principles, the employment
support process, and cooperation with related organiza-
tions, etc., which also overlap with the contents of the basic
training described in (1). Few staff in charge of employment
support in the welfare sector have a sufficient understand-
ing of the method of employment assessment, which is a
core support technique for ECS. Considering this situation,
supporters engaged in ECS will be required to attend basic
training starting in FY2025, followed by an ECS Support-
er Training Course. However, until 2027, as a transitional
measure, staff can become ECS Supporters by attending ba-
sic training or equivalent conventional training provided by
JEED, etc., such as basic training for employment support
or training for job coaches.

(6) Basic Process and Flow of ECS

Those who wish to use employment-related welfare

services must first apply for ECS, receive a grant decision,
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and use ECS. Based on the results, they can be linked to
ETS for general employment, support at PESO, etc. or, if
necessary, to the use of Type A and Type B continuous em-
ployment support business establishments. However, it is
important to provide sufficient information and consultation
support to enable the PWD to choose employment based on
his/her own wishes and aptitude, so that this process does
not lead to a judgment of the possibility of general employ-
ment or assignment to welfare employment.

In principle, ECS is provided in one month, during which
time the results of the assessment and discussions by the
agencies are compiled on an assessment sheet, which is
shared between the PWDs and the agencies, and used in
subsequent employment support. During the first week of
support for employment options, the PWD is provided with
sufficient information on the possibility of employment op-
tions in accordance with his/her wishes, including not only
employment-related welfare services, but also a variety of
VR services for general employment. Situational assess-
ment using work situations, etc. is initiated, interviews are
conducted with the PWD and the agencies, basic informa-
tion is obtained, and strengths and issues in work situations
are clarified during the second week through simulated
workplaces, work experience, and practical work training.
In addition, the possibility of a wide range of employment
options and support plans based on the PWD’s aptitude
and wishes are discussed in a multi-agency case confer-
ence involving not only welfare personnel but also PESO,
psychiatric medical institutions, and businesspeople. In the
third and fourth weeks, coordination of workplace training
at actual companies for general employment through ETS,
etc., or liaison and coordination for the use of welfare em-
ployment, feedback on issues for the PWD’s employment,
and sharing of support plans, etc. are conducted.

V. Conclusion

This report has introduced employment support for
PWDs in Japan and the training of support personnel. Ap-
proaches may vary widely from country to country, due
to inherent differences in the way in which disability is
perceived. Even within Japan, different regions perceive
disability differently, with some regions accepting disability
or illness as a blessing from a “nosari” viewpoint. There are
also diverse ways of perceiving disability throughout the
world. The Anangu people in Australia celebrate unique-
ness, and accept the diversity and difference that is present
within humanity rather than seeing impairments. The
M[Jori community in New Zealand also report a need for
disability to be viewed in a more positive and integrated
fashion than is the case in Western scholarship. In Mexi-

co, persons with intellectual impairments are valued and
respected members who are recognized for their contribu-
tions, rather than for their disabilities [14].

On the other hand, PWDs may be branded as a result
of wrongdoing, and in countries that value face, they are
commonly viewed as a shame to the whole family [15].
Sometimes, a PWD may imply a contamination of a family’s
biological roots and a lowering of the genetic value of the
family and lineage [16].

In addition to traditional ways of viewing disability, vari-
ous theories have emerged in recent years, such as neuro-
diversity. This is a concept that views the phenomenon of
developmental disabilities as a “natural and normal varia-
tion of the human genome” rather than as a lack of ability or
superiority, and has been adopted as a policy in Japan [17].

Although the perception of disability is likely to change
with developments in medicine, economics, education, and
other areas, we hope that everyone of every age and in
every region will be able to say, “this is just normal, it is
the way I am.” This statement goes along with Authentic-
ity. Authenticity refers to living obediently based on one’s
own intentions and feelings [18], or to be responsible for
one’s life choices and taking full responsibility for the con-
sequences that come along with them [19]. Authenticity is
the most central element of psychological well-being, and
employees who demonstrate authenticity in the workplace
are more productive, motivated, and enthusiastic.

We are currently developing an advanced training pro-
gram to improve assessment skills in ECS. During the
development of that training program, it was clarified that
authenticity was a core aspect of the assessment [20]. We
would like to work toward the implementation of this train-
ing program, with the aim of creating a society in which
everyone can lead a working life that is unique to them.
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