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Abstract

This paper focuses on a proxy indicator of the quality of the public vocational training,

specifically trainees’ implementation of self-development after training completion. We

use data collected through our survey questionnaire on trainees of public vocational train-

ing schools in Osaka prefecture, and we find that education on the necessity of self-

development during training motivates trainees’ self-development after they leave schools.

Such education has been conducted in some training courses, but it is not spread to the en-

tirety of the public vocational training schools.

Introduction

After the financial crisis of 2008, public vocational training played a great role in sup-

porting jobseekers. In Japan, with the unemployment rate rising, public vocational train-

ing not only provided many training opportunities but also served as a safety net supply-

ing training allowance with which trainees could sustain their livelihoods 1). As voca-

tional training grows in size and becomes gradually recognized by more and more

jobseekers, improvements in quality have become increasingly important.
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1） Japanese public vocational training for jobseekers provides job seekers with free training and

a training allowance. The period of a standard training course is one year, or less. The training

is operated by local governments’ public vocational training schools, the “Japan Organization

for Employment of the Elderly, Persons with Disabilities and Job Seekers”, and private educa-

tion and training organizations contracted to conduct the training.
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In recent years, at the central level, the Japanese training administration has paid

more attention to the quality of training. It formulated a “training service guideline”

and set many quality indicators in assessment standard by which training providers are

evaluated. At the local level, local training departments have introduced quality indica-

tors for choosing training providers contracted to conduct training. Based on previous

studies, we define the proxy indicators of the quality of training from three perspec-

tives: input factors affecting training outcomes (e.g., class size, expenditure of per

trainee), the actions implemented to produce better training outcomes (e.g., undertaking

PDCA cycle, carrying out trainers’ further training), and outcomes. The outcomes in-

clude short-term outcomes (e.g., employment rate) and medium- or long-term outcomes

(e.g., retention with the same employer in the fourth quarters after training, awareness

of self-development in life, and transfer of learning).

This study focuses on medium- and long-term outcomes, i.e. trainees’ self-development

behaviors and explores determinants of trainees’ self-development after completing train-

ing. We will provide a detailed explanation on the reasons for focusing on self-

development below.

Although there are no studies on self-development of former trainees in Japan (certainly,

within the last 15 years), several studies do examine the effect of ordinary people’s self-

development. Hara (2014) verify that self-development has no effect on increasing wages.

In contrast, Yoshida (2004) and Kurosawa (2010) show that the wages of female workers

who undergo self-development will increase a few years later. Furthermore,Higuchi et al.

(2012) prove that self-development can help female non-regular employees transfer from

non-regular employment to regular employment. In addition, Hara (2014) analyzes the de-

terminants of implementing self-development (see section 4.2 for more detail).

The remainder of the paper is organized as follows. In section 2, we describe theoreti-

cal background. In section 3, we explain the data used in this study. In section 4, we ana-

lyze the determinants of former trainee’s self-development after completing training.

Lastly, section 5 discusses what should be done in public vocational training schools

(PVT schools), based on our empirical results.

2. Theoretical Background

2.1. The proxy indicators on the quality of public vocational training

The quality of public vocational training is something important that ensures trainees
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obtain necessary skills both for employment and for life (Gatt, S. & Faurschou, K. 2016,

p. 36). It can be defined from three perspectives.

First, input factors, e.g., trainer experience, class size, expenditures per trainee, infra-

structure, and equipment, affecting training outcomes can be deemed as proxies of the

quality of training (Galdo, J. & Chong, A. 2012).

Second, actions, e.g. undertaking PDCA cycle (Plan, Do, Check Act), providing train-

ers further training, and enhancing trainers’ job search support, implemented to pro-

duce better training outcomes can be considered indicators of the quality of training

(Europe Training Foundation, 2014; Lu, G. 2014)

Third, the outcomes can be viewed indicators of the quality of training. In Japanese pub-

lic vocational training schools (PVT schools), employment rate, type of employment, the

satisfaction rate of trainees with their acquired skills, and the relation between the train-

ing courses and the jobs trainees obtain are usually summarized after the completion of

training. The Japanese government evaluates the quality of PVT through such indica-

tors. However, PVT creates short-, medium-, and long-term outcomes. For example, the

employment rate after training completion can be considered as a short-term indicator

of the quality of training, retention with the same employer in the fourth quarters after

training, transfer of learning (the skills or knowledge learned from training used in differ-

ent occupations in no close relation to the training courses), and awareness of self-

development in life can be viewed as the medium- or long-term indexes of the quality of

training (Kobayashi, 2018; Japan Institute for Labour Policy and Training, 2018).

2.2. Why does self-development matter?

Coupled with economic and technological development, skills demands are changing

and increasing. All people, whether employed or jobless, need to update or upgrade their

skills to keep up with changing work realities. In Japan, the Human Resources Develop-

ment Promotion Act emphasizes that employees should endeavor to exercise self-

development based on their vocational life design 2) (Article 3, paragraph 3). Trainees of

PVT schools are generally employed by small- and medium-sized companies where the im-

plementation rate of on-the-job and off-the-job training are moderate 3), so they need to im-
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2） The definition of vocational life design is that the workers decide their goals in their career

and plan their career paths, occupational skill development paths, etc. by themselves to achieve

those goals (Article 2, item 2).

3） According to Health, Labour and Welfare Ministry (2019), in companies with 100-299 →



prove their current or future employability through self-development.

Moreover, recently, empirical studies have proved that self-development can improve in-

comes (Yoshida, 2004; Kurosawa, 2010). Lu (2017) calculated the annual incomes of jobs re-

lated to the subjects of public vocational training using data from the Japanese Health,

Labour and Welfare Ministry’s “Basic Survey on Wage Structure.” Lu found that the an-

nual income of some jobs was below the level of welfare payments. Self-development af-

fords trainees an opportunity to escape from poverty.

Therefore, on the one hand, it is essential for the Japanese government to develop life-

long learning systems continuously; on the other hand, motivating people to exercise self-

development is also important.

3. Data

We conduct a survey questionnaire on trainees of PVT schools in Osaka prefecture in Ja-

pan. Osaka prefecture is a representative local government in Japan in the field of PVT

for jobseekers. PVT schools 4) offer subjects related to industry, as well as subjects re-

lated to services. The subjects offered by PVT schools in Osaka prefecture are shown in

the Appendix. Trainees who enter one-year courses will graduate in March the following

year 5). As six-month courses recruit trainees twice a year, those who take part in such

courses in April or October finish their training in September or in March the following

year, respectively. Because the date of graduation is September or March, the surveys

were conducted twice, just before completion of training 6). In all, 553 valid responses

were received from trainees who would complete training in the 2012 fiscal year 7). Then,

a follow-up survey was conducted in 2014, a year or a year-and-a-half after trainees had
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→ employees, the rates of regular employees and non-regular employees accepting off-the-job train-

ing in the 2019 fiscal year were 39.2％ and 20.5％, respectively. However, the rates of employees ac-

cepting systematic on-the-job training do not exist. We only know that among companies with

100-299 employees, companies that conducted systematic on-the-job training for regular and non-

regular employees accounted for 67.0％ and 25.1％ in the 2019 fiscal year, respectively.

4） In Japan, PVT schools also provide employed people with training of 2-5 days. However, this

study does not discuss this type of training.

5） Except for air conditioning training, which commences in October and end in September the fol-

lowing year.

6） one or two weeks before training completion.

7） The response rate was 79％ (＝553/701).



graduated, in order to obtain information on their implementation of self-development.

In the follow-up survey, 135 of the 553 respondents responded 8).

Table 1 compares the two surveys in terms of respondents’ attributes. With regard to
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Table 1 Attributes of respondents

Note: Survey(a) means surveys conducted before trainees’s graduation. Survey(b) denotes follow-up survey.

Table 2 Descriptive statistics

Note: Variables with “a” are made from the data of follow-up survey.

8） The response rate was 19.3％.



gender and education, the two groups have almost the same structure. Although the per-

centage of respondents to the follow-up survey who were above 45 years old is relatively

high, we conclude that the two groups may have similar compositions of individual attrib-

utes. Table 2 shows the descriptive statistics.

4. Analysis

4.1. Cross-tab

Before conducting the regression, we use cross-tabs to check the relation between the ex-

plained variable and the key explanatory variables that we focus on in this study. Table

5 shows the relationship between education on the necessity of self-development (educa-

tion is conducted by trainers or staff) during training and trainees’ self-development af-

ter completion of training. We find that on the whole the more enlightenment on the neces-

sity of self-development trainees received, the more self-development they implemented fol-

lowing completion of training. Our definition of self-development is quite similar to that

of The Japan Institute for Labour Policy and Training (2013), that is, learning job-

related knowledge or skills voluntarily during off-work periods in ways that include self-

education, correspondence education, participating in a seminar, attending a course at a

technical college, and so on 9). Additionally, we treat learning related to finding a job or be-

ginning a business during the period of unemployment as self-development.

4.2. Explanatory variables on implementation of self-development after completion of

training

Hara (2014) precisely describes the factors that influence implementing self-
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9） Because the definition of self-development is not same among previous studies, we cannot use

unified definition and have to define it by ourselves.

Table 3 Education on necessity of self-development during training and trainees’

implementation of self-development after the completion of training



development by analyzing aggregate data. According to Hara, the main obstacles to imple-

ment self-development are limitations of money and time, and information on what

should be learned. Hara also indicates that individual attributes such as marital status,

education, and age are related to self-development implementation. After analyzing the

aggregate data, Hara employs a regression analysis using micro data, in which she intro-

duces the dummy variable “to what degree you were informed by your supervisors

about what you should learn” into the regression model.

Equation (1) is our estimation equation. Vector xi includes many of variables that

Hara (2014) mentions. For example, the limitation of money, marital status, and educa-

tion are included. Furthermore, because the motivation for self-development might vary

among former trainees of different subjects, we incorporate a dummy variable of sub-

jects into vector xi to control for the effect of different motivations. Moreover, we in-

clude a dummy variable di that denotes how often trainees have received education on

the necessity of self-development from trainers or employment support staff of PVT

schools. This question might be ambiguous, because it does not ask trainees whether

they were told what they should learn after training. However, it would appear that ma-

jority of trainees are familiar with the higher levels of qualifications relating to their

training, after receiving six months or more of training. According to our surveys just be-

fore completion of training, those who said they knew how to promote or develop their ca-

reers accounted for 71％ of all trainees understanding what jobs they wanted to do.

y蔭i 厩 â0茨x
袷
i â1茨diâ2茨ui 廓1 較

In the following, we utilize “implementation of self-development after completion of

training” (have done＝1, have not done＝0) as an explained variable, and conduct a

probit analysis. Because the sample size of the follow-up survey is small, we also carry

out an OLS estimation.

4.3. The determinants of implementing of self-development after training

Table 4 shows the results of the probit estimation and the OLS estimation. Compared

with Model 1 and Model 3, we add the variable “the means for promotion or developing ca-

reer” (know or somewhat know＝1) into Model 2 and Model 4. Despite controlling for

the effect of whether trainees know what they should learn after completion in Model 2

and Model 4, the outcome of all the models is same with regard to “education on neces-

sity of self-development.” Trainees who have heard about the necessity of self-
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development from staff of PVT schools more than twice have a higher probability of im-

plementing self-development after training than those who have not.

Furthermore, we conduct probit and OLS estimations to investigate the determinants
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Table 4 Determinants of implementation of self-development after completion of training

Note: * denotes significance at 10％ level, ** denotes significance at 5％ level, *** denotes significance at 1％

level. Standard errors are in parentheses.

Standard errors of OLS estimation are robust. In the case of Probit estimation, estimated coeffi-

cients are marginal effects.

We regard the education backgroud of high school dropouts as Jr.high school, Technical school or

technical college or Jr. college or college dropouts as high school, graduate college dropouts as col-

lege.



of self-development for those with work experience after completing training. We utilize

almost all the explanatory variables of Table 4, and add job-related variables such as “on-

the-job training”, “job content”, and “work week”. The estimated coefficient of “have

heard more than twice” is positive, but non-significant. Incidentally, the probability of im-

plementing self-development for those who have heard about its necessity just once is

lower than that of trainees who had not heard about it at all. Since we use data from peo-

ple with work experience after completing training, the sample size becomes much

smaller. We consider that this is responsible for the aforementioned result. The outcome

of the estimation is available upon request.

5. Discussion

We focus on a proxy indicator of the quality of the PVT, specifically trainees’ implemen-

tation of self-development after completing PVT. As we state above, because trainees’ self-

development is associated with getting a decent income and obtaining current and future

employability, this index should be treated seriously. In addition to the explanatory vari-

ables utilized in previous studies, we include training-related variables that suggest what

kinds of policies and actions PVT schools should implement. We find that education on

the necessity of self-development during training motivates trainees’ self-development af-

ter they leave PVT schools.

According to our interview surveys with some vocational training instructors of

Osaka PVT schools, we gained a general idea of how education on self-development is be-

ing conducted. Some training instructors regularly invite former trainees to make

speeches to trainees on topics of getting better vocational qualifications, wage increases,

and so on. However, such action is only conducted in some training courses and is not

spread to the entirety of the PVT school.

This is a universal challenge for Osaka PVT schools. Many efforts, such as operating

quality cycle, organizing meetings with employers and other stakeholders to grasp labor

needs, using student questionnaires to evaluate training performance, inviting local com-

panies to hold recruitment sessions for trainees, on improving the quality of training

have been undertaken. Many actions are similar to the practices undertaken by EU coun-

tries under the European Quality Assurance Reference Framework (EQAVET). However,

they are not necessarily conducted regularly or in all PVT schools.

Lastly, we must acknowledge that this study has limitations. Though we have made
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every effort 10) to increase the survey response rate, we could not obtain adequate data to

analyze the determinants of implementing self-development in more detail. Furthermore,

since the data we used is cross-sectional data, we cannot control for variables that can-

not be observed, such as personality.
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