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I.	 	Introduction: Japan as a ‘Hyper-Aged 
Society’

In response to rapid population aging, most 

developed countries around the world are pres-

sured to find ways to delay the retirement of old-

er workers. Research suggests that delaying 

retirement would be beneficial at least at three 

levels. At the national level, if substantially more 

older workers were to remain in the labor force 

beyond conventional retirement ages, it would 

contribute to reducing the anticipated fiscal insol-

vencies of age-related social expenditures, in-

cluding public pension schemes and health care 

for the aged (Hardy, 2006, 2011; Organization for 

Economic Co-Operation and Development, 2007, 

OECD, hereafter; Williamson, 2004). At the 

workplace level, delaying retirement would help 

employers retain some valued skills, knowledge, 

and social capitals in today’s increasingly com-

petitive global economy (Burtless, 2013; Flynn et 

al., 2014; Higo, Schröder & Yamada, 2016; 

Munnell & Sass, 2008). At the individual level, it 

would help increase financial security of older 

workers and their dependents once withdrawing 

from the workforce (Burtless, 2013; Williamson 

& Higo, 2009).

In this global content, arguably, Japan 
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deserves international attention; today Japan 

leads the rest of the world in aging of the popula-

tion and of the workforce. According to the 

United Nations (2016), as of 2015, about 8.3 per-

cent of the world’s total population was aged 65 

and older. The corresponding figures for the 

whole of European countries (Europe, hereafter) 

and the United States (U.S., hereafter) were 17.6 

and 14.8 percent, respectively. The figure for 

Japan was 26.3 percent, which was not only sub-

stantially higher than that for Europe and the U.S. 

but also the world’s highest1 (Higo & Klassen, 

2016; United Nations, 2016). This figure for year 

2015, 26.3 percent, is projected to continue rising 

to about 28.5 percent by 2020, to 30.4 percent by 

2030, to 34.2 percent by 2040, and to 36.3 percent 

by 2050, levels that will be higher than in any oth-

er country (United Nations, 2016). Over the next 

decades, therefore, Japan will remain far ahead of 

the rest of the world on the aging curve of the 

population.

Since the mid-1970s, delaying retirement – 

that of corporate employees in particular – has 

increasingly risen as one of the country’s main 

policy agenda (Higo & Klassen, 2015; Moriguchi 

& Ono, 2004). Reflecting this growing public con-

cern, the Ministry of Health, Labor, and Welfare 

(MHLW, hereafter) has developed a conceptual 

scheme that classifies countries around the world 

into three stages of population aging. The first 

stage is ‘aging society,’ at which older people – 

defined as those aged 65 – account for at least 

seven percent of the total population, and the 

next, ‘aged society,’ for at least 14 percent. The 

last stage is ‘hyper-aged society’, at which older 

people account for at least 21 percent of the total 

population (MHLW, 2010).

According to this classification, Japan be-

came an ‘aging society’ in 1970. Having experi-

enced population aging much faster than most 

other developed countries, it grew to be an ‘aged 

society’ in 1994 and a ‘hyper-aged society’ in 2007 

(Columus 2007, Higo & Klassen, 2016; MHLW 

2014). Not only does Japan lead the world in pop-

ulation aging today; it also has experienced one of 

the world’s fastest rates of population aging over 

the past decades (Higo & Klassen, 2016, 2015). 

Therefore, Japan’s experience of contending with 

the challenges associated with delaying the re-

tirement of its older workers offers a precursory 

case of an aging country, in its advanced stage of 

the demographic shift, that may offer a source for 

policy lessons today and in the future for other 

countries around the world, at various stages of 

population aging. 

The remaining of this article outlines five 

main characteristics of the trends of older worker 

employment in a ‘hyper-aged’ Japan. Discussions 

delivered in this article are based mainly on two 

sets of sources: a review of relevant literature and 

findings from the latest, publicly available survey 

data drawn mainly from MHLW, OECD, and the 

United Nations. This article aims to contribute to 

the corpus of policy literature on retirement by 

introducing main uniqueness of the case of Japan 

from an international perspective. As its over-

arching goal, it also aims to offer a source for a 

cross-national comparative analysis of the trend 

1		 A quarter of Japan’s total population has been aged 65 and older since September, 2013, according to the Ministry of In-
ternal Affairs and Communications (2015).
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of older worker retirement in the case of a ‘hyper-

aged’ Japan with that of other countries for future 

policymaking.

