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Overseas-Born Careworker Policies
in New Zealand and Japan:

Implications on Job Satisfaction and Future Plans
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While the shortage of careworkers arising from population ageing is recognized as a common

serious problem among OECD countries, policies to address it have been varied. In this paper,
we look at the cases of Japan and New Zealand. In the first part, we examine the policies of
these two countries and discuss how they dealt with the issue differently. Currently, Japan relies
on the formal recruitment schemes for foreign careworkers on a non-immigrant visa with limita-

tion on period of stay and work in the country. Currently, in order to continue working in the

country, they should obtain carework skills qualification in Japan, via either a two-year educa-

tion or passing the national licensure examination. On the other hand, New Zealand increasingly
depends on the overseas-born who hold either an immigrant visa (the permanent settlers) or stu-
dents of nursing as important sources of overseas-born careworkers. In the second part of this

paper, we present the results of a small-sample survey of overseas-born careworkers in NZ (n=
54) and Japan (n=80) regarding their migration pathways, level of job satisfaction and future
plans. Based on the results, it was found out that the level of job satisfaction of those who work
in NZ tends to be higher than those in Japan except in terms of salaries. Moreover, while many
of those working in NZ tend to stay in this country but take up other jobs in the future, in Ja-
pan, many have expressed their intention to leave this country to work in other destinations, the
most preferred of which are Canada, USA and Australia. While there are differences in these
careworkers’ behavior arising from difference in policies, retaining these careworkers in the el-

derly care sector remains to be a common policy issue which needs to be immediately ad-
dressed by both countries.
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1. Introduction

Population ageing in many OECD countries has led to the commercialization of elderly
care and strong demand for healthcare workers such as doctors, registered nurses, nurse aides as
well as careworkers? to take care of elderly people (OECD, 2013). The two countries in this
study, Japan and New Zealand (NZ), are interesting cases which differ in the policy directions
that they took to address the increasing demand for workers. While NZ has turned to overseas-
born long-term (permanent) residents and nursing students as important sources of careworkers,
Japan has focused on short- and mid-term residents (candidates under bilateral government
agreements, students, technical trainees), with Japan’s professional skills qualification as a pre-
requisite for long-term employment and residency.

In Japan, it was only in 2008 when it began accepting foreign workers as “candidate care-
workers” under bilateral economic partnership agreements with Indonesia, followed by the Phil-
ippines (2009) and Vietnam (2015). With the worsening of the shortage, the current Abe ad-
ministration has finally decided last year (2017) to implement two formal entry schemes that
could potentially dramatically increase the proportion of foreign workers in the elderly care sec-
tor. One of these is the inclusion of carework in the sectors that can accept technical trainees
from designated foreign countries. The other one is the recruitment of foreign students to enroll
in a two-year vocational course that will enable him/her to qualify to take the national certified
careworker’s licensure examination. The administration has added a new category, “carework”
in its list of “status of residence” (working visas) which will be granted to these graduates.

While the Japanese government has just recently taken a more active stance in allowing the
employment of foreign careworkers (albeit in the short to mid-term), NZ seems to be less en-
thusiastic in directly recruiting careworkers from overseas. Overseas-born careworkers make up
over 30% of the entire elderly careworker force and this percentage has been increasing since
1991 (Callister, Didham and Badkar, 2014). However, a large proportion of these foreign care-
workers are family dependents (foreign residents married to New Zealand nationals and depend-
ents of foreign workers), foreign students, and migrant nurses who are working towards obtain-
ing (or unable to obtain) New Zealand nurse registration.

Evidently, foreigners have contributed in the alleviation of labor shortage despite the ab-
sence of formal schemes. In this paper, we explore how these two countries’ contrasting policy

directions have influenced the labor market and the perceptions of careworkers towards the job
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and also their future plans, particularly on whether they prefer to stay or leave the profession
within the next 5-10 years.

The specific objectives of this paper are as follows: In the first part, we describe the sev-
eral pathways for overseas-born careworkers under the current immigration policies in each
country and analyze their impact on the labor market. Keeping in mind the policy differences,
in the second part, we examine how overseas-born careworkers behave, particularly in terms of
their job satisfaction and job retention. We address the following policy-related concerns: Are
these pathways reliable, stable and feasible? How do careworkers taking up these alternative
pathways behave in the labor market? Will they provide sustainable, long-term solution to the
labor shortage? Are there any lessons that these two countries can learn from each other’s expe-
riences of hiring foreign careworkers? We will look at the issues and problems mainly from the
point of view of the overseas-born careworkers (supplemented by those of their employers, local
colleagues and the elderly patients) and from the perspectives of economics and cultural studies.

This paper is organized as follows: In the next section, we discuss Japan’s foreign care-
worker policies, focusing on the recruitment schemes the country has implemented in the last
ten years. Section 3 will look at the case of NZ, particularly how this country’s policies have
resulted in its growing reliance on overseas-born settlers and new entrants aspiring to be profes-
sional nurses as careworkers. The methodology and a brief description of the surveys will be
explained in Section 4. Section 5 will present the results of the small-sample survey and analyze
the job satisfaction and job retention trends of the respondents. This paper ends with summary

and conclusion in Section 6.
2. Pathways for overseas-born to work in the elderly care sector in Japan

Under Japan’s current foreign worker policies, there are four pathways in which an
overseas-born can enter its elderly care labor market, namely, (1) permanent and long-term resi-
dents, (2) holders of visa for designated activities (candidate careworkers under economic part-
nership agreements); (3) students; and (4) technical trainees. In this section, after briefly intro-
ducing each scheme, we will evaluate them based on their potential as a long-term response to
the shortage problem. In this paper, we focus on Filipino careworkers who make up the largest
group of potential careworkers in the country.

