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Abstract - In Japan, the link between age and organizational positions, qualifications, and grades has been established within 
the organization. In other words, life-stage and career-stage have been synchronized and integrated from an organizational 
point of view. Currently, Japanese industries are undergoing abrupt change in conjunction with recent economic globalization 
and rapid technological progress and innovations. Thus, the synchronization of life-stage and career-stage has collapsed. In 
addition, the era of the 100-year lifespan has arrived in Japan. First, this paper reviews the current state of career development 
systems in Japan. Second, recent revisions of Japanese government policies for human resource development are described. 
The final section offers perspectives into the need for Japanese people to rise to the challenge of building life-career from an 
individualistic perspective. 
 
Index Terms - Career development, Career support, Career ownership, 100-year lifespan 
 
I. BACKGROUND 
 
Japanese companies have been responsible for 
improving the skills of employees, which is necessary 
for achieving corporate objectives, and education and 
training for employees’ skill development has been 
implemented in companies. After World War�, 
companies hired college graduates who did not 
possess professional experience using a unique 
recruiting method. The method entailed simultaneous 
recruitment of new graduates all at once, after which 
the company conducted internal education and 
training under the leadership of the organization. It is 
not an exaggeration to say that in conventional 
Japanese companies, under the traditional 
circumstance of "collecting" by the organization, 
employees’ skill development, work, life, and career 
have all been handled by the companies for whom they 
worked. In conventional Japanese companies, when 
employees reached a certain age, the specific duties 
pertaining to their role were outlined for them; when 
they reached the next age benchmark, corresponding 
responsibilities were assigned. Through these systems, 
the links between age and organizational positions, 
qualifications, and grades were established within 
organizations. In other words, life-stage and 
career-stage have been synchronized and integrated 
from the perspective of organizations.  
 
II. CURRENT STATE 
 
In the 1990s, Japanese industries underwent abrupt 
change in conjunction with recent economic 
globalization and rapid technological progress and 
innovations. Consequently, Japanese employees have 
faced drastic changes that they have never experienced 
before. The conventional system for human resource 
development, based on the prerequisite of long-term 
stable employment in a single Japanese company, no 
longer functions properly. As figure 1 shows, the 

synchronization of life-stage and career-stage has 
collapsed. Japanese people have taken on the 
challenge of building their own life-careers on an 
individual basis. 

 
Fig.1 Collapse of Synchronization of  Life-stage and 

Career-stage 
(Source: [1]) 

In addition to economic and technological changes, 
the era of the 100-year lifespan has arrived in Japan. 
The average human life expectancy has increased and 
according to one source (2), a child born in Japan in 
2007 is assumed to have a 50% chance of living past 
the age of 107. As Japanese people live longer, many 
will need to work longer as well. The increased 
longevity of the population in Japan will impact 
employees and employers. 

 
Fig.2 Oldest age, which 50% of babies bornin 2007 are 

expected to reach 
(Source: [2]) 
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III. JAPANESE GOVERNMENT POLICY 
 
In Japan, the Human Resources Development 
Promotion Act was amended and took effect from 
2016. This act is based on the basic philosophy that 
"working people make their own career designs and 
work themselves to develop and improve their 
vocational abilities." According to this revision of the 
Act, it was a necessary measure taken by the 
employers to facilitate the working people’s capacity 
to set directions on development and improvement of 
vocational abilities concerning matters such as skills 
necessary for business performances, securing 
opportunities for career consultation, and other forms 
of assistance. "Career consulting" was defined as 
"advice and work in response to consultation on 
selection of worker's occupation, occupational life 
design or development and improvement of vocational 
ability." As a result, “Supporting career consulting 
opportunities and other forms of assistance to 
workers” was added. The roles companies adopted 
toward their employees were intended to support them 
in continuing to be proactive in their own company 
and society.  
 
In addition, with the arrival of the era of the 100-year 
lifespan, the Ministry of Economy, Trade, and 
Industry (M.E.T.I.) launched the “Study Group for 
Enhancing Human Resource Capability in Japanese 
Industries” in September 2017. The working group 
discussed fundamental competencies for working 
persons in the 100-year lifespan (see figure 3).  

 

 
Fig.3 Fundamental Competencies for working persons over 

the 100-year lifespan 
(Source: [3]) 

 
M.E.T.I. defined the basic abilities required in 
working together with various people in the workplace 
and in the local communities as “fundamental 
competencies for working persons,” which consisted 
of the three competencies (12 competency factors) in 
2006 [4]. In 2018, the study group at M.E.T.I. insisted 
on the necessity of revising these three points of view. 
First, learning (what to learn) refers to choosing to 
learn for the sake of learning, to strengthen one’s own 
skills and to demonstrate one’s abilities. In learning, 
the ability to think through (thinking) becomes even 
more important. Second, integration (how to learn) is 
to expand one’s own views, combine diverse 

experiences and abilities with those of various people, 
and to integrate them in the realization of a specific 
purpose. For synergetic value, the ability to think 
through (thinking) and the ability to work in a team 
(teamwork) become even more important. Third, 
objectives (how to act) refer to acting towards 
self-realization and social contribution. In order to 
promote actions that create values, the ability to step 
forward (action) becomes even more important. After 
all, balancing the three points of view of “learning,” 
“integration,” and “objectives” is necessary for the 
development of one’s own career. 
 
IV. PERSPECTIVES 
 
Through these revisions of government policies, it is 
now legal to support companies’ responsibilities. 
Individuals must make purpose to design their 
occupational life on their own and try to develop and 
improve the vocational ability necessary for achieving 
them. The organization may now request that the 
employees themselves develop their abilities as 
individuals; the organization stated that "each 
employee is responsible for developing his/her goal of 
professional life and developing his/her skill 
capacity." This was requested to secure opportunities 
for career consultation and other forms of assistance.  
Bearing in mind these changes and the challenges 
mentioned above, it is important for Japanese 
individuals to adopt career ownership, in order to 
continue to strategize their own careers while adapting 
to changes in the market environment and life-stages 
over the course of their lifetime. As figure 4 shows, the 
new synchronization of life-stage and career-stage on 
an individual basis will be undertaken through a 
process of continuous adjustment over a long period of 
time based on “career ownership”. 

 

 
Fig.4 New Synchronization of Life-stage and Career-stage 

 
CONCLUSIONS  
 
In Japan, the time has come to seek people who adopt 
career ownership. Actively fostering career ownership 
and career development support is regarded as 
indispensable in meeting the needs of employees. 
Companies need to be supported not only from the 
perspective of the organization but also from the 
viewpoint of individual employees. Through career 
consulting, companies must support the design and 
capacity development of individual careers. At the 
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same time, individuals are required to adopt career 
ownership. Japanese people must recognize that 
individual responsibility is the ultimate determining 
factor of successful career development. 
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