II.	 	Five Characteristics of Older Worker 
Employment in Japan

In what follows this article outlines five ma-

jor characteristics of the trends of older worker 

employment in Japan with a specific focus on 

those aged 55 to 64, an age group that most coun-

tries around the world have targeted over the 

past decade for the purpose of delaying the tim-

ing of their retirement (Williamson & Higo, 

2009). A brief discussion relevant to each of these 

characteristic is also delivered.

( 1 )  Internationally high employment rates 
among older workers

The employment rate of older workers aged 

55 to 64 in Japan, including both men and women, 

is high by international standards (OECD, 2016, 

2004; Seike & Yamada, 2004; Williamson & Higo, 

2009). Figure 1 presents data of older worker 

employment rates for all 35 OECD member coun-

tries in 2015 (OECD, 2016). 

In this year the employment rate for the 

OECD total was 58.1 percent, and the figure for 

Japan was substantially higher: 70.0 percent. 

Japan ranked sixth among all 35 OECD member 

countries, behind Iceland (84.5%), New Zealand 

(75.2%), Sweden (74.6%), Switzerland (72.8%), 

and Norway (72.2%). The figure for Japan was, 

nonetheless, significantly higher than that for the 

United States (61.5%), the United Kingdom 

(61.8%), and Germany (66.2%). This trend 

suggests that workers in Japan remain employed 

longer particularly when compared with other 

populous, developed countries with large-sized 

economies.  

To date, research has suggested several fac-

tors that may contribute to the high employment 

rate of older workers in Japan. Seike and Yamada 

(2004) argue that in general workers in Japan 

have strong economic incentives to remain eco-

nomically active as long as possible due mainly to 

the modest provisions of the public pension 

scheme. In Japan, while public pension benefits 

are one of the main financial resources for many 

older adults in retirement, the replacement rates 

of the public pension are very low – in both gross 

and net replacement rates, the third lowest 

among OECD countries only after Chile and the 

United Kingdom (Higo, 2013; OECD, 2004; 

Williamson & Higo, 2009). Income from work is 

therefore an important part of the financial re-

sources for older people in Japan (Seike and 

Yamada (2004). This economic factor has gener-

ated a number of what is referred to as working 

pensioners, who remain employed out of eco-

nomic necessities while receiving at least part of 

the public pension benefits (Casey, 2004; 

Horioka, Suzuki & Hatta, 2007; Yamada & Higo, 

2011).

Higo and Klassen (2013) emphasize the role 

of the national government in response to the un-

precedented demographic pressure that the 

country has been facing over the past decades. 

Due partly to the rapid decline in the childbirth 

rate, Japan has been experiencing not only the 

rapid population aging but also a shrinking of the 

size of the population and of the workforce (Higo 
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& Klassen, 2016; Yamada & Higo, 2015). Under 

this demographic pressure, the government has 

rendered it a de facto top national priority to pro-

long the working lives of older adults as a way to 

help maintain the country’s economic vitality in 

the midst of the increasingly competitive global 

economy (Higo, 2013; Higo, Schröder & Yamada, 

2016; Williamson & Higo, 2009). 

Furthermore, Bass (1996) discusses the im-

portance of the role of the Japanese national 

cultural value placed on work, employment, and 

corporate memberships as a main source of posi-

tive self-esteem and purpose of life at large. In ad-

dition to economic reasons, older adults in Japan, 

current male older workers in particular, have 

strong intrinsic reasons to continue working as 

long as their health and other factors permit 

(Bass, 2014; England & Misumi, 1986; Karasawa 

et al., 2011; Shirai, et al. 2006).

Figure 1.  Employment rates, age group 55-64, total (men and women), by country, 2015 (%)
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( 2 )  High older worker employment rates as 
a historical trend

The tendency that the older worker employ-

ment rate in Japan is high relative to many other 

industrial countries is not only a contemporary 

trend; it is historical. Figure 2 presents data of 

trends of older worker employment rates, includ-

ing both men and women, for Japan, Europe, and 

the U.S. from 1972 through 2015. Roughly over 

the past four decades, as in Figure 2, the em-

ployment rate for Japan has been constantly over 

60 percent and has constantly been higher than 

for Europe and the U.S. It is also worth noting 

that, as in Figure 2, while the employment rates 

both for Europe and the U.S. had once started to 

gradually drop since the early 1970s, Japan does 

not seem to share a similar historical tendency.  

As Ebbinghaus (2001), Taylor and Earl 

(2016), and Walker (2000) argue, the modern his-

tory of retirement as a social institution in Western 

Europe and, to lesser extent, in the U.S. is charac-

terized by the government-condoned routes for 

early exit from the workforce that has increasingly 

been prevalent roughly from the early 1970s 

through the 1980s. During the periods of eco-

nomic downturn and mass unemployment, the 

governments in those countries took the lead for 

creating early retirement routes – various forms 

of early retirement incentives that aimed to en-

courage older workers to withdraw from the 

workforce earlier than the conventional pension-

able ages (Klassen, 2013; Schils, 2005).

These routes were promoted and created 

based on an assumption that encouraging early 

retirement of older workers would help reduce 

the rapidly rising number of unemployed youth. 

Figure 2.  Trend of employment rates, age group 55-64, total (men and women), by country, 1972-2015 (%)
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While effectively inducing a large number of old-

er workers to retirement, however, these govern-

ment-initiated early retirement incentives had 

largely failed to achieve their primary policy ob-

jective: reducing youth unemployment (Costa, 

1998; De Vroom, 2004; Klassen, 2013). Rather 

than following this path, policymakers in Japan 

have learned lessons from these unsuccessful at-

tempts overseas; having projected a rapid shrink-

ing of the country’s workforce, it has never been 

a sound policy option for the Japanese govern-

ment to encourage labor force exit of any age 

group (Higo, 2013; OECD, 2004; Ono, 2007; Seike 

& Yamada, 2004). Unlike the case of Europe and 

the U.S., therefore, in Japan a history of early re-

tirement incentives, at a government-level, is sub-

stantially absent (Flynn et al., 2014; Oshio, 

Shimizutani & Oishi, 2010; Yamada & Higo, 

2015).

( 3 )  Persistent gender gaps in employment 
rates

Across countries around the world, employ-

ment rates are higher for men than for women in-

cluding those of older workers. Over the past 

decades, most developed countries, including those 

in Europe, the U.S., and Japan, have been closing 

the gender gaps at different timings and speed and 

through varying measures (International Labor 

Organization, 2016; Banerjee, 2013; Hardy, 2006). 

As a third characteristic, however, relative to 

other developed countries, the gender gap in 

Japan has still remained significantly more per-

sistent event to date. Figure 3 presents data of 

employment rates of older workers by gender in 

Japan, the U.S., Europe, and a total of all 35 

OECD countries. In Japan the employment rate 

was 82.4 percent and 57.8 percent for men and 

Figure 3.  Employment rates, age group 55-64, by country and gender, 2015 (%)
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women, respectively – the gender gap was 24.9 

percent. This figure is substantially higher than 

that in the U.S., Europe, and the OECD total. As 

in Figure 3, in the U.S., the employment rate was 

67.1 percent and 56.4 percent for men and wom-

en, respectively; the gender gap was 10.7 percent. 

In Europe, as the employment rate was 59.7 per-

cent and 45.1 percent for men and women, re-

spectively; the gender gap was 14.6 percent. 

In all 35 OECD countries, the gender gap 

was 16.8 percent as the employment rate was 66.7 

percent for men and 49.9 percent for women 

(OECD, 2016).

One of the major contributors to the wide 

gender gap in Japan is the institution of lifetime 

employment, which has characterized Japan’s la-

bor market throughout the country’s post-war 

history (Gordon, 1998; Higo & Klassen, 2015; 

Higo, 2013; Ono, 2007). Under this institution, 

typically workers are hired immediately after 

completion of their schooling and stay with the 

same employers, or within the employers’ organi-

zational or business networks, until retirement. 

Employees of organizations under the lifetime 

employment institution are, in a general term, as-

sured of long-term, secure employment, and reg-

ular wage increases through seniority-based 

wage increase systems (Dore, 2004; Gordon, 

1998). Simultaneously, employers are assured of 

a stable labor supply and long hours of work due 

to the long-term corporate loyalty of their em-

ployees (Ono, 2007). In Japan, lifetime employ-

ment as such was solidly institutionalized across 

most industrial sectors, in both public and private 

employment, and for many occupations during 

the times of the postwar reconstruction (Mouer 

& Kawanishi, 2005).

Brinton (1994) and Ogoshi (2006) argues 

that lifetime employment as institutionalized in 

Japan’s labor market is characteristically male-

centered by nature. The core workforce of the 

lifetime employment institution consists mainly 

of regular employees – those employed on full-

time and presumably permanent contract bases, 

and most of those employees are male (Ogoshi 

2006). Historically, by contrast female workers 

have largely been excluded from this institution 

(Abe, 2011; Brinton, 1994). Over roughly the last 

two decades, the scale of the lifetime employment 

institution in Japan’s labor market has steadily 

been in decline. This is mainly because older 

workers have been rendered too costly for most 

employers to retain as they search for greater ef-

ficiency in management of human resources in 

the wake of recovery from the economic reces-

sion since the early 1990s (Higo & Klassen, 

2013). Residues of this highly gendered labor 

market institution have, nonetheless, still been 

visible in many industries and organizations in 

Japan’s workforce today, which have contributed 

to the persistent, wide gender gap in the country 

(Ono, 2007). 

In the global trend toward closing the gender 

gap in employment, Japan lags behind many other 

developed countries around the world. Japanese 

women have the world’s longest life expectancies 

at birth and the longest number of years free from 

disability (Williamson & Higo, 2009). Therefore, if 

the government aims to delay the retirement of 

older workers as a way to increase the aggregate 

hours of labor that they supply, it is imperative for 

the country to follow the successful approaches of 
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those countries in Western Europe and North 

America in particular. 

( 4 )  An increase in non-regular employment 
among older workers

Roughly over the past two decades, the 

share of older workers in Japan who are non-reg-

ular employees has steadily been increasing. As 

opposed to regular employees, non-regular em-

ployees in this context refers to those employed 

on a part-time, temporary, or a combination of 

both basis (OECD, 2007). These workers are typ-

ically outside the institutional framework of the 

aforementioned lifetime employment (Higo & 

Klassen, 2016; OECD, 2004; Yamada & Higo, 

2015). Figure 4 presents data of the trend of the 

share of older workers who are non-regular em-

ployees from 1988 to 2016.2 As in Figure 4, the 

shares have steadily increased, and this is the 

case for both men and women.

As mentioned earlier, the lifetime employ-

ment institution in Japan has steadily been down-

sizing over the past few decades (Yamada & 

Higo, 2011). This trend has emerged in parallel to 

a sharp rise in the number of non-regular employ-

ees in the workforce. In Japan, conventionally, 

married women have been overrepresented in 

the non-regular workforce (Japan Institute of 

Labor Policy and Training, 2008). The interplay 

between employers’ persistent use of corporate 

mandatory retirement policies on the one hand 

and the national government’s effort to prolong 

the working lives of older adults on the other has 

contributed to the steady increase of the share of 

older men as well as women who are non-regular 

employees (Higo & Klassen, 2013, 2015; Yamada 

& Higo, 2015). 

The most significant factors behind the raise 

of non-regular employees among older workers 

rest in the last two major amendments to the Law 

for the Stabilization of Employment of Older 

Persons (LSEOP, hereafter) made in 2004 and 

2012 (Higo & Klassen, 2015). Originally legislat-

ed in 1971, LSEOP has been the central legisla-

tive framework through which the national 

government has intervened into the labor market 

in order to increase the mandatory corporate re-

tirement ages set by employers. Behind the se-

ries of amendments of LSEOP is the urge to 

mitigate the anticipated financial strain on the 

public pension system. The primary goal of the 

2004 and 2012 amendments of LSEOP is specifi-

cally to promote the continued work beyond age 

60 (Yamada & Higo, 2011, 2015; Williamson & 

Higo, 2007, 2009). 

The 2004 amendment of LSEOP (enacted 

April 1, 2006) required that employers comply 

with one of the following three options at the lat-

est by April 2013: (1) fully abolish mandatory re-

tirement rules in the workplace; (2) set the 

minimum age for mandatory retirement at 65 or 

above; or (3) adopting employment policies aim-

ing to retain employees until at least age 65. To 

comply with this requirement, the majority of em-

ployers chose the third option instead of the first 

two – even by 2012, about 92.1 percent of employ-

ers elected the third option. In this option, em-

ployers were required to introduce prolonged 

2  Data from 1998 through 2001 were of every February. Those from 2002 on were an average of the months of January, 
February, and March (Statistic Bureau, Ministry of Internal Affairs and Communications, 2016).
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employment policies, rehiring policies, or both. 

The prolonged employment policy refers to al-

lowing workers to remain employed beyond the 

mandatory retirement age at least until age 65. 

Contrary to this, rehiring policies refer to the ter-

mination of the regular employment contract 

once employees reach their organization’s man-

datory retirement age. Upon the termination of 

the regular employment contract, employees are 

re-hired, though under different, often non-regu-

lar, employment conditions. The majority of em-

ployers who chose the third option – about 71.6 

percent in 2012 – only introduced rehiring poli-

cies (MHLW, 2014).

Overall the 2004 amendment of LSEOP was 

not effective in promoting continued employment 

of older workers beyond the mandatory retire-

ment age (typically age 60). This was largely the 

case because employers were not necessarily 

obliged to offer continued employment opportu-

nities to all who wished to continue to work; they 

were able to select employees if the criteria for 

selection were agreed by Employer-Employee 

Agreements (EEAs). As of 2012, about 75.4 percent 

of all workers who had reached their mandatory re-

tirement ages reported that they desired continued 

employment at their workplace. According to a re-

cent survey conducted by MHLW, only 47.9 percent 

of those workers were allowed to work until age 65. 

All these measures were intended to provide em-

ployment opportunities to those who were able and 

willing to work until they reach the pension eligibil-

ity age of 65, while providing flexibility for firms to 

make arrangements suited to individual business 

circumstances (Flynn, et al., 2014).

The 2004 amendment of LSEOP as such has 

Figure 4.  Trend of the share of employment status (regular vs. non-regular), age group 55-64, 1988-2016 (%)
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played a role in generating non-regular workers 

in the country’s workforce (Yamada & Higo, 

2015). While employers are by law required to at 

least re-hire their employees who have passed 

the organization’s mandatory retirement age, 

these employers have received a considerable de-

gree of discretion over employment terms for 

this group of re-hired employees. Under the cur-

rent law, the government af firms that, in ex-

change for  retaining employees beyond 

conventional mandatory retirement age, employ-

ers may change those employees’ wages, em-

ployment status, work schedule, job contents, 

and even workplace. Employees might therefore 

be transferred within employers’ business net-

works. In order to change terms of employment, 

typically employers once terminate employment 

and then re-hire them in temporary or part-time 

positions with significantly reduced wages and 

benefits (Ono, 2007), thereby shifting their status 

from ‘regular employees’ (the core workforce) to 

‘non-regular employees’ (the peripheral work-

force) (Higo 2006).

The latest partial amendment of LSEOP in 

2012 (enacted April 1, 2013) has mandated, in 

part to address this issue, that employers retain 

at least until age 65 all of their employees who 

have reached their mandatory retirement age 

and wish to be continually employed. In this ar-

rangement, importantly, all employees need to be 

retained if they wish to work until age 65. Employers 

are no longer allowed to select employees to whom 

they offer continued or re-employment. One idea 

behind the 2012 partial amendment of LSEOP is 

to require that all employers simply raise the 

mandatory retirement age at least up to age 65 if 

not abolishing the mandatory retirement policy 

altogether. 

To the government’s and workers’ concern, 

such employer reluctance has generated consid-

erable risks associated with financial security 

among older individuals, particularly among 

those aged 60 to 65. The government, however, 

still acknowledges the mounting pressure affect-

ing many employers to reduce human resource 

costs in order to maintain organizational competi-

tiveness in today’s national and global economic 

downturn (Yamada & Higo, 2011, 2015; Higo & 

Yamada, 2009). 

( 5 )  A surpass of effective retirement age 
over the pensionable age 

As a logical consequence of the high employ-

ment rate of older workers, both men and, to some 

extent, women, the effective retirement age of 

workers in Japan3 is high by international stan-

dards as well. According to OECD data averaging 

the effective retirement age over a five-year period 

between 2009 and 2014, Japanese men retired on 

average at age 69.3 and women at age 67.6, which 

means 4.3 and 2.6 years, respectively, after being 

able to first draw their public pension benefits 

(OECD, 2015). Figure 5 shows the effective ver-

sus the normal4 retirement age in Japan as well as 

3		 OECD (2015) defines the effective age of retirement as the average age of exit from the labor force during a 5-year period. 
Labor force exits are estimated by taking the difference in the participation rate for each 5-year age group (40 and over) at 
the beginning of the period and the rate for the corresponding age group aged 5-years older at the end of the period. 

4  The normal retirement age refers to the age at which an individual can retire in 2014 without any reduction to their pen-
sion having had a full career from age 20 (OECD, 2015).
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in all the other OECD member countries. By in-

ternational standards, as in Figure 5, Japan ranks 

very high with regard to male average retirement 

age, only after Mexico, Korea and Chile. The 

same holds true for women, where Japan ranks 

fifth after South Korea, Meio, Chile, and Iceland. 

It’s worth noting that the effective retirement age 

of Japan stands in contrast with other OECD coun-

tries, such as Norway, Luxemburg, Germany, and 

France, where the effective retirement is signifi-

cantly below the normal retirement age and where 

men transition into retirement on average prior to 

their 60s birthday. 

A possible explanation for the late work-re-

tirement transition among workers in Japan 

might rest in the aforementioned economic ne-

cessity to work while already drawing the public 

pension benefits. Personal wealth and pension 

income significantly influence retirement timing, 

and those that do not have sufficient funds to 

maintain their standard of living are likely to re-

main in the labor force (Munnell & Sass, 2008; 

Williamson & Higo, 2009). As mentioned earlier, 

this relatively large group is known as working 

pensioners, a concept that has been fostered by 

the Japanese government since 1965 to allow in-

dividuals to meet their financial needs (Yamada & 

Higo, 2011). It is likely that the group of working 

pensioners is composed mainly of low educated 

individuals and those with interrupted employment 

histories, including women, who have, due to low 

wages, a lack of contribution years, or a combina-

tion of both factors, accumulated insufficient pen-

sion entitlements (Flynn et al, 2014). Low educated 

individuals in low paying professions might likewise 

not have been able to acquire private pension funds 

to supplement their public pension. Based on this 

assessment, arguably, there is a large standard 

Figure 5.  Effective vs. normal retirement ages, men, 2009-2014 (average), by country (years old)
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deviation when investigating the retirement timing 

of high skilled and low skilled individuals, at least 

when only considering financial need to remain in 

work (Higo, Schröder & Yamada, 2016; Shimizutani, 

2011; Shimizutani & Oshio, 2012).

III.	 Conclusion

This article began by arguing that Japan’s 

experience deserves greater international atten-

tion when looking at the global trend of rapid 

population aging and of delaying the retirement 

of older workers. This is not only Japan became a 

‘hyper-aged’ society before all other countries, 

but also because Japan has kept workers, men in 

particular, in the labor force longer than most 

other major countries around the world. Does 

this mean that Japan may represent a successful 

model for other countries to follow in their cur-

rent and future efforts to delay retirement in their 

own rapidly aging workforces?

This article has outlined five main character-

istics of the trends of older worker employment 

in a ‘hyper-aged’ Japan, which aimed in part to 

help explain why workers in Japan remain in the 

labor force so long as they do. This article has 

clarified that employment rates among older 

workers (aged 55-64) are higher for Japan than 

for most other developed countries around the 

world today, and that this trend is historical. 

Another characteristic rests in its persistent gen-

der gap in employment including that of older 

workers. Due in part to the recent policy inter-

ventions that the national government has done, 

non-regular employment has increasingly been 

prevalent among older workers as well. Finally, 

as indicated by the substantial gap between the 

effective and normal retirement ages, a signifi-

cant number of working pensioners have contrib-

uted to the high employment rates among older 

workers in Japan. In the midst of the global trend 

of population aging, as this ar ticle suggests, 

Japan has contended with various challenges in 

further delaying the future retirement of its older 

workers – that of corporate employees in particu-

lar. Overall, this article concludes by arguing that 

the experience of Japan deserves close attention 

from other countries, not only to follow some as-

pects of the recent approaches to addressing this 

issue, but also to draw some negative lessons for 

their future policymaking.

REFERENCES

Abe Y. 2011. The Equal Employment Opportunity Law and 
labor force behavior of women in Japan. Journal of the 

Japanese and International Economies, 25(1): 39-55.
Banerjee, P. 2013. Paradoxes of patriarchy: South Asian 

women in ethnic labor markets. Pp. 96-116 in 
Immigrant Women Workers in the Neoliberal Age. N. F. 
Gonzales, A.R., Guevarra, G. Chang & M. Toro-Morn 
(eds.), Urbana- Champaign, IL: University of Illinois 
Press.

Bass, S. A. 2014. An overview of work, retirement, ad pen-
sions in Japan. Pp. 57-78 in Public Policy and the Old 

Age Revolution in Japan. S. A. Bass, M. Oka, J. 
Norton & R. Morris (eds.). New York: Routledge.

Burtless, G. 2013. The impact of population aging and 
delayed retirement on workforce productivity. Center 
for Retirement Research at Boston College Working 
Paper 2013–11. Available at: http://crr.bc.edu/wp-
content/uploads/2013/05/wp_2013–111.pdf 

Brinton, M. 1992. Women and The Economic Miracle: 

Gender and Work in Postwar Japan. CA: University of 
California Press.

Casey, B. 2004. The Japanese retirement income system: a 
special case? Center for Retirement Research at 
Boston College Global Briefing Series). Available at: 



23Older Worker Employment in a ‘Hyper-Aged’ Japan: Five Main Characteristics

http://www.bc.edu/center-s/cr-r/gib_4.shtml  
Costa, D.L. 1998. The Evolution of Retirement: An 

American Economic History, 1880-1990. Chicago: 
University of Chicago Press.

Coulmas, F. 2007. Population Decline and Ageing in Japan: 

The Social Consequences. New York: Routledge.
De Vroom, B. 2004. Ageing and the Transition to Retirement: 

A Comparative Analysis of European Welfare States. 
Aldershot: Ashgate.

Dore, R. 2004. Stock Market Capitalism: Welfare Capitalism, 

Japan and Germany versus the Anglo-Saxons. London: 
Oxford University Press.

England, G. W. & Misumi, J. 1986. Work centrality in Japan 
and the United States. Journal of Cross-Cultural 

Psychology, 17(4): 399-416.
Ebbinghaus, B. 2006. Reforming Early Retirement in 

Europe, Japan and the USA, Oxford: Oxford University 
Press.

Flynn, M., Yamada, A., Higo, M., & Schroder, H. 2014. 
Government as institutional entrepreneur: Extending 
working life in the UK and Japan. Journal of Social 

Policy, 43(3): 535-553.
Gordon A. 1998. The Wages of Af fluence: Labor and 

Management in Postwar Japan. Cambridge, MA: 
Harvard University Press.

Hardy, M. 2006. Older workers. In R.H. Binstock & L.K. 
George (eds.), Handbook of Aging and the Social 

Sciences, 6th ed. (pp. 201-215). San Diego, CA: 
Academic Press.

Ministry of Health, Labor, and Welfare. 2015. White Paper 

on Aging Society, 2015. Tokyo, Japan: Of fice of 
Government Public Relations.

Hardy, M. 2011. Rethinking retirement. In R.A. Settersten 
and J.L. Angel (Eds.), Handbook of Sociology of Aging. 
(pp. 213-227). New York, NY: Springer.

Higo, M. 2006. Aging workforce in Japan: an overview of 
three policy dilemmas. Hallym International Journal 

of Aging, 8(2): 149-173.
Higo, M. 2013. Older worker in national context: A 

Japan-US comparison. Journal of Population Ageing, 
6(3): 305-322.

Higo, M. & Klassen, T.R. 2013. The future of retirement. In 
Korea’s Retirement Predicament: The Ageing Tiger. 
Pp. 165-188. T.R. Klassen & Y. Yang (eds.) New York: 
Routledge. 

Higo, M. & Klassen, T.R. 2015. Retirement in Japan and 

Korea in an era of rapid population aging. In Retirement 

in Japan and South Korea: The Past, the Present and the 

Future of Mandatory Retirement. Pp. 1-29. M. Higo & 
T.R. Klassen (eds.). New York: Routledge.

Higo, M. & Klassen, T.R. 2016. Reforms of retirement 
policies: three common paths in aging Japan and 
Korea. Journal of Aging & Social Policy. DOI: 
10.1080/08959420.2016.1187035

Higo, M. & Yamada, A. 2009. Policy Brief: Japan. Global 
Policy Brief No. 2. July 2009. The Global Institute, 
Sloan Center on Aging & Work at Boston College. 
Available at: http://agingandwork.bc.edu/do-
cuments/GPB02_Japan_2009-07-02.pdf 

Horioka, C.Y., Suzuki, W. & Hatta, T. 2007. Aging, Saving, 
and Public Pensions in Japan. NBER Working Paper 
Series, Working Paper 13273. Avalable at: http://
www.nber.org/papers/w13273

International Labor Organization. 2016. Transformation of 

Women at Work in Asia: An Unfinished Development 

Agenda. Geneva, Switzerland: International Labor 
Organization.

Japan Institute for Labor Policy and Training. 2008. Labor 

Situation in Japan and Analysis 2007/2009. Tokyo, 
Japan: Japan Institute for Labor Policy and Training 
and Daitō Press.

Klassen, T.R. 2013. Retirement in Canada: Choices, 

Challenges, and Prospects. Toronto: Oxford University 
Press.

Ministry of Health, Labor, and Welfare. 2010. White Paper 

on Aging Society, 2009. Tokyo, Japan: Of fice of 
Government Public Relations.

Ministry of Health, Labor, and Welfare. 2014. White Paper 

on the Labor Economy: 2013 Summary. Tokyo, Japan: 
Office of Government Public Relations. 

Munnell, A.H. & Sass, S. 2008. Working Longer: The Solution 

to the Retirement Income Challenge. Washington, DC: 
Brookings Institution Press.

Moriguchi, C. & H. Ono. 2004. Japanese Lifetime 
Employment: A Century’s Perspective. European 

Institute of Japanese Studies, Working Paper 205. 
Available at: http://swopec.hhs.se/eijswp/pa-pers/
eijswp0205.pdf 

Mouer, R. & Kawanishi, H. 2005. A Sociology of Work in 

Japan. Cambridge, UK: Cambridge University Press.
Organization for Economic Co-Operation and Development 

(OECD). 2004. Ageing and Employment Policies: 



24 Masa Higo

Japan. Paris, France: OECD Publishing.
Organization for Economic Co-Operation and Development 

(OECD). 2007. Pensions at a Glance 2007. Paris, 
France: OECD Publishing.

Organization for Economic Co-Operation and Development 
(OECD). 2015. Ageing and Employment Policies - 
Statistics on Average Effective Age of Retirement. 
Available at: http://www.oecd.org/els/public-pen-
sions/ageingandemploymentpolicies-statisticsonav-
erageeffectiveageof-retirement.htm

Or gan iza t ion  for  Economic  Co -Opera t ion  and 
Development (OECD). 2016. OECD Stat. Available 
at: http://stats.oecd.org/ 

Ogoshi, Y. 2006. Current Japanese employment practices 
and industrial relations: the transformation of perma-
nent employment and seniority-based wage system. 
Asian Business & Management, 5(4): 469-485.

Ono, H. 2007. Lifetime employment in Japan: Concepts 
and measurements. SSE/EFI Working Paper Series in 

Economics No. 624, Stockholm School of Economics. 
Available at: http://paa2007.princeton.edu/down-
load.aspx?submissionId=7223]

Oshio, T., Shimizutani, S. & Oishi, A.S. 2010. Does Social 
Security Induce Withdrawal of the Old from the 
Labor Force and Create Jobs for the Young? The 
Case of Japan. In Social Security Programs and 

Retirement around the World: The Relationship to 

Youth Employment. Pp. 217-241. J. Gruber & D. Wise 
(eds.). Chicago, IL: The University of Chicago Press.

Schils, T. 2005. Early Retirement Patterns in Europe: A 

Comparative Panel Study. Amsterdam. Dutch University 
Press.

Seike, A. & Yamada, A. 2004. Kōreisha Shūrou no Keizaigaku 
[The Economics of Older Worker Labor Force 
Participation]. Tokyo, Japan: Nihon Keizai Shinbunsha.

Shimizutani, S. 2011. A new anatomy of the retirement 
process in Japan. Japan and the World Economy, 
23(3): 141-152.

Shimizutani, S. & Oshio, T. 2012. Public Pension Benefits 
Claiming Behavior: New evidence from the Japanese 
Study on Aging and Retirement,  Vol.  RIETI 

Discussion Paper Series 12-E-068. Tokyo: Center for 

Intergenerational Studies, Institute of Economic 
Research, Hitotsubashi University.

Shirai, K., Iso, H., Fukuda, H, Toyoda, Y., Takatorige, T. & 
Takara, K. 2006. Factors associated with “Ikigai” 
among members of a public temporary employment 
agency for seniors in Japan: gender dif ferences. 
Health and Quality of Life Outcomes, 4(1): 12. DOI: 
10.1186/1477-7525-4-12

Statistic Bureau, Ministr y of Internal Af fairs and 
Communications. 2016. National Labor Force Survey. 
Available at: http://www.stat.go.jp/data/roudou/

Taylor, P. & Earl, C. 2015. The social construction of retire-
ment and evolving policy discourse of working 
longer, Journal of Social Policy, 45(2): 1-18.

United Nations. 2016. The 2015 Revision of World 
Population Prospects. Available at: https://esa.
un.org/unpd/wpp/ 

Walker, A. 2006. Understanding Quality of Life in Old Age. 
Philadelphia: Open University Press.

Williamson J.B. 2004. Assessing the pension reform 
potential of a notional defined contribution pillar. 
International Social Security Review, 57(1): 47-64.

Williamson, J.B. & Higo, M. 2007. Why Do Japanese 
Workers Remain in the Labor Force So Long? 
Working Paper (No. 2007-11), Center for Retirement 
Research at Boston College. Available at: http://
e s c h o l a r s h i p . b c . e d u / c g i / v i e w - c o n t e n t .
cgi?article=1145&conte-xt=retirement_papers

Williamson, J.B., & Higo, M. 2009. Why Japanese workers 
remain in the labor force so long: Lessons for the 
United States? Journal of Cross-Cultural Gerontology, 
24(4): 321-337.

Yamada, A. & Higo, M. 2011. Institutional barriers to work 
beyond retirement: evidence from a recent Japanese 
employee sur vey. Contemporary Japan , 23(2): 
157-186.

Yamada, A. & Higo, M. 2015. Mandatory retirement in 
Japan: an over view of the past and present. In 
Retirement in Japan and South Korea: The Past, the 

Present and the Future of Mandatory Retirement. Pp. 
48-72. M. Higo & T.R. Klassen (eds.). New York: 
Routledge.