Among the Filipinos, the permanent residents comprise the largest group of potential care-
workers, reaching 260,553 (about 80% of all Filipinos) as of December 2017 (Table 1).2 Fur-
thermore, the majority of these permanent residents (48.9% or almost half of Philippine nation-
als in Japan) comprised of those who currently hold permanent residency visa, and many of
them are women currently or formerly married to Japanese nationals. The long-term residents,
the second largest group (19.1%), consists of those who have Japanese descent; further classi-
fied into the “old” descendants (Kyu-Nikkeijin) and “new” descendants (Shin-Nikkeijin) (see Ta-
ble 1).
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Table 1 Composition of Filipino Nationals in Japan (as of December, 2017)

Filipino Nationals in Japan Number % of Total
Total (All Filipino nationals) 260,553 100.0
Total (Visa status with no restriction on type of work and working hours) 209,057 80.2
Permanent residents 127,396 48.9
Spouse and children of Japanese nationals 26,401 10.1
Spouse and children of permanent residents 5,440 2.1
Long-term residents 49,773 19.1
Special permanent residents 47 0.02
Others 51,496 19.76

Source: Website of Immigration Bureau of Japan (Date accessed October 2, 2018)

While they are large in number, not many choose to become careworkers. In a survey by
Takahata, Nakai, Suzuki, Goto and Carlos (in Japanese, 2008), it was learned that of those who
have taken the short-term training course in carework (Homehelper 2 or Beginners’ Training),
only a small percentage actually work in elderly care institutions. This is because they are not
bound by their visa status, both in terms of the type of job and number of working hours so
that they are free to work in other sectors which are likely to either pay more or have lighter
work load, like, for example, in the lunchbox packaging (obenfo) or manufacturing sector. In
the study, the respondents pointed out low salary, need for high level of Japanese language
writing and reading proficiencies, physically and mentally demanding nature of the job, and in-
flexible working hours in the elderly care sector as the reasons why they were not keen to work
in the elderly care sector. Some also cited the need to take care of their elderly husband or hus-
band’s parents as the main motivation to take up the course.

The Japanese government has to turn to other ways to attract overseas-born careworkers —
in the last 10 years, it implemented policies that paved the last three pathways identified above.
In 2008, it allowed the entry of Indonesians as candidate careworkers under the Japan-Indonesia
Economic Partnership Agreement (JIEPA). In the following year (2009), Filipino nursing gradu-
ates or 4-year college degree holders who finished the careworker training course in the Philip-
pines (Careworker NCII) were also able to come under the Philippines-Japan Economic Partner-
ship Agreement (JPEPA). A similar scheme was implemented in the case of Vietnamese care-
workers beginning in 2015. Until 2017, it is estimated that a total of 3,492 careworkers (of
which about 1,400 are from the Philippines) have been deployed via this pathway (MHLW,
2018). It must be noted, however, that this number is less than the allowed admission quota of
600 per country per year.

Under the scheme, the overseas-born careworker candidate is granted a “designated activi-
ties” visa, initially for four years, during which period he/she must study for the national certi-
fied careworker licensure examination and work in an elderly care home at the same time. Pass-

ing the national licensure examination on the fourth year of his/her stay in Japan will entitle
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him/her to stay and work in the country, otherwise, he/she must return to the home country.?
Passing the examination is a great challenge, given that it is conducted in the Japanese lan-
guage. As a result, the general passing rate in the beginning was only about 10%, but it has im-
proved to around 50% as a result of some considerations such as extending the examination
time to 1.5 times longer than for the Japanese examinees, affixing furigana beside or on top of
Chinese characters and writing the names of diseases in Roman alphabets. Of those deployed
under the bilateral agreements, about 600 passed the licensure examination. However, of this
number, one-third has already either returned home or left for another destination. We further
explore the reasons for this in section 5.

The assumption of Prime Minister Abe into office in December, 2012 ushered a new stage
in the country’s foreign worker policies, although he has officially declared that his administra-
tion will not adopt an “immigration policy” to make up for the continuing acute labor shortage
(Japan Times, 2018). In the case of the elderly care sector, his administration created a new
working visa category “careworker” which is granted to foreign students who had completed a
two-year vocational course in carework in Japan and passed the licensure examination.> ®

As a result, the number of foreign students enrolled in vocational schools for careworkers
has been increasing dramatically in the past four years. In academic year 2018, the total number
of enrollees in carework vocational schools jumped to 1,142 (from 659 in AY 2017, see figure
1), of which 47.46% are from Vietnam, 14.62% from China and only about 6% from the Phil-
ippines, while Nepal appears to be an emerging source of students of carework (Table 2). There
is also a notable increase in the number of Japanese language schools and foreign students en-
rolled in these Japanese language schools, since many carework vocational schools require its
foreign students to have N2 Japanese language proficiency level.

There are several ways in which the scheme is implemented; the most common of these is

through scholarship subsidy by the elderly care institutions. Specifically, a potential careworker,
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Figure 1 Number of Foreign Students enrolled in Vocational Carework Course (Academic years 2013-2018)
Source: Association of Japanese Careworker Training Schools (in Japanese)
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most likely already a graduate of nursing (bachelor’s or diploma degree) in his/her home coun-
try with some knowledge of the Japanese language, is recruited directly by the elderly care
home or through a student recruitment company. He/she is sent to a Japanese language school
(depending on language proficiency) and then to a careworker vocational school while working
a maximum of 28 hours a week (except during school holidays when they are allowed to work
more) in the said elderly care home. Tuition fees are partly subsidized and partly loaned from
the elderly care home. Housing and transportation are usually also subsidized, and the income
as a part-time worker would support his/her daily needs. Upon completion of the course (usu-
ally two years), and passing the national examination, he is employed as a fulltime certified
careworker. Some elderly care institutions require its graduates to work for at least three years
from course completion.

