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The WAPES-Japan Joint Project for

- PESO FIVE-POINT Agenda -

Executive Summary

This Toolkit consolidates the deliverables of the Japan-WAPES joint Project for the Philippines
from 2025 to 2026. Its overarching objective is to strengthen the quality, effectiveness, and
sustainability of Public Employment Services (PES) while generating transferable lessons for
other WAPES members across the Asia-Pacific region.

The project highlights a peer-learning framework based on self-assessment and mutual
learning exchanges, including study visits and workshops, and a Recommendation Report
(Toolkit), leveraging the WAPES methodology and the ‘Bench-learning’ Concept. Notably,
overall activities consistently focused on the PESO 5-Point Agenda (1. PESO
Institutionalization, 2. Capacity Development, 3. Reaffirmation of Core Functions, 4.
Stronger Partnerships, and 5. Digitalization), which is the Philippines’ core strategy for
improving the Public Employment Service Office (PESO).

Since this project began in March 2025, following the endorsement by high-level officials from
the Philippines and Japan, enthusiastic members from the Department of Labor and
Employment (DOLE) in the Philippines, the Ministry of Health, Labour and Welfare in Japan
(MHLW), and the World Association of Public Employment Services (WAPES) implemented a
structured peer-learning framework, grounded in self-assessment, several learning sessions
and discussions, a study visit, and the creation of a summary report, keeping the PESO 5-
Point Agenda in mind. In the end, these qualitative learning activities and discussions helped
complete the development of two major deliverables: self-assessment and peer-learning
sheets, which play a critical role in this Toolkit by offering valuable insights, good practice
recommendations, and challenges to improve the PES delivery system.

This peer-learning method includes several distinctive approaches beyond the typical way,
including 1. All discussions, activities, and review processes focus on the one-member
country’s core strategic policy (the Philippines’ PESO five-point agenda), 2. The partner
country (Japan) presents its corresponding policies and measures equivalent to the
partner’s strategy to stimulate realistic, comparable discussions, 3. All peer-learning
members are familiar not only with the overall policy of PES but also with practical
operations in PESO, including numerical performance and systematic capabilities for
identifying feasible improvement plans, 4. Peers mutually provide lively discussion
opportunities with respective program practitioners, such as PESO staff, through study visits
and events, and 5. All discussions and deliverables creation activities are implemented on an
equal basis. These conditions make this peer-learning result a more substantial and impactful
project. The peer-learning approach enabled participating institutions to identify strengths,
challenges, and opportunities for improvement through structured self-assessment and mutual
exchange. We are confident that this approach helps us identify our best practices and
challenges more clearly and objectively, and gives us confidence to share more actionable
insights with WAPES members.

This Toolkit is intended to serve as a practical reference for WAPES members seeking to
strengthen Public Employment Services through peer-learning methodologies. Moreover, we
hope this toolkit serves as a guidebook for other WAPES members, especially those planning
to review their PES activities through peer learning, and that the WAPES network supports the
sharing of accumulated learning methodologies alongside member countries' needs.




Part 1. Introduction

1. Background

The Asia-Pacific region stands at the forefront of global demographic trends, with
some countries experiencing a rapid shift from young to aging societies. At the same
time, advances in technology, migration, and globalization are dramatically reshaping
the workforce. Youth unemployment remains a significant challenge in some countries.
The Asia-Pacific region is home to more than half of the world’s youth, some of whom
are not in school or face difficulties transitioning from school to work. In these complex
circumstances, Public Employment Services (PES) are taking steps to address
enormous challenges, including skill matching, boosting productivity, and career
development, through solid initiatives. Furthermore, these demographic challenges
require a transformation of the PES.

2. The role of WAPES

WAPES (founded in 1988) is a unique global network connecting more than 70 Public
Employment Services worldwide. For over three decades, WAPES has provided a
platform for its members to exchange knowledge, learn from best practices, and
collaborate to address labor market challenges such as digital transformation, skills
development, and labor shortages. The aim is “To be a knowledge hub for Public
Employment Services”. WAPES actively holds conferences, cooperation projects,
peer learning, and webinars as the only organization that unites national PES from
every region under a shared mission. Furthermore, WAPES is committed to promoting
mutual learning with other global bodies, including the ILO and the OECD.

3. Framework of the WAPES-Japan Joint Project

Historically, promoting multilateral networking and learning activities among WAPES
members in the Asia-Pacific region has been hampered by geographic, linguistic, and
organizational differences. These have constrained the management, effectiveness,
and sustainability of international cooperation projects in the region. To address these
challenges, the Japanese Ministry of Health, Labour and Welfare (MHLW) and
WAPES agreed on 1 April 2019 to initiate a Joint Project resourced with a secondee
from the Ministry to WAPES executive secretariat and voluntary contributions based
on the cooperation agreement. The project's primary purposes are: (1) to contribute to
the sustainable improvement of PES through cross-border collaboration among
WAPES members and (2) to demonstrate the advantages of WAPES membership to
potential non-member countries (Figure 1). This initiative established a replicable
model for cross-border cooperation and peer learning among Public Employment
Services, initially targeting the NEA in Cambodia (2019-2024) to focus on self-
assessment.

In the second term, the Joint Project 2025-2026 took over this meaningful cooperation
model and sought to make it more dynamic by focusing on strengthening the capacity
of Public Employment Services (PES) in the Asia-Pacific region, in partnership with
the Department of Labor and Employment (DOLE) in the Philippines. This approach
highlights a peer-learning framework based on self-assessment, mutual learning
exchanges, including study visits, workshops, and a Recommendation Report (Toolkit).

Figure 1 Project Framework



Joint Project Framework

1. Project for targeting countries I.l D Key word
¥ The Philippines: DOLE (2025) _—_ |suitaccessment
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2. Workshops, information dissemination sessions
in collaboration with other WAPES activities

(ex. 25'" National PES congress in Tagaytay (Oct.2025))

3. Promotion activities for WAPES' new membership
in the Asia-Pacific Region
(ex. inviting over five countries for APRC 2025, ITC ILC

{Jun. 2025) and online meelings)

Part 2: The Joint Project for the Philippines

1. Selection of Target Country — the Philippines

(1) About the DOLE

The Department of Labor and Employment (DOLE) is the national government agency
responsible for formulating policies and implementing programs in labor and
employment. DOLE has been a WAPES member since 1999, coinciding with the
enforcement of the Public Employment Service Office Act. The Bureau of Local
Employment (BLE) within DOLE provides national policy direction, standards-setting,
technical supervision, and performance monitoring for Public Employment Service
Offices (PESOs), while the PESOs are administratively supervised by all local
government units under the applicable act. PESOs are mandated to deliver five core
services: (1) job search assistance and placement, (2) labor market information, (3)
active labor market programs, (4) administration of unemployment benefits, and (5)
regulatory support services. As of 2025, 1,592 PESOs have been established
nationwide, of which 832 are institutionalized. Also, DOLE’s 16 Regional Offices
supervise PESOs at the regional level, in line with the BLE’s strategy.

(2) Why was the DOLE selected?

The DOLE was selected for the project based on several factors, including a
longstanding working relationship with WAPES and very close ties to Japan, both
within and beyond the WAPES platform. In particular, about two decades ago, Japan
already had valuable experience to support DOLE’s vital project to create a solid
national network of PESOs and employment information services, providing its
expertise by dispatching Japanese experts to the Philippines. Japan realized that
consistent commitment is effective not only for improving the capacity of the overall
PES network in the Philippines but also for reviewing its own system to identify
necessary updates and innovative challenges.

With these insights, through careful discussions among DOLE, MHLW, and WAPES,
both in person and virtually, they finally reached the ideal approach that provides
advantages for the three and other WAPES members. Firstly, DOLE needs to enhance
the vital ‘PESO Five Point Agenda’ strategy to improve service capacity and quality of
all PESOs. Secondly, WAPES holds the appropriate expertise and knowledge
resources, the ‘Self-assessment and Peer-learning method,” to review this national
strategy’s progress objectively and share the outcomes with members. Finally, MHLW
can adapt the scheme related to the ‘PESO Five Point Agenda’ and the ‘Self-
assessment and Peer-learning method’ to identify possibilities for further meaningful
improvements.



Following the official endorsement by high-level officials, all project processes were
implemented using the ‘Self-assessment and Peer-learning methodology’ to enhance
service quality, optimize processes, and promote best practices within the framework
of the DOLE’s ‘PESO Five-Point Agenda’ (1. PESO Institutionalization, 2. Capacity
Development, 3. Reaffirmation of Core Functions, 4. Stronger Partnerships, and 5.
Digitalization).

High-level Kick-Off Meeting (March 2025)
— Al

2. Project Scheme

The framework for the Joint Project 2025-2026 was based on the cooperation
agreement, and the high-level officials finalized the specific structures at the kick-off
meeting held in Tokyo in March 2025 to promote an effective partnership among three
key actors (Figure 2).

Figure 2 Project scheme

Framework (2025-2026)

Japan: MHLW WAPES
Plan & Implement s Project Management

Provide finance and human Analysis methods:
[ESoUrces Bench-learning

(‘) WWAPES

The Philippines: DOLE
Target country
in 2025-2026

Share best practices with other WAPES members

<The project team (Three key actors + an external supporter) >

1) MHLW (Japan): Overall responsibilities for the planning and implementation of the
project, offering a voluntary contribution and a seconded coordinator to the WAPES
executive secretariat.

2) WAPES Executive Secretariat: manage the project's implementation and provide
its expertise (self-assessment and peer-learning methods).

3) DOLE (The Philippines): the second target country, taking autonomy and
implementing the project activities in collaboration with other actors.



4) The Embassy of Japan in the Philippines ( an external supporter): Provide

some advice to ensure all events in the project run smoothly, such as logistic
support for project activities in the Philippines and Japan.

Part 3. Methodology

1. Basic approaches
This Joint Project used three approaches to introduce a variety of activities across

different settings, namely 1) Peer-learning (Self-assessment), 2) Peer-learning
(Study Visit), and 3) Toolkit (Recommendation Report) (Figure 3).

(1) Peer-learning (Self-assessment)

DOLE and MHLW, respectively, evaluate their own performance by completing
the same questionnaire, focusing on key areas such as the service delivery
network, the budget allocation process, and performance management, using
objective measures as much as possible.

This approach aims to identify similarities and differences, understand partners’
basic structures and the outcomes of employment measures, and recognize
common challenges to promote meaningful learning and discussions in the next
phases.

(2) Peer-learning (Study Visit)

The study visit focuses on experiential learning, aiming to help participants
identify areas necessary for improvement and find good practices through
practical observations, comparisons from multiple perspectives, and lively
discussions.

Linking existing knowledge to fresh ideas through the visit to develop persuasive
approaches is expected.

(3) Toolkit (Recommendation Report)

The results of the Peer Learning, including feedback from both sides, ideas, good
practices, and challenges, are summarized and consolidated in the toolkit.

The toolkit is expected to provide suggestions for both sides to improve quality
and optimize resources in PES.

Also, it should be presented to all WAPES members to provide deep insights to
further improve PES.

Figure 3. Basic approaches of the Joint Project
Target: PESO FIVE-POINT Agenda

Peer-Learning
(Self-assessment)

¢ A

Peer-Leaming Toolkit
(Study Visit) (Recommendation)

<PESO Five-Point Agenda>



All activities consistently adhere to the PESO Five-point Agenda, which is DOLE’s vital
strategy to improve PESO (Figure 4)

1. PESO Institutionalization

2. Comprehensive Capacity Development for PESO Officers & Staff

3. Reaffirmation of PESOs’ Core Functions

4. Stronger Collaboration with Employers & Educational Institutions

5. Digitalization of Public Employment Services

Figure 4. PESO Five-Point Agenda

To make this mutual comparison through self-assessment and peer learning sheets
substantive, MHLW selected its corresponding employment service programs and
service-providing structures aligned with the DOLE's five-point agenda and created
the comparison chart (Figure 5).

Figure 5. PESO Five-Point Agenda (DOLE and MHLW)

PESO FIVE-POINT Agenda in DOLE
The related measures in MHLW

1. PESO Institutionalization (PESO®&|E1k)
- Hello Work's basic service concept
(Job counseling/placement x Employment Insurance x Employment Policies)
- Specialized HW for Particular targets (PWD, foreigners, the elderly, and youth)

2. Comprehensive Capacity Development of PESO Officers and Staff
(PESOR S DSR2 EEBIFE)

- Good practice of the SHIMANE Labour Bureau

3. Reiteration of the Core Functions of PESO (PESODPiZiBED BHER)

- Job placement scheme - Career consulting - Performance Evaluation

4. Strengthen Partnerships with Employers and Education and
Training Institutions (A E - 5 - PIMEHEE & DiEE{L)

- Employment measures for youth (especially for new graduates):
PESO xSchools x Employers x Training Providers x Local government x Parents

5. Digitalization of Public Employment Services (PESDF =% JUL)
- Hello Work system, Hello Work Internet Service, Job tag, Shokuba lab




2. A Five-step schedule plan
The project was conducted in five phases: Kick-off (Step 1), Peer-learning (Step 2),
Study Visit (Step 3), Workshop (Step 4), and Tool-kit (Step 5) (Figure 6).

Figure 6. Five Steps in the Action Research Cycle
5 steps of Joint Pro;ect (2025-26)

i ey
’ 1.Kick-off R 3. Study’ N Workshop
Learning - APRC

* Prelimin meeting (Febr 25 in Manila

*WAPES /Japan & The Philippines
Greetings and Agreement on the priority area

i -
*WAPES /Japan & The Philippines
Self-assessment and create a tool-kit following the WAPES method

*WAPES/Japan & The Philippines
Visit MHLW and Hello Work, and discuss with MHLW staff

5. Tool kit report) (2026
. Reflects their activities
Give recommendations

<Project history>

Prior to the kick-off, the preliminary meeting took place in February 2025 (Philippines)
(Step 1) Kick-off meeting: March 2025 (Japan)

(Step 2) Starting Peer-learning: Online meeting + Study Visit in June to July 2025
(Step 3) Study Visit: Study Visit in July 2025 (Japan)

(Step 4) Workshop: WAPES Asia Pacific Regional Conference in November 2025
(Philippines)

(Step 5) Tool-kit (Summary report): published in June 2026

3. ‘Bench-learning’ Concept

‘Bench-learning’ means combining two concepts of benchmarking and mutual learning,
with the aim of improving the performance of PES, introduced by the EU-PES Network.
WAPES focuses on the concept and accumulates the expertise required to effectively
implement its own projects.

Two joint projects for the Philippines and Cambodia commonly incorporated this
concept into overall processes, such as self-assessment, peer learning, study visits,
and workshops, to learn good practices and tips through exchanges tailored to each
country’s context.

Part 4. Achievements

1. Overview of results

In March 2025, this project began in close collaboration with enthusiastic members
from the DOLE, MHLW, and WAPES. Central to the project is its peer-learning
framework, grounded in self-assessment instruments, mutual learning exchanges,
including study visits, and the creation of a recommendation report called ‘Toolkit'.
Overall activities are consistently implemented in line with the contents of DOLE's 5-
Point Agenda (1. PESO Institutionalization, 2. Capacity Development, 3. Reaffirmation
of Core Functions, 4. Stronger Partnerships, and 5. Digitalization). This project held
several online and in-person meetings for discussion, conducted a study visit to Japan,
and was given more than 3 opportunities to publicly report its updates (Table).
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These qualitative learning activities and discussions helped complete the development
of two major deliverables: self-assessment and peer learning sheets, which play
a critical role in this Toolkit by offering valuable insights, good practices, and
challenges to improve the PES delivery system.

Table: Main Activities of the Joint Project for the Philippines 2025-2026

[2025Feb  JNOLILE

Japan
Online
Italy

Japan
2025Aug  [elyIIGTS
EXZEEE S Online

IPEIETN Philippines
2025 Mar |

Meeting (1st) (Preparation for the preliminary meeting)
Preliminary meeting

Kick-off meeting (Official agreement to launch the project)
Meeting (2nd) (Preparation for the study visit)
Introduction of the Joint Project in the ITCILO training
Study Visit & Peer-learning discussion

Meeting (3rd) (Peer-learning discussion)

Meeting (4th) (Peer-learning discussion)

Philippines Mid-term report in the 25" National PES Congress
2025 Nov Online Start of the toolkit creation (Peer learning sheet)
2025 Nov Philippines Best Practice Exchanges in WAPES Asia-Pacific Regional
Conference 2025
2026 June Online Publication of the Toolkit

2. Study Visit, Meetings & Best Practice Exchange

(1) Preliminary Meeting (February 2025)
On February 6th, 2025, in Manila, the Philippines, the DOLE, the MHLW, and
WAPES had the preliminary meeting for the new Japan-WAPES Joint Project.
Through presentations and discussions on the basic structure of each country’s PES
and current challenges, the three parties agreed that the project should focus on
strengthening PES and improving its quality, while adhering to the DOLE’s five-point
agenda (1. PESO institutionalization, 2. Comprehensive capacity development of
PESO officers, 3. Reiteration of the core functions of PESOs, 4. Strengthening
partnerships with employers and education and training institutions, and 5.
Digitalization of PES). Participants also discussed practical steps to move this new
project forward.
On February 7, the delegation learned about practical functions, such as labor
market information and youth programs etc., at the PESO in Quezon City.

(2) Kick-Off Meeting (March 2025)
On March 13th, the delegation from the DOLE visited the MHLW in Tokyo, Japan,
to officially start the WAPES-Japan Joint Project for the Philippines.
During a high-level discussion between Undersecretary Carmela |. Torres (DOLE)
and Director General YAMADA Masahiko (MHLW), both parties officially agreed to
launch the project, committing to realizing fruitful outcomes, not only for the mutual
sides but also WAPES members.
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The project focuses on strengthening and improving the quality of PES. Aligned with
DOLE’s key strategy, the ‘PESO Five-Point Agenda’, the project aims to enhance
service quality, optimize processes, and promote best practices.

<PESO Five-Point Agenda>

1. PESO Institutionalization

2. Comprehensive Capacity Development for PESO Officers & Staff
3. Reaffirmation of PESOs’ Core Functions

4. Stronger Collaboration with Employers & Educational Institutions
5. Digitalization of Public Employment Services

The initiative leveraged WAPES’ extensive expertise and methodologies, including
self-assessment and peer learning, to drive meaningful improvements.

On March 14th, the delegations visited Hello Work (Public Employment Service
Office) in Chiba to learn the practical operation of Japanese PESO and discuss
some employment programs for youth, focusing on how to collaborate with local
stakeholders.

(3) Study Visit (July 2025)
On July 17-18, the three nominated peer-learning members from the DOLE visited
Japan for a study visit.
The main objectives are to foster mutual learning on the respective measures of the
PES (Public Employment Services) in line with DOLE’s ‘PES five-point agenda’ and
to facilitate peer-learning discussions by leveraging WAPES self-assessment
expertise.
During a two-day visit, over fifteen government officials from the MHLW
headquarters and the Saitama Regional Labour Bureau, along with a general
manager and staff from the youth support facility, actively participated in discussions,
presentations, and facility tours with three delegates from the DOLE. The topics
covered were varied, ranging from the basic structure of mutual PESO to the
effective and efficient implementation of PES programs with local stakeholders, as
well as the risks of Al use in practical job counseling.
Moreover, the peer-learning discussion, including self-assessment, highlighted:

- How service quality in local PESOs can be standardized, and how PESO staff
can maintain and improve their expertise through the central government’s
interventions

- Synergies among PES sectors, employers, education/training facilities, welfare
sectors, and local government through collaboration and network building

- How to encourage more job seekers and employers to access PESO services

- Helpful approaches to enable students and youth with mental or physical
difficulties to transition to employment smoothly, or to be referred to appropriate
support

- Effective use and risks of digitalization, such as Al, in practical operations in PESO

11



(4) Online meetings

Over four online meetings were held by the Project Team, covering a range of topics,
including the project scheme's fundamental structure, effective implementation, and
the active promotion of peer learning sheet creation to complete the toolkit.

These online meetings played a significant role in promoting capacity building
among the group members, alleviating distance and time zone disadvantages that
the three parties faced. Lively follow-up discussions delved into this peer learning
more practically and enabled the toolkit to include practitioner-based insights and
suggestions for identifying good practices and useful employment measures each
party has implemented.

(5) Best Practice Exchanges among WAPES members and DOLE officials
This joint project was given opportunities to report on its ongoing activities at some
prestigious events. This could result in sharing the effectiveness and
meaningfulness of this peer learning, as well as in the development of international
networking and active discussion with other WAPES members.

® 25th National PESO Congress in the Philippines (October 2025)
On Oct 16, Minako TAKASAKI, Project Coordinator of the WAPES Executive
Secretariat, was invited to serve as a resource speaker.
At this conference, over a thousand PES frontline implementers, ranging from
managers to job placement officers nationwide, gathered to reaffirm the country’s
vital strategy, discuss best practices, and receive awards for outstanding
performance. This is one of the most important internal events to motivate PESO
staff and improve the quality of PES in the Philippines.
Ms. TAKASAKI highlighted the vital roles of WAPES, shared recent WAPES
activities, and demonstrated the WAPES-Japan Joint Project for the Philippines
on the PESO five-point agenda. The project focuses on the ‘Bench-learning’
concept through peer learning and mutual self-assessment. After her
presentation, four panelists from the regional PESOs shared their suggestions
and experience-based impressions to make the Joint Project more meaningful
and practical.

® WAPES Asia Pacific Regional Conference 2025 (November 2025)

12



Cambodia, Japan, and the Philippines shared their efforts since 2019 through the
WAPES-Japan Joint Project, emphasizing the importance of exchanging good
practices and fostering peer learning to enhance PES throughout the Asia-Pacific.
On November 6, representatives of the WAPES-Japan Joint Project from three
countries — NEA (Cambodia), MHLW (Japan), and DOLE (the Philippines) had
the opportunity to share their accumulated results and best practices with more
than a hundred attendees from both local and international backgrounds.

The highlights of the inspiring exchange include:

v Ms. TAKASAKI emphasized the effectiveness of meaningful cross-border
collaborative activities based on the WAPES bench-learning methodology,
specifically peer-learning.

v Ms. Rattana KEO, Director of the Planning and Cooperation Unit at the
National Employment Agency (NEA) in Cambodia, presented on ‘WAPES
Joint Project - Best Practices from Cambodia.” She shared NEA's significant
efforts to develop two self-assessment tools (Performance Assessment
Framework and Customer Satisfaction Survey) and implement them in a
pilot. She also offered her insights and future challenges based on her
direct involvement in the project.

v Mr. Shota Otake, an officer in the Employment Policy Division at the
Ministry of Health, Labour and Welfare (MHLW) in Japan, shared best
practices from the “Hello Work System.” This nationwide digital network is
designed to implement a wide range of public employment services (PES)
effectively and collectively, while maintaining a consistent quality of service.
He also introduced a general occupational information website that
primarily targets young job seekers.

v' Ms. Sheila Merl Q. Lantaca, a Senior Labor and Employment Officer in the
Program Management Division at the Bureau of Local Employment (BLE),
Department of Labor and Employment (DOLE) in the Philippines, focused
on DOLE’s comprehensive strategy to improve PESO, known as the ‘PESO
five-point agenda’. She also emphasized the importance of the current joint
project to advance this agenda.

This featured session concluded with a discussion on future possibilities for
leveraging the outcomes of the two projects.

3. Self-Assessment and Peer-learning Sheets

The Self-Assessment and the peer learning sheets are the two major deliverables
comprising this Toolkit for this project. The concept of both sheet formats is inspired
by WAPES's accumulated expertise and insights, Peer review and Bench learning.
Through countless proactive discussions about their creation, project members could
deepen mutual understanding of each country’s public employment measures in
detail, identify strengths and areas for improvement, and consider whether the
respective practices are deliverable to partners or other WAPES members.

13



Based on the agreed project process, members for peer learning were nominated by
high-level officials on both sides (Undersecretary, DOLE; Director General, MHLW).
These peer learning members, familiar with the five agenda-related measures overall,
were required to participate in creating the self-assessment sheet, join group
meetings (online), attend the Study Visit in Japan (in person), and contribute to toolkit
development through the peer learning sheet.

<Members of the peer learning> (as of July 2025)

(DOLE)

1. Ms. Sheila Merl Q. Lantaca,
Officer-in-Charge of the Program Management Division, DOLE Bureau of Local
Employment

2. Ms. Sheryl U. Joaquin,
Supervising Labor and Employment Officer, DOLE Region IX

3. Mr. Erel E. Lim,
Labor and Employment Officer Ill, DOLE Region VI

(MHLW)
1. Mr. Takashi SUGIMORI,

Deputy Director, Public Employment Security Bureau
2. Mr. Harufumi CHONAN,

Section Chief, Public Employment Security Bureau
3. Mr. Shota OTAKE,

Officer, Public Employment Security Bureau

(WAPES (MHLW))
Ms. Minako TAKASAKI,
- Project Coordinator, Executive Secretariat, WAPES
- Deputy Director, Public Employment Security Bureau, MHLW

(1) Self-assessment sheet for study visit discussion

(Main purpose)

® DOLE and MHLW, respectively, evaluate their performance by completing the
same questionnaire, focusing on key areas such as the service delivery network,
the budget allocation process, and performance management, using objective
measures as much as possible.

® This approach aims to identify similarities and differences, understand partners’
basic structures and the outcomes of employment measures, and recognize
common challenges in combination with the study visit.
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'Self-assessment Sheet for study visit discussion

<DOLE>

As of June 2025

D Po

Tople Gulde (Self-Assessment)

~383<0=% 30 ::l: 0O-"85—-c0 0T

Number

109,035,343 {2020) sowee: Philippine Statistcs Autharity (PSA)
Median age

25.3 years (2020) source: PSA

Unemploymant Rate:

4.1% (u of April 2025) source: PSA

Youth Unemployment Rate:

11.5% (as of April 2025) source: PSA

U I R Rt

Pursuant to Republic Act (RA] No. 8759, az amended No. 10691 or the PESO Act,
PESOs, In general, shall ensure the prompt, timely and efficient delivery of
employment service and provizion of information on the other DOLE programs.

Specifically, the PESO shall:

(a) Prowdo a venue where people could explore simultanecusly various
nt opt and actually seek i they prefer;

(b) Sorv' n referral and information center for the vanous services and programs
of DOLE and other government agencies predent in the srea,

(c] Provide clients with adequate information on employment and labor market
situation in the area, and

(d) Network with other PESOs within the region on ploy t for job hang
purpoes,

To fully realize the objectives of the PESO the DOLE, through the Bureau of Local
Employment (BLE), provides tech ce and cap the PESO focals to
deliver the five {5) core public employment services (PES): (1) job search assistance
and placement services; (2} labor market information; (3} active labor market
programs; (4) administering unemployment benefits; (5) regulatory services,

1

(1) Job h assi and pl t services. Consistent with the mandate of
tha ILO Employment SQrvlm Convention, 1848 (No. 88) to maintain and
ensure the mamtenance of a free public employment service, the DOLE
provides a vanety of ways to facilitate the hing of jobseekers with
enterprizes that are looking for workers to fill job opportunities.

(2) Labor Market Information, Labor Matket Information (LMI) refers o any
quantitative or qualitative information and intefligence on the labor market that
can assist 1abor market agents in making informed plans, choices, and deckions
telated 1o

business requirements;

caress planing and prepasation;
education and traming offerings,
job searchy;

hiring

governiment policy; and
workforce investiment strategies,

DOLE-BLE Tacilitates and assists PESOs in secwring an uptodate list of job
vacancies from employers and helps them to understand the local labor market in
ters of Both the supply of potential labor and the current and anticipated future
needs of businesses.

(3) Active Labor Market Programs. This refers 1o the intervention in the Labor market
to help reduce the risk of unemployment and to Increase workers' eamings
capacity, requinng actions from the beneficiary aimed at increasing job search,
emplayability, actual employment, or productivity.

The DOLE-BLE is implementing various mechanisms towards enhancing workforce
employability, consistent with linking workers to employiment oppoctunities by
accelerating job search and placement, and implementing labor market programs
which will enhance youth and adult employability, better employment outreach to
rural communities, and increase opportunities for the marginahized and vulnerable
members of the Lahor market.

The DOLE-BLE also maintains dynamic and responsive labor market information
systems and services towards efficient information flow, better skalls anticipation,
and competency forecasts

(4) Administering wploy benefits. The DOLE slso endesvors 1o improve the
data collection on dmmssed or displaced workers through the reporting
mechanism undertaken by the PESO. The data will then be used to assist these |
workers in facilitating their unemployment benefits and provide them with active
laboe market programs for transition to wage or selt-employment

(5) Regulatory services, We also recognized that other organizations and government
agencies provide employment programs 10 jobseekers or assist enterprises. Ta
support these opportunities, the PESOs are utilized to assist in the implementation |
of the regulatory services,
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Levels:
- National Department of Labor and Employment (DOLE) (1)

= Bureau of Local Employment (BLE) (1)

|
3 - DOLE Regional Offices (16) / Field Offices (28) / Satallite Offices - (4] / |
oy Extension Offices (3) ;
. . |
: - PESO (1,592 institutionalized PESO:) '
T | Management Structure:
;: DOLE -BLE — DOLE Rogional/Field Offices — PESO |
1 | Number of Staff: l
P | 485 regular employses |
E | 579 designated staff |
S | 62 co-terminus |
17 caszual |
|
*Baszed on 2024 LGU-Based PESO Manager Status of Employment by Region |
Departrment of Lstior :
e wnl Empsioy riwrd |
o A {(DoLL) |
"
: |
.. Buleau of Lacal
7 Emploayrment (BLE)
t c COLE Fagional |
i o Officus (1) |
° :
ﬁ l 1
‘ r T p |
C 1l OMices (e sutallite OMices {5) Nxtitmesn Oftcen |41 l
h L | | '
.‘ ‘ |
r
t

Questionnaire

1. What is the institutional framework for the Public Employment Service?

o. What is the management structure and organisotional model of the PES?

The Department of Labor and Employment, through the Bureau of Local Employment,
serves as the national employment service network. For coordination and technical
supervision, DOLE Regional Offices (16), Field Offices [88), Satellite Offices (4), and Extension
Offices {3) are linked to Public Employment Service Offices.

b. Are there offices at the regional, provincial, city, local authority, and neighbourhood fevels
(Please specify different levels in the hierarchy), and how many offices are there st each
governance level? (As of April 2025)

Yeu, thete are regional offices, provincial, city, and locs! suthorities.

At the ragional level, there are 16 DOLE Regional Offices, £8 Field Offices, 4 Satellite Offices,
and 4 Extension Offices.

At the local government unit, there are 1,591 institutionalized PESOs.

¢ !4 theee s national board managing the PES? If 3o, who are its members?

No, there is no governing board managing the PES. The DOLE Secretary acts as the overall
head, overseeing its policy and implementation through the BLE as the program manager.

The BLE serves as the technicsl lead In issuing standards, guldelines, and policy coordination
for all PESO through the DOLE Regional, Field, Satellite, and Extension offices.

2. What services do the PESOs offer?

a. To job seekers?

Services for the Jlobseekers, The jobseekers banafit from the following services

(1) Job search and pk lob search assistance and placemant is the
process of directing pre-screaned jobseekers to amployers with vacancies, matching
their qualifications, while placement is the result of = successful referral

(2] Career Development Support. It aims to properly inform and educate the youth and
jobseekers in finding employment that may suit their interest, experience, and
expartise,

(3) Provision of Labor Market Information. It aims to gather data and provide
knowiedge on the current movements and changes m the labor market supply and
demand,

b. To employers?

Services for Employers, Services to the smpioyvers feature thrae core services.

(1) Human resources pl xg. PESOs support ