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Abstract 
Currently, only 24.2% of persons with disability passbooks are employed in Japan’s 

general labor market. The government emphasizes the increasing numbers of persons 
with disabilities (PWDs) in the workforce every year. However, how much progress has 
been made? Compared to 77.7% of persons between the ages of 18-65 without 
disabilities in the workforce, there remains a huge disparity between them. This study 
reveals the manifest imbalance of PWDs in the workforce and its causes. In this 
presentation, I provide the data regarding PWDs’ average income and proportion in 
particular job categories and industries, which suggests that PWDs are exclusively 
assigned to lower-paying positions. Moreover, the income gap between those PWDs 
and average regular employees has been expanding in these 20 years. Under the 
quota system, private companies can establish special subsidiary companies (SSCs) to 
hire PWDs collectively in an isolated workplace, the number of which is increasing year 
by year. Those indicate that “separation” in the workplace might be prevailing. This 
workplace “separation” may contribute to the participation of persons with severe or 
intellectual disabilities in the workforce. Yet, it has an effect on PWDs’ low status in the 
labor market. This study identifies the customs in the labor market and the legal 
systems which give enterprises incentives toward workplace “separation” in Japan. 
Also, according to my analysis, the education system has influenced the PWDs’ 
employment habits. To promote the physical and social inclusion of PWDs in 
workplaces, I contend that we need some sort of administrative directive obligating 
public sectors to report the percentage of PWDs in the permanent workforce who fall 
within particular income grade levels. 
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Research Question 
“Hasn't Japan's employment policy for people with disabilities encouraged their entry 

into the labor market at the expense of inclusion within the labor market?” 
"Inclusion in the labor market" has two meaning:  

1. Put PWDs into the competitive labor market: based on the thoughts that 
employment in the general labor market must be inclusive. (Sheltered Workshop 
vs. General Employment) 

2. Include PWDs in the workplaces: based on the thoughts that PWDs are still 
segregated although they work in the labor market. (Diversity and Inclusion) 

 
In this presentation, "Inclusion in the labor market" means the second one.  
Since 1976, through the quota employment system, the Japanese government has 

required both public and private entities to hire people with disabilities (PWDs) to 
ensure their opportunity to work within the labor market. However, companies only 
need to meet the required number of PWDs, and the type of work and the employment 
conditions they provide are not regarded as important.  
The policy has focused on "increasing PWD workforce in the labor market." It treats 

as if general employment is a final destination. Therefore, the government has been 
encouraging those companies that do not meet the employment rate to hire PWDs. On 
the other hand, PWDs’ low-status issues in the market have barely been discussed 
under policy-making. 
In this presentation, I suggest that Japan's disability employment policy needs a 

paradigm shift. We should also discuss whether PWDs have opportunities to choose 
jobs or promote that the government didn't even after prohibition against discrimination 
and reasonable accommodation were regulated in 2013. The research aims at 
revealing what kind of exclusion exists within the market. 
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1. Current Situation in Japan 
 
The governmental policy focusing on "Increase PWD Workforce" 
The figures below show the current status of policies related to the employment and 

welfare of people with disabilities. 

 
The number of PWDs in Japan's labor market in FY 2019 is about 5 hundred 

thousand (who work regularly more than 20 hours per week). It is estimated that over 
24.2% of persons with registered disabilities work in the competitive market. The 
number of PWDs using work-related welfare programs (sheltered workshops) is about 
3 hundred seventy thousand. In FY 2019, the public employment security office 
supported 100 thousand placements of PWDs to jobs. Also, 20 thousand PWDs 
transferred to general employment from the work-related social welfare system. 
However, its transfer rate from social welfare to general employment was only 5.3%. 
The disability policy tends to emphasize the arrows in the chart: from social welfare to 

competitive labor market, from special need education schools to the market, and from 
unemployed to the market. With the figures above, there is a reason for the policy 
pushing more and more on the entry of PWDs into the labor market. 
 
Current Situation: Job Placements (FY 2019) 
The following charts show the situation of PWDs' job placements through the Public 

Employment Security Offices and the trend of new job applications by each disability 
category: physical, intellectual, and mental disabilities. The line graph shows the 
number of new job applications, while the bar graph shows the number of new job 
placements. The x-axis represents the fiscal year FY2009-2019, and the y-axis is the 
number of cases. 
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Ministry of Health, Labour and Welfare, Job Placement for PWDs FY 2019, https://www.mhlw.go.jp/content/11704000/000653656.pdf. 

 
The average job placement rate (the No. of newly hired / the No. of new job 

applications) in FY2019 is 46.2%. While the number of new job applications has been 
increasing, the number of job placements has not increased as much, so it has not kept 
pace. What is noteworthy in this graph is the rapid growth in the number of new job 
applications with mental disabilities. 
 
Current Situation: PWDs Employed by Private Entities (FY 2019) 
The following chart shows the transition of the number of PWD employed by private 

companies since FY2002. Based on the counting method of the quota system, the 
number of PWDs is calculated by doubling the number of employees with severe 
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physical or mental disabilities and halving the number of employees with short working 
hours between 20 and 30 hours per week.   

 
Ministry of Health, Labour and Welfare, Summary of PWDs' employment situation FY 2019, 

https://www.mhlw.go.jp/content/11704000/000580481.pdf. 

 
I want to emphasize that more and more persons with mental disabilities are entering 

the market. The percentage of private companies that have achieved the statutory 
employment rate is only about 50%. 
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2. Measuring “Inclusion” in the competitive market 
So far we watched the current situation of PWDs based on the data the government 

currently providing based on the quota system. However, with such data only, the 
inclusion and exclusion in the labor market cannot be measured.  
 
Problem Analysis: Exclusion in the Labor Market 
As a major premise, exclusion from the labor market is considered to be a significant 

"social exclusion.” However, the state of "exclusion" from valuable work also can be a 
matter of "social exclusion.” I analyze the exclusion inside the market by using the 
framework of gender parity. 
 
The following benchmarks can be used for the analysis of “PWDs’ parity/disparity”:  
(1) Proportion of economic participation in the labor market 
(2) Wage Gap (the ratio of the wage of PWD to that of the average workforce) 
(3) Position and Status in the labor market 
(4) Occupation Gap 
 
(1) Proportion of economic participation 

PWDs: Total (age 15-64) = 25%*: 78% （*estimate = not official data） 
Although the proportion of economic participation among persons with registered 

disabilities is the very basic data when comparing the disability workforce 
internationally, it is not provided officially in Japan. The percentage is what I calculated 
by myself using the whitepaper’s data (the number of working-age persons with 
registered disabilities is estimated at 2,132 thousand). According to the data provided 

in the preceding research, it was about 40%**. 
** Tadashi KUDO (2008), “Current Status and Issues of Disability Employment,” JILPT No.578, pp 4-16. 

 
(2) Wage Gap 
The following graph shows the ratio of the average monthly wage of people with 

physical disabilities, intellectual disabilities, and mental disabilities when the average 
monthly wage of all regular workers is 100. The ratio of people with physical disabilities 
is about 70, that of intellectual disabilities is 38, and that of mental disabilities is 41 in 
FY 2018. The disparity between that of total regular employees and that of physical 
disabilities is expanding. 
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Ministry of Health, Labour and Welfare, Survey on the Employment Situation of Persons with Disabilities FY 2018. 

 
 (3) Position and Status in the labor market 
About 50% of employees with physical disabilities are employed as "Seishain" 

(permanent, the most protected type of employment). Among the employees with 
physical disabilities, the percentage of those assigned to management posts is 2.9% 
but that of the employees with intellectual or mental disabilities is 0.1% or 0.3%. In 
terms of the total employed population excluding executives in 2020, the percentage of 
"Seishain" is about 63%, while that of part-time employees is about 37%. 2.4% of the 
labor force aged 15 and over is engaged in managerial occupations. 

 
Ministry of Health, Labour and Welfare, Survey on the Employment Situation of Persons with Disabilities FY 2018. 

 

(4) Occupation Gap 
The job categories, sectors, and industries seem biased in which PWDs are 

employed. 32.7% of the people with physical disabilities are clerical workers, 37.8% of 
the people with intellectual disabilities are production process workers, 30.6% of the 
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people with mental disabilities are service workers, and 39.1% of the people with 
developmental disabilities are sales workers.  

 
Ministry of Health, Labour and Welfare, Survey on the Employment Situation of Persons with Disabilities FY 2018. 

 
[ICYMI] Research Purpose 
The results of the analysis above show both that PWDs are still excluded from the 

labor market and that they may be excluded from valuable work even within the labor 
market. At the beginning of this presentation, I stated that Japan's employment policy 
for PWD should shift to increasing inclusion within the labor market, rather than 
increasing the workforce. 
The female situation in Japan may support my opinion. Japan was ranked 121st in 

"The Global Gender Gap Report 2020" issued by World Economic Forum. In the report, 
the percent of women in companies' board of directors is only 5.3%. However, the 
proportion of economic participation of Females age 15 to 64 is about 70% (in 2020). It 
is not so low, even compared to other OECD countries. Although the female workforce 
in the labor market is increasing, gender parity has not been improved or the 
improvement is too slow to see.  
Generally, minorities tend to suffer from unfair treatment in the labor market 

structurally. Nevertheless, PWDs' low-status issues in the market are not regarded as a 
real issue in Japan. 
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3. How can we capture inclusion in the labor market?  
 
Social Inclusion Model 
To capture the degree of "Inclusion" in the labor market, the concept of "Social 

Inclusion" may be available.  

 

I use this simple matrix with x and y-axis to describe inclusion/exclusion and gray area 
in the labor market. Inclusion/exclusion in the labor market can be broken down into 
integration/isolation and participation/alienation. With the x-axis, participation/alienation 
shows the degree of achievements obtained by or in association with labor. With the y-
axis, integration/isolation shows the degree of spatial and systematic proximity from the 
general workplace. 
 
Inclusion vs. Exclusion = 

Integration vs. Isolation(y) + Participation vs. Alienation(x) 
 
In this framework, the highest degree of labor market inclusion in the market is 

characterized by both integration and participation.  
 
“Isolation and Participation” style developed in Japan 
When the Japanese labor market is analyzed by the social inclusion model, "isolation 

and participation (4th quadrant)" seems predominant compared to "integration and 
alienation (2nd quadrant)”. An example of "isolation and participation": Separate PWD 
from a general workplace and place them in a special workplace to match their abilities 
and aptitudes to work. 
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While in the field of education, the issue of integration vs. segregation matters and 

potentially leads to conflict ("whether to integrate students with disabilities or whether to 
segregate them to respond to their different needs."), in the Japanese labor market, 
segregation at the workplace to match PWDs’ abilities and aptitudes to work is not 
regarded as a matter. Moreover, integration and participation is made difficult by the 
dilemma that spatial and institutional proximity with non-PWDs may decrease the 
degree of achievement that PWDs may obtain from work. 
 
The legal framework for the Employment of PWD: Quota System (incl. Special 
Subsidiary Company) 
One of the reasons why "isolation and participation" is predominant is that the legal 

system allows such kind of treatment.  
n Quota System: Japan’s disability quota system requires employers to employ a 

certain number of persons with registered disabilities. (Private companies are 
required to fill 2.3% and National and regional public bodies required 2.6% since 
March 2021.) 

n Levy(Grant) System: It is a system for taking the financial balance between 
companies that meet the quota system and those that do not. When a private 
company fails to meet the statutory quota, each company shall pay 50,000 Japanese 
Yen (about 450 US dollars) per month by each person under the quota. However, 
when it achieves the rate, each company receives 27,000 Japanese Yen (about 250 
US dollars) per month by each person over the quota. 

n Special Subsidiary Company System: When an employer establishes an SSC, the 
employees with disabilities of SSC are deemed to be employed by the parent 
company or group companies when calculating the employment ratio. 

n Prohibition of Discrimination/Reasonable Accommodation (p 12) 
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* Referred from Tamako Hasegawa, etc. (2021), “Shogaisha no Koyo to Shurou (Employment and Work of PWDs)” Koubundo, p 12. 

 

Special Subsidiary Company System 
In Japan, private companies can establish a special subsidiary company (SSC) to hire 

PWDs collectively and treat them under unique management. The system had been 
regulated in 1987 before employers were obligated to hire persons with intellectual 
disabilities in 1997. As many large companies introduced this system, both the number 
and proportion of PWD working at SSCs have been increasing. 

  

  

Ministry of Health, Labour and Welfare, Summary of PWDs' employment situation FY 2019. 

Labor Market  SSC 
Sheltered 
Workshop 

A 

Sheltered 
Workshop B 

Employment Work-related Social Welfare Program 
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As a means of securing the amount of employment under the quota system, large 
companies tend to adopt the SSC schemes. Also, the average number of PWDs 
employed by a SSC has been increasing. Even if the PWD workforce in the labor 
market is increasing, the Isolation and participation style does not affect regular 
workplaces. Although more and more PWDs are employed and earn income in the 
labor market, they may be excluded from the workplaces of non-disabled persons. The 
number of SSCs is increasing year by year. The workplace segregation might be 
expanding.  
 
Anti-Discrimination 
In 2013, Japan enacted the Amendment of the Act of Employment Promotions of 

Persons with Disabilities, which introduced the principle of prohibiting discrimination 
against persons with disabilities and the obligation on employers to provide reasonable 
accommodation. Despite the 2013 Amendment, which has advanced the legal 
framework for the employment of persons with disabilities, the reality is that progress has 
not been made as envisioned. 
n Prohibiting Discrimination: It prohibits discrimination against PWDs. It covers recruitment 

and hiring process as well as wages, position, promotion, demotion, and career 
development opportunities for PWD. 

n Reasonable Accommodation: To remove the barrier for ensuring equal opportunities, the 
obligation to take measures in consideration of disabilities for recruiting and hiring. 
Besides, to remove the barrier for ensuring equal treatment and to use effectively the 
ability to work, employers are obligated to renovate facilities considering the needs of 
PWD and place personal assistants or any other kind of measurements. 
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4. Structures of the Labor Market 
  
Japanese Employment Customs 

Of course, the structure of the labor market is also a barrier to the inclusion of diverse 
people. 
In Japan, typically companies manage employees based on employment type not 

based on the job category. Mainstreaming is "Seishain," a permanent, tenure, full-time, 
or recipients of the merit of seniority wage. 
The following are some of the characteristic features of the traditional Japanese 

employment system: lifetime employment, new graduate package recruiting, internal 
training and promotion, reassignment, and seniority-based wages. 
n NCG Package Recruiting: the main target is new graduates from high schools or 

universities. Students have pressure to get a job offer before they graduate. NCGs' job 
search is "a company search" in fact, not "a specific job." First job placement may decide 
their career and life. 

n Internal Training and Promotion: Nurturing NCGs within a company regardless of their 
specialization such as university majors (except some special job categories valuing job-
related skills and specialization). 

n Reassignment (Job Transfer): The discretion of employers is relatively broad. (<-> the 
discretion to dismiss employees is strictly limited.) Under Covid-19, companies have 
maintained the employment by temporary assignment, temporary on loan to another 
company, or temporary leave. 

n Seniority-based wages: The steep age-wage profile indicates that wages are low for 
young workers compared to the labor productivity, while wages are higher than their 
labor productivity justifies for mid-to-senior age workers. Thus, an implicit contract exists 
between firms and employees regarding long-term employment and future make-up for 
the wage loss. 

 
Barriers against integration and participation 
There are hierarchy and disparity between "Seishain" and "Non-Seishain" within the 

labor market in Japan. This kind of employment type (”Seishain” or others) decides 
employees' treatment such as wage, bonus, allowances, benefits, etc. more than the job 
category. Also, "Seishain" has the potential to develop their career in their organization.  
"Non-seishain" workers have barely any chances to step up to “Seishain" (70% of "Non-
Seishain" are women), which means no opportunities to promote. This structure has 
caused a gender/diverse gap. 
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For applicants with disabilities 
Students with disabilities may choose the hiring process "for applicants with disabilities" 

or "for (general) applicants".  
n General Process: Competitive, but equal opportunities for a salary increase or promotion 

must be secured. 
n Unique Process for PWD: Non-competitive, but equal opportunities in the future won't 

be ensured, which depends on each organization's policy. If you are lucky, you will be 
integrated into the general system, but if not, you will proceed to a different career path. 

 
Length of Service by Recruiting Process 
The following charts show the differences in the length of service by each recruiting 

process. PWDs tend to work longer when they choose the jobs created for PWDs. In 
case they don't disclose their disabilities, the service length is shorter. 40-50% of them 
quit their job in 3 months. 

 
Ministry of Health, Labour and Welfare, 83rd Disability Employment WG, Feb. 01, 2019. The original material was “Research on 

Employment Status of Persons with Disabilities (April 2017)” issued by the National Institute of Vocational Rehabilitation, Japan 

Organization for Employment of the Elderly, Persons with Disabilities, and Job Seekers. 

 

To evaluate "Inclusion (Integration & Participation)" within an organization 
The current employment quota system does not require public or private entities to 

report the proportion of PWD in the “Seishain” workforce nor the proportion of PWD in 
managements. Even if PWDs are promoted to management at SSCs, it does not have 
any impact on changing the structure of the headquarters. 
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In this presentation, the following reportable items should be added: 
① The percentage of PWD in "Seishain." If public and private entities have to report it, 

they might identify barriers against inclusion in the workplace. 
② The percentage of PWD in management and professional job categories. 
③ The proportion of PWDs' career advancement compared to that of non-disabled 

employees'. 
 
Vocational Training provided in Special needs education schools 
In Japan, there are more than a thousand special needs education schools. 
Vocational training and support for job placement are provided in school education. 

Traditional vocational training for blind students was acupuncture, moxibustion, and 
massage. 
The “Job Placement Rate” may value each special needs education school. The 

parents of children with disabilities would consider schools' job support when they 
choose a school for their children. 

 
 
Conclusion 
In Japan, the number of PWDs who work in the labor market has been increasing, but 

workplace isolation may be progressing. If the policy does not focus on inclusion in 
workplaces, the policy focusing on increasing the workforce based on the quota will peak 
out soon. With the rapid aging of the population, there is a movement to bring women, 
foreigners, the elderly, and PWDs into the labor market to fill in the shortage of the 
workforce. However, the market with unfair structures in which those people are poorly 
treated and have no opportunities for promotion or career development is unsustainable. 

文字サイズの変更 小 中 大 サイト内検索  検索

絞り込み検索  サイトマップ  English

卒業者の進路状況（平成30年3月卒業者）

特別支援学校中学部及び中学校特別支援学級卒業後の状況（国・公・私立計）

区分 卒業者（人
）

進学者（人
）

教育訓練機関等入学者（
人）

就職者（人
）

社会福祉施設等入所・通所者
（人）

その他（人
）

中学
部

計 10,491 10,322
（98.4％

）

21
（0.2％）

　4
（0.04％

）

62
（0.6％）

82
（0.8％）

視覚障害 177 174
（98.3％

）

―
（―）

―
（―）

1
（0.6％）

2
（1.1％）

聴覚障害 402 400
（99.5％

）

―
（―）

―
（―）

―
（―）

2　
（0.5％）

知的障害 7,881 7,780
（98.7％

）

14
（0.18％）

3
（0.04％

）

29
（0.4％）

55
（0.7％）

肢体不自由 1,698 1,657
（97.6％

）

2
（0.1％）

―
（―）

2
（1.4％）

15
（0.9％）

病弱・身体
虚弱

333 311
（93.4％

）

5
（1.5％）

1
（0.3％）

8
（2.4％）

8
（2.4％）

中学校特別支援学級 22,132 20,927
（94.6％

）

429
（1.9％）

153
（0.7％）

623
（2.8％）

出典：「学校基本統計」（文部科学省）
※進学者は、高等学校、中等教育学校後期課程及び特別支援学校高等部の本科・別科、高等専門学校へ進学した者の計。
※教育訓練機関等は、専修学校（高等課程）進学者、専修学校（一般課程）等入学者及び公共職業能力開発施設等入学者の計。
※社会福祉施設等入所･通所者は、児童福祉施設、障害者支援施設等及び医療機関の計。
※その他は、家事手伝いをしている者、外国の学校に入学した者、進路が未定であることが明らかな者及び不詳・死亡の者等の計。
　なお、中学校特別支援学級卒業者のその他は、社会福祉施設等入所・通所者を含む。
※上段は人数、下段は卒業者に対する割合。四捨五入のため、各区分の比率の計は必ずしも100%にならない。
※中学校は義務教育学校後期課程を含める。中等教育学校の特別支援学級はない。

特別支援学校高等部（本科）卒業後の状況（国・公・私立計）

区分 卒業者（人
）

進学者（人
）

教育訓練機関等入学者（人
）

就職者（人
）

社会福祉施設等入所・通所者（
人）

その他（人
）

計 21,657 427
（2.0％）

342
（1.6％）

6,760
（31.2％）

13,241
（61.1％）

887
（4.1％）

視覚障害 290 90
（31.0％）

10
（3.4％）

47
（16.2％）

125
（43.1％）

18
（6.2％）

聴覚障害 492 193
（39.2％）

20
（4.1％）

192
（39.0％）

68
（13.8％）

19
（3.9％）

知的障害 18,668 76
（0.4％）

241
（1.3％）

6,338
（34.0％）

11,267
（60.4％）

746
（4.0％）

肢体不自由 1,841 43
（2.3％）

47
（2.6％）

111
（6.0％）

1,575
（85.6％）

65
（3.5％）

病弱・身体虚
弱

366 25
（6.8％）

24
（6.6％）

72
（19.7％）

206
（56.3％）

39
（10.7％）

出典：「学校基本統計」（文部科学省）
※進学者は、大学（学部）、短期大学（本科）、大学・短期大学の通信教育部及び放送大学（全科履修生）、大学・短期大学（別科）、
　高等学校（専攻科）及び特別支援学校高等部（専攻科）へ進学した者の計。
※教育訓練機関等は、専修学校（専門課程）進学者、専修学校（一般課程）等入学者及び公共職業能力開発施設等入学者の計。
※社会福祉施設等入所･通所者は、児童福祉施設、障害者支援施設等及び医療機関の計。
※その他は、家事手伝いをしている者、外国の学校に入学した者、進路が未定であることが明らかな者及び不詳・死亡の者等の計。
※上段は人数、下段は卒業者に対する割合。四捨五入のため、各区分の比率の計は必ずしも100%にならない。
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