From the Japanese stakeholders’ perspective, the student pathway is considered to be a bet-
ter alternative to the EPA scheme. In the model mentioned in the preceding paragraph, elderly
care homes can employ foreign certified workers who are knowledgeable of Japanese carework
skills, knowledge, and language on a fulltime basis, after two years (and perhaps an additional
one year for language school) from arrival. Until that time, they can also fill in the shortage by
working partime for 28 hours a week (Osaka Prefecture website, 2018).” Unlike the EPA
scheme, there is no quota in the number of students that can be recruited to Japan. Careworker
vocational schools can also gain from the scheme as it will increase the number of enrollment.
According to the Association of Japan Careworker Training Schools (2018, in Japanese), the
general fill-in rate of these schools is only 45.7% as the number of Japanese students decreased
by half compared to the number five years ago (Nikkei newspaper online edition, 2018, in Japa-
nese). The overseas-born students are therefore expected to fill in these slots, which is crucial in
sustaining these schools. Based on the above, we can infer that while this scheme fails to allevi-
ate the current shortage, it will potentially have greater impact in the medium, and hopefully, in
the long-run.

The most recent pathway that the Japanese government has endorsed is the technical

Table 2 Number of Overseas-born Students enrolled in Vocational Schools for
Carework (as of April, 2018)

Sending Countries No. of Students (%)
Vietnam 542 47.5
China 167 14.6
Nepal 95 8.3
Indonesia 70 6.1
Philippines 68 5.95
Others 200 17.5
TOTAL 1,142 100.0

Source: Nikkei Newspaper Morning edition (Sept. 18, 2018) (in Japanese)
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trainee scheme which, unlike the other pathways, is expected to accommodate more foreign
born careworkers into Japanese elderly care institutions, albeit temporarily. The technical trainee
scheme, which was established in 1990, has been implemented in the agricultural, fishing, con-
struction and manufacturing sectors, and in 2017, it was revamped to also cover the carework
sector. It is aimed at technology transfer to home country and not to fill the shortage of labor
(Ministry of Foreign Affairs, n.d.). The trainees come from selected developing countries such
as China, Vietnam, Cambodia, Philippines and Nepal, and they are required to return to their
home country after three, at most five years (under certain conditions). The language ability re-
quirement is only N4 (lower than those required of students) but they cannot bring their fami-
lies to Japan. In April 2018, however, the government has announced that it is looking for ways
to extend their stay beyond five years, like for example, creating a new residency status or if
they obtain the certified careworker’s license. They can convert their status to “highly skilled
professional” which will entitle them to bring their family to Japan and renew their visas. After
ten years, they will be qualified to apply for permanent residency.

There are concerns, however, as to how the hiring of technical trainees will affect the labor
market and the quality of elderly care services in the country. In the case of other sectors, it has
been observed that trainees are regarded as “cheap” labor that have become an indispensable
part of the labor force. As such, there are some resistance from the local careworkers who think
that the hiring of technical trainees will keep or even lower their already low wages, which is
one of the most serious problems why not many Japanese are keen to take on the job. More-
over, the lack of Japanese language proficiency could compromise the quality of elderly care
services due to communication problems not only with fellow careworkers but also with the
elderly residents. Since the trainees have minimal knowledge also of Japanese style of care-
work, they will most probably be allowed to do mainly tasks not requiring specialized care
skills, which will in turn promote division of labor, with those who can speak Japanese or with
more training in Japanese care skills at the top. While such arrangement may be a more effec-
tive way to manage elderly care institutions, it may not contribute sufficiently in the transfer of
skills to the sending country.

Evidently, Japan is exerting so much effort to meet the country’s needs for careworkers by
adopting formal overseas recruitment schemes, on the condition that they obtain skills and
qualifications in Japan in order to stay and work in the country for long. To what extent these
schemes can contribute in sustaining the labor force depends on whether the current administra-
tion can implement additional policies that can provide strong motivations for the skilled care-
workers to stay in the country, such as opportunities for family integration, opportunities for ca-

reer advancement and granting an easier and quicker pathway to permanent residency.
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3. Policies affecting the recruitment and employment pathways of overseas-born
careworkers in NZ

Based on NZ 2013 census data, the number of people aged 65 years and over doubled be-
tween 1988 and 2016 in NZ, and is expected to double again by 2046, with the largest increase
occurring in the 2020s and 2030s (See Table 3). Of these 65 years and over population, ap-
proximately 27.5% were born overseas, mainly from Australia, Other European countries (e.g.
the Netherlands), the United Kingdom and Ireland, Pacific Islands, North America and Asia,
Middle East, or Africa. As the older population becomes more ethnically diverse, their needs
are also becoming more diverse. Differences in family structure/values, living arrangements, re-
ligious affiliations, language, culture and diet will have important implications in ensuring pro-
vision of care and support.

A large proportion (94.3%) of the older population live in some kind of residential care fa-
cility: 88.8% are in residential care, 3.1% live in hospitals and 2.4% live in residential and com-
munity care facilities (Statistics NZ, Census 2013). As New Zealand’s population grows, ages,
live longer and become more ethnically diverse, the demands for health care in general, and
specifically for the elderly will amplify. Various stakeholders in elderly care have raised con-
cerns about ensuring adequate staffing and skills in the elderly care sector, and undeniably,
overseas-born careworkers play an integral part in alleviating some of these concerns.

On the other hand, characterizing the elderly care workforce in NZ, we find that they are
predominantly female aged over 45 years, and a significant and increasing proportion were also
born overseas (31.6%), mainly in the United Kingdom/Ireland and the Pacific Islands (See Ta-
ble 4), although, more recently, there has been a growing proportion born in Asia mainly from
the Philippines, India and China (Callister, Didham and Badkar, 2014). Although the elderly
care sector is increasingly becoming dependent on foreign labor, recruiting and retaining these
workers remain problematic.

Unlike Japan, New Zealand neither has a formal nor specific category for careworker mi-

gration. Hence, if the number of overseas-born careworkers are simply based on those who

Table 3 Top Six Overseas birthplaces for people aged 65 years and over who
have lived in NZ for more than 40 years.

Country of Birth % to total population
Australia 76.4%
Other European countries 73.5%
United Kingdom or Ireland 70.3%
Pacific Islands 47.7%
North America 46.1%
Asia, Middle East or Africa 19.7%

Source: Statistics New Zealand, 2013 Census
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Table 4 Number of workers in the elderly care sector by birthplace.

Year (ol/jzfe?s;) OZ)erijiatfg)m (%szz;e) % of Overseas-born
1991 12,417 (96.0%) 2,844 (95.2%) 15,261 (96.0%) 18.6%
1996 19,485 (95.2%) 4,155 (93.9%) 23,640 (95.0%) 17.6%
2001 27,686 (93.5%) 6,361 (91.1%) 34,047 (93.1%) 18.7%
2006 27,825 (92.8%) 9,126 (89.9%) 36,951 (92.1%) 24.7%
2013 27,849 (91.0%) 12,882 (87.1%) 40,731 (89.8%) 31.6%

Source: Statistics NZ, Census of Population and Dwellings.

were actually issued work permits specifically for carework, then this figure will grossly under-
estimate the overseas-born workers because a large proportion have come into New Zealand
through other categories like student visas, working holiday visas or visas for partners/children
of New Zealand residents/citizens or holders of student/work visas. Note further that current
data on careworkers are also based on census data, and as Callister, Didham and Badkar (2014)
point out, “resident” based on immigration data is different from “usually resident in New Zea-
land” based on census data. “Usually resident” does not mean that the individual has legal per-
manent residency; they could be in New Zealand on student or working holiday visa or ex-
tended work permit but with a specified limited stay in NZ.Y

How long careworkers can work and live in New Zealand varies according to the visa
category. On a student visa, he/she may be allowed to work up to 20 hours per week during the
term and full-time during school holidays. Under the working holiday visa, depending on coun-
try of origin, he/she can work up to three months for one employer. For partners/children of
New Zealand residents/citizens, they can work indefinitely.

In more recent years, an increasing source of migrant workforce in the elderly care sector
has been the foreign-trained nurses, especially from India and the Philippines. Many of these
nurses come to New Zealand on a student visa that enable them to study for the Competency
Assessment Programme (CAP) and/or English language requirements for overseas registered
nurses so they can practice nursing in NZ. The CAP runs for about eight to 12 weeks, full-time.
While studying, they can work up to 20 hours per week, and many of them tend to work in eld-
erly care facilities. The foreign-trained nurses’ relatively higher qualifications and experience
make them a highly desirable workforce in the elderly care sector.

Another category that make up the overseas-born workforce in the elderly care sector are
the partners/dependents of NZ citizens/residents or of migrant holders of a NZ work visa (that
is valid for more than six months) or student work visa (and must be studying towards a quali-
fication on NZ’s Long Term Skill Shortage List, or a postgraduate qualification). As partners of
work and student visa holders they can stay and work in NZ as long as their partners. However,
under new immigrations rules as of 2017, if the primary visa holder is engaged in lower-skilled

employment, their partner and/or dependent children will not be eligible for a visa based on
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their relationship to them unless:

* they held a visa on 28 August 2017, granted based on their relationship with them; or

* the primary migrant previously held a student visa that made him/her eligible to support
a partner/child for a student visa and migrant subsequently held a post-study work visa based on
that student visa, and he/she supported his/her partner or dependent child’s application for a
work visa while holding a post-study work visa.

Generally speaking, it is very difficult for overseas workers to come to NZ as careworkers
because as mentioned earlier, NZ does not have a formal scheme or category specific for care-
workers. To be able to work in NZ, there are two basic categories of work visa that one can ap-
ply for: skilled migrant or essential skills visas, potential careworkers from overseas can only
apply under the essential skills visa category, as carework (aged or disabled carer) is not classi-
fied as highly skilled work, and in fact only has an ANZSCO (Australian and New Zealand
Standard Classification of Occupations) skill level 4 classification — the second lowest skill level
classification. Further, essential skills visas are designed to help fill temporary skill gaps in the
labor market, and as such does not automatically entitle holders of this kind of visa to apply di-
rectly for NZ residence. To be eligible for an essential skills work visa, one must have a job of-
fer for which they are suitably qualified and experienced, and that employers must be able to
demonstrate that they have made genuine efforts to recruit New Zealanders first. Immigration
instructions also assign a skill band based on the level of remuneration and ANZSCO skill level
in determining the duration of the work visa granted.

Under the 2017 immigration regulations, carework is classified as lower-skilled. While it is
classified as ANZSCO skill level 4, remuneration in this job is typically less than NZ$20.65 per
hour; and part-time work, i.e. less than 30 hours week, in this sector is also common. This
means that if granted a work visa, this will have a maximum duration of 12 months, renewable
each year up to a maximum of three years. After three years, there is a required stand down pe-
riod of one year before an individual can re-apply for another essentials skills work visa.

Despite the pay increase for careworkers implemented in June 2017 (minimum pay of NZ
$19 (about 1400 yen) per hour, compared to the national minimum wage in 2017 of $15.75
(about 1200 yen) per hour, the elderly care facilities have struggled to recruit careworkers. Rest
home managers say that while there are more applicants because of the appeal of the pay in-
crease, finding and hiring someone with the rights skills, attitude and fit to the job is a lot more
difficult. Hence it is also imperative that elderly care facilities are able to retain the workers
they already have. However, with the current immigrations rules, overseas-born careworkers,
many of whom may have worked in the sector for over 10 years, will be forced to leave by
2020 —just when it is expected that the elderly population in NZ will start experiencing its lar-

gest increase.
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4. Methods of analysis and data description

The data for this study were derived from a combination of qualitative and quantitative
methods. Focus group discussions and individual interviews with Filipino careworkers, elderly
care home managers and other stakeholders were conducted in Dunedin, New Zealand in No-
vember, 2016 and February, 2018. Separate lists of guide questions were drafted for each of the
stakeholder respondents. The qualitative data gathering in Japan was held in Kyoto, Osaka,
Aichi, Fukuoka, Kanagawa, Shiga and Tokyo prefectures) in May 2016 and November 2017.
The interviews were complemented by guided tours of nursing facilities and a vocational school
for caregivers and also interactions with residents and workers to give us more concrete obser-
vations about the nature of carework and human relationships among the residents as well as
with foreign and local careworkers.

In NZ, seven focus group discussions were conducted with elderly care residential home
managers and careworkers who work in Dunedin City, in November 2016 and January 2018.
The cultural diversity within Dunedin is not notably different from the cultural make-up of New
Zealand: Europeans make up the largest ethnic group, followed by Maori, Asian and Pacific
peoples (Statistics NZ, 2013), and thus make a suitable NZ case study. During these focus
group discussions personal narratives of careworker experiences were explored to gain a deeper
understanding of individual attitudes and views about carework in general and migrant worker
experiences in particular.

On the other hand, quantitative data were gathered through the implementation of a survey
among careworkers in both countries in late 2017 until early 2018. In its broadest conceptuali-
sation, the surveys intended to capture the migration decisions and settlement patterns of care-
workers, and factors affecting the mobility or job-turnover in this sector; hence a survey of
overseas-born careworkers that would provide insights into their migration behaviour and inten-
tions is imperative. However, attempting a population survey would make for a vast and costly
undertaking. In the New Zealand study, the area from where the sample was derived was lim-
ited to overseas-born careworkers: current and former careworkers in the different elderly care
facilities in Dunedin City (n=54). On the other hand, in Japan, the sample comprised of those
born in the Philippines actually working in elderly care institutions (n=80). The surveys in
both countries took the form of respondent-driven sampling (RDS), a variation of snowball
sampling. They were made available on two platforms: online and paper. Demographic data
were collected along with information about the workers’ skills, qualifications, migration status,
current conditions and future career plans.” While we compare the statistical data, we do not
perform statistical testing comparing the two samples due to statistical sampling limitations of

our study. The descriptive statistics are presented in Appendix A.
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5. Job Satisfaction and Retention of Overseas-born Careworkers in New Zealand
and Japan

Evidently, the employment and migration policies of the host governments have strong in-
fluences on the job satisfaction and retention of overseas-born careworkers. Keeping these in

mind, in this section, we discuss these two important issues.

5.1 Job Satisfaction

We evaluated the two sample sets (NZ and Japan), in terms of their over-all job satisfac-
tion as well as in several aspects of the job, namely (1) serving the elderly; (2) social status of
careworkers; (3) degree of self-worth; (4) salaries and benefits; (5) relationship with supervisors
and managers; (6) relationship with co-workers; and (7) career development. Based on the re-
sults presented in Figure 2 and Table 5, the respondents are quite satisfied with their work, with
a general average of around 2 points on a scale of 4, with 1 representing very satisfied to 4,
very dissatisfied. Over-all, overseas-born respondents in NZ are generally more satisfied than
their Japanese counterparts (1.79 vs. 2.15). Our results also revealed that the NZ group are more
satisfied in all aspects of their job compared to the Japan group, except in the aspect “salaries
and benefits.”

Looking closely at the results for Japan, we can see that of the several aspects of job satis-
faction, the Filipino careworkers are most satisfied with being able to serve the elderly, fol-
lowed by feeling of self-worth. During the interview, the careworkers emphasized that they
were happy because they felt that the elderly residents and their families were appreciative of
what they were doing for them. During a casual talk with the elderly residents, they expressed
their fondness of the “Filipino way of care - personal, warm and always with a smile.” The Fili-
pino respondents were well aware of the dire need for careworkers in the country, and felt that
by working in this sector, they are an “important part” of the Japanese society. In terms of sal-
ary, the respondents seemed to be happy because, for those who came under the EPA scheme,
they are entitled the same salary as the Japanese. Based on a survey by Japan’s Ministry of
Health, Welfare and Labor (2017), the average monthly basic salary for a careworker is 180,000
yen (excluding allowances for night shift, transportation, housing, etc.), which, compared to the
salary that Filipino careworkers get in other destinations, is relatively high. Overseas-born care-
workers in Israel earn minimum wage amounting to 5,300 Israel New Shekels (INS), equivalent
to around 160,000 yen gross per month (prior to deductions like housing, food and medical in-
surance) or 4,000 INS (about 130,000 yen) after deductions (Ynet News, 2017). A nursing aide
in Singapore earns a net monthly salary of around 800-1,000 Singapore dollars or 65,000 to
80,000 yen per month.'?

The respondents in Japan are least satisfied in terms of career advancement and this can be

explained by the following reasons. First, Japan is a country that traditionally relies on age and
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licensing more than performance as bases for promotion. As such, even if the respondents felt
they perform better in terms of skills compared to their Japanese counterparts, they could only
perform basic tasks until the time they pass the very difficult licensure examination. One re-
spondent said that even if she already had a license, she was not assigned to do night shift
alone and she thought it was because her supervisor did not feel she was capable of performing
the task all by herself. The license entitles them to get 5,000-10,000 yen as merit allowance,
which some think is not enough to compensate for their hard work to pass the examination.
Second, unlike in New Zealand, there is no career path/bridge between nursing and carework in
Japan. Many of the care workers who came under EPA scheme are graduates of nursing and/or
registered (licensed) nurses in the Philippines who would like to return to this profession. How-
ever, based on the current regulations for nursing licensure, a foreign-born worker who arrives
as an EPA careworker candidate or a student of carework cannot take the nursing licensure ex-
amination because they are unable to meet certain requirements (for example, number of years
of schooling, on-the-job training or credits).

In the case of NZ, if we rank the aspects based on their mean values, we can see that like
the respondents from Japan, their mean level of satisfaction is high in the aspects “serving the
elderly” and “degree of self-worth” (see Table 5), for the same reasons as the Japan group. On
the other hand, they feel least satisfied in the aspects “salaries and benefits” and “career devel-
opment.” As mentioned previously, although the minimum pay in the care sector increased to
NZS$19 per hour (about 1,400 yen), an increase of about 21% from July 2017, this still falls
short of the average wage of NZ$31 per hour (about 2,300 yen).

Aside from the policies governing the recruitment of overseas-born careworkers, language
is a possible reason for the gaps in the level of job satisfaction between the two samples. First,
while respondents in both countries experienced difficulty in understanding their co-workers and
the residents, the situation tended to be more serious for the Japan respondents because they
needed to know how to write, read, speak and listen to the Japanese language in which they

had very limited exposure prior to coming to Japan. It has been often cited in the literature and

Table 5 Job Satisfaction of Overseas-born Careworkers in Japan and NZ

Aspects of Satisfaction NZ (n=54) Japan (n=80)
Serving the elderly 1.34 1.96
Social status of caregivers 2.02 2.11
Degree of self worth 1.79 2.06
Salaries and benefits 2.45 2.20
Relationship with supervisors/managers 2.05 2.29
Relationship with co-workers 1.75 2.20
Career development 2.27 2.45
General satisfaction 1.79 2.15

Source: Authors’ computation from survey data.
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Figure 2 Job Satisfaction of Overseas-born Careworkers in Japan and NZ
Source: Authors’ computation from survey data.

survey results in Japan that the most difficult problem faced by overseas-born careworkers is
the lack of language proficiency (see for example, Ozeki, Okumura and Kamiyoshi, 2015; Tak-
enaka, 2017).

In the case of those who came under EPA scheme, there are three levels of Japanese lan-
guage proficiency that are required based on their use, namely, for everyday living, at work and
in obtaining the national license. Prior to arrival, they usually take six months of language stud-
ies that cover basic Japanese for everyday living and at work; and upon arrival in Japan, they
learn the technical terms used in writing reports at work and that appear in the national licen-
sure examination. Lacking command of the Japanese language cause unease among the overseas
-born because carework, as a form of service, require communicating with the elderly and the
other workers in their care team.

On the other hand, in New Zealand, the challenge is to understand their co-workers and
residents whose English pronunciation is quite different from them. Similar to what Ngoch-
Chaderopa and Boon (2016) found in their survey of elderly care facilities managers, communi-
cation between residents who are unfamiliar with the accents of overseas-born careworkers re-
main a challenging task. Nonetheless, given their knowledge of English even prior to coming to
New Zealand, they experience less problems in writing and reading reports compared to the re-

spondents in Japan.

5.2 Future plans and job retention

In order to determine whether and until when foreign careworkers in NZ would want to
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work in this sector, the question “Where do you see yourself after  years from now?” was
asked and the answers are found in Table 6. The first four options refer to their choices in
terms of job contents, while options 5-7 ask about their preference in terms of the place they
want to live. Out of the 54 total number of respondents, 23 (43%) foresee themselves still
working in elderly care, of which 10 (19% of total) of them are eyeing another position within
the next five years, most probably in the direction of career development. These numbers also
see a decreasing trend (to only 30%), with less respondents seeing themselves still working in
this sector within ten years. This reveals that this group of migrants cannot be a stable source of
careworkers in the long term. However, only 6 (11%) have expressed their intention to live in
another country or retire within 5 years; and even after 10 years, only 14 (26%) see themselves
living outside New Zealand, 11 plan to live in another country and 3 want to return to their
country of birth. That even after 10 years, 74% of the respondents plan to stay in New Zealand
suggests that for these respondents, this country is considered as a final destination rather than a
transit one; partly because they feel comfortable living in this country, with English as the main
common language in the community and the workplace. The main hurdle to this however, espe-
cially for those on essential skills visas, is being granted a work visa that would entitle them to
apply for permanent residency (see below).

For the respondents who came as nursing students, shifting to a nursing job once they
complete their NZ registration requirements is a common practice. As students, they are valued
by elderly care institutions for their nursing skills, but the managers are also aware that they are
at risk of losing these nurses to hospitals. Hence, while the foreign-trained nurses are an impor-
tant source of migrant careworkers, the turnover rate from these nurses are quite high and
should not be expected to fill the shortage in careworkers on a long-term basis.

Another reason why there is low retention rate for careworkers in NZ is the implementa-
tion of immigration instructions in 2017 that makes it difficult for migrant workers to remain in
this sector. Carework is classified as a lower-skilled and thus working in this sector would un-

likely make them eligible to apply for NZ residency. Many of the overseas-born careworkers on

Table 6 Future Plans of Respondents in NZ (Multiple responses)

Future plans 5 years later 10 years later
1. Still working in this sector 13 (24%) 8 (15%)
2. Still working in this sector, but in higher position 10 (19%) 8 (15%)
3. Working in a related health-care industry 16 (30%) 14 (26%)
4. Working in a completely different industry 11 (20%) 15 (28%)
S. Returned/living in the country of my irth 0 (0%) 3 (6%)
6. Living in another country (other than NZ and country of birth) 6 (11%) 11 (20%)
7. Retired 1 (2%) 5 (9%)
8. Others 3 (6%) 1 (2%)

Source: Authors’ computation from survey data.
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essential skills visas will have to leave New Zealand in 2020, three years from when these in-
structions came into effect, and stakeholders in the elderly care sector are increasingly getting
worried that there will not be adequate skilled staff to provide the care and service the sector
requires as the local labor force alone cannot meet the workforce demand in this sector.

On the other hand, in the case of Japan with regards to the answers to the question “Do
you have plan to quit carework and take up job in other sectors within Japan in the next 5
years,” 34 (41.46%) respondents answered positively. For these 34 respondents, carework is
considered more of a “transition” job that will enable them to stay in Japan; with many of them
already thinking of quitting carework for other jobs such as English teacher, office staff, transla-
tor, factory worker, hotel housekeeping or reception, Japanese language interpreter and care
manager. This again implies the difficulty in keeping the current group of careworkers, espe-
cially those who came as EPA candidates, in this sector unless the working conditions and sala-
ries are comparable with the other sectors in this country.

In order to determine if Filipino careworkers in Japan consider this country as a destination
(transit or final), they were also asked about where they plan to work in the future. Out of the
80 respondents, 58 (70.73%) replied that they have plans to work in another country. This is
mainly because of the current immigration policy, which is relatively stricter for foreign care-
workers compared to those in other destinations. In Japan, currently, even if he/she obtains the
license, the visa is still restricted to “designated activities,” implying that he/she cannot take up
any other job in the country. Furthermore, in general, a working visa can be converted into per-
manent residency only after ten years (with exceptions such as marriage to Japanese). Without
the permanent residency status, it will be difficult to bring and raise the family in Japan because
of limitation in the number of hours the spouse and other dependents can work in a week.'” For
those who cannot wait for ten years, or are eager to practice the nursing profession, moving to
Canada, UK, Australia or any other country with more favorable foreign careworker policy, is
deemed to be a better option.

Furthermore, when they were asked about their planned next destination in order of prefer-
ence, Canada turns to be the top choice, followed by US and New Zealand, as shown in Table
7. Canada is the most popular destination for Filipino careworkers because of its “live-in care
giver” program in which, while the entry-level job is also as a careworker, they are qualified to
apply for a permanent residency status after two years, after which they can petition their family
members and also be able to pursue other jobs (career development). This is short compared to
Japan’s continuous residency requirement of ten years, which should include five years of resi-
dence under a work visa.'? The naturalization process may even take longer.

The US is also a top choice, although in reality, there is no official pathway for carewor-
kers to migrate to this country, many of those who are able to leave are petitioned by their fam-
ily. Even for respondents who hold a nursing license in the Philippines, it is also difficult to mi-

grate to the US due to its current retrogression policy. For these Filipino careworkers, Japan is

134



Overseas-Born Careworker Policies in New Zealand and Japan

Table 7 Choice of next destination (top 3 choices)

Choice of next destination Second Weighed

(n=80) First choice choice Third choice Total* Rank
Canada 16 14 5 81 1
USA 17 10 6 77 2
Australia 3 11 4 35 3
New Zealand 8 2 5 33 4
UK 3 4 6 23 5
Europe 2 4 6 20 6
Philippines 2 0 8 14 7
Any English-speaking country 0 1 0 2 8
UAE 0 0 1 1 9

Notes: Europe includes Germany (3), France (1), Norway (1), and Switzerland (1).

“Total” is computed as weighted average; with first choice given 3 points, second choice, 2 points and third
choice, 1 point.

Source: Authors’ computation from survey data.

considered as a temporary destination while waiting for the chance to go to the US.

The results above suggest that even with different policy directions, overseas-born care-
workers in both countries (NZ and Japan) have weak retention tendency so that the current poli-
cies are not sufficient to provide long-term solution to the labor shortage problem. The shortage
may not be felt in the next five years. Later on, however, as more choose to retire or leave for
other countries, NZ and Japan may not be able to sustain its labor needs, particularly for skilled
careworkers. Our findings also emphasize the need for longer-term workforce planning and
policies that can provide motivations for foreign workers to stay, such as by providing family

integration schemes and quicker pathways to obtain permanent residency.
6. Summary and Conclusion

In this paper, we closely looked at how two countries, NZ and Japan, are addressing the
common issue of current and growing needs for care of their elderly population in different di-
rections. New Zealand neither has a formal nor specific category for careworker migration. As
such, it relies heavily on those who come into the country through other categories like nursing
student visas, working holiday visas or dependent visas for partners/children of New Zealand
residents/citizens. However, they do not stay long in the elderly care sector. For example, nurs-
ing students tend to leave carework once they complete their NZ registration requirements. For
working holiday visa holders, they are allowed to stay in NZ only for a limited period of time.
The visa as dependents does not require the holder to work in this sector to be able to settle in
the country so many of them decide to leave it once they find better employment options in
other sectors. These policies contribute to the low retention of overseas-born in the elderly care
sector, although not necessarily their settlement in this country. In fact, our survey results reveal

that the preference is job switching to another sector, and not to leave the country for another
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destination. Another feature of this country’s careworker policy under the essential skills visa
rules is that the issuance of a labor visa is based on labor market test, which is conducted annu-
ally. As such, the availability, duration and remuneration given to a potential careworker from
overseas depend on the current conditions in the labor market. Filling in the gaps left by those
who voluntarily or involuntarily leave is indeed a challenge to elderly care institutions.

In Japan, on the other hand, while there is a large pool of overseas-born permanent resi-
dents (those married to Japanese or those who are descendants of Japanese), not many are will-
ing to take up carework. Therefore, under a bilateral agreement with Indonesia in 2008, it began
allowing foreigners to come as candidate careworkers, followed by similar arrangements with
the Philippines and Vietnam. The extension of their stay beyond four years depends on passing
the national licensure examination, which is conducted in the Japanese language. Marred by
many challenges (such as the Japanese language difficulty, high costs of training, low retention,
etc.) and despite the great efforts by the Japanese government and other stakeholders, the
scheme has failed to produce a substantial number of foreign certified careworkers.

Recently, the overseas-born are permitted to come to Japan, initially to study Japanese lan-
guage and later, carework in a vocational school. Under this scheme, a “careworker” visa will
only be granted if they complete the two-year course and pass the licensure examination. An-
other recent development is the expansion of the technical trainee program to also cover care-
work. The program taps young workers from developing countries to come and work for three
to five years in elderly care institutions, after which they have to return home. Currently, there
is a bill under deliberation in which they will be allowed to extend their stay provided they are
able to show that they have gained satisfactory necessary skills (not necessarily the certified
careworker license). In all these schemes, we can sense that the policy direction of this country
leans toward reliance on formal recruitment schemes for foreign careworkers on a non-
immigrant visa with limitation on period of stay and work in the country; and it is only in ob-
taining skills qualification that the careworkers are allowed to renew their work contracts. More-
over, under the current immigration policy, unless they live and work in Japan for ten years,
they are not qualified to apply for permanent residency - until such time, it will be difficult to
bring the family as dependents. As a result, many of the respondents in the survey express their
intention to work in other destinations, like Canada and Australia, which are preferred because
of quicker path to permanent residency, better family integration programs and easier adaptation
due to the use of the English language and a more multicultural environment.

We also looked at how satisfied the respondents in our sample are, given the policy regime
in the host countries. It was found that the level of job satisfaction (except salaries) of those
who work in NZ tends to be higher than those in Japan. If we rank their levels of satisfaction
based on the various aspects, we found that those in Japan and NZ both express highest levels
of satisfaction in aspects that are related to “self-fulfillment,” such as ability to serve the sick

and feeling of self-worth. On the other hand, the satisfaction felt by NZ respondents towards
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“salaries and benefits” is lowest; while for the Japan respondents, they are most unhappy with
their career development. Unless the conditions in these aspects improve, chances are high that
many of these careworkers will not stay in this sector for long.

Our results reveal that job retention in the elderly care sector is a very serious problem in
both countries. The current policies of the two countries, while in different directions, both
seem to be insufficient to keep the careworkers currently engaged in elderly care. In order to
maintain a stable pool of careworkers in Japan, easier and clearer pathways to permanent resi-
dency and citizenship as well as programs for family integration, like for example those imple-
mented in NZ, may be created to encourage the current group of skilled careworkers to remain
in this country. On the other hand, for New Zealand, to complement the permanent residents
and nursing students, it can learn from Japan by introducing labor migration schemes of skilled
careworkers and promote circular migration —both can potentially contribute in labor stability.
Admittedly, however, whether these policy suggestions are implemented or not largely depend

on the political will and economic conditions of these host countries.

Note

1) In this paper, we use the word “careworker” to refer to a laborer who is paid to look after elderly
people. In other literatures, the word “caregiver” is used alternatively.

2) This number excludes those born in the Philippines who already hold Japanese citizenship through
naturalization.

3) The Kyu-nikkeijin are descendants of Japanese and Filipino parents, who are born before the 1980s
(especially before WWII), while the Shin-nikkeijin are the children of Filipino and Japanese parents,
born around 1980s.

4) Those who fail the examination on the fourth year are given special consideration to stay for one
more year and retake it. There are also some former EPA candidates who return to Japan on a student
visa to study and review for the examination. If they pass, they are allowed to work under a “desig-
nated activities” visa.

5) This second criteria is relaxed for those who complete the vocational course until March, 2021.

6) As of writing, there are discussions on expanding the visa qualification to those who have passed
the examination, regardless of whether the foreign worker has taken formal education in carework in
Japan or not.

7) One elderly care home manager in Osaka, however, points out that for the elderly care home, the
student scheme is not a cheaper way to recruit foreign workers compared to EPA.

&) Another issue that we need to be mindful about analyzing the impact of overseas-born careworkers
in NZ is that some of them may have actually come to NZ as young children in the 1950s and 1960s,
and for the specific purposes of this study, may well be considered “local” workers.

9) The questionnaires are available upon request from the authors.

10) Based on internet-published exchange rate as of October 20, 2018.

11) Dependents of holders of “designated activities” visa are allowed to work for only 28 hours a
week.

12) Based on Japan’s Ministry of Justice, Immigration Bureau guidelines, the ten-year rule can be
waived in special cases, including if the applicant “has been recognized to have made a contribution
to Japan in diplomatic, social, economic, cultural or other fields and has stayed in Japan for more
than five years.”
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Appendix 1 Profile of Respondents (Age, Gender, Educational Attainment and Marital Status)

Age Nz (%) JP (%) Educational Attainment NZ (%) JP (%)
20-24 2 3.70 2 2.50 Secondary 0 0.00 1 1.25
25-29 17 31.48 38 47.50 Some college schooling 15 27.78 0 0.00
30-34 12 22.22 34 42.50 University 32 59.26 76 95.00
35-39 6 11.11 2 2.50 Postgraduate 2 3.70 2 2.50
40-44 4 7.41 2 2.50 Others 0 0.00 1 1.25
45-49 4 7.41 0 0.00 Some secondary school 5 9.26 0 0.00
50-54 4 7.41 0 0.00 Total 54 100.00 80  100.00
55-59 4 7.41 1 1.25
No answer 1 1.85 1 1.25 Marital Status NZ (%) JP (%)
Total 54 100.00 80  100.00 Never married 16 29.63 61 76.25

Married 34 62.96 18 22.50

Gender NZ (%) JP (%) Separated 2 3.70 0 0.00
Female 43 79.63 60 75.00 Widowed 1 1.85 1 1.25
Male 11 20.37 20 25.00 Divorced 1 1.85 0 0.00
Total 54 100.00 80  100.00 Total 54 100.00 80  100.00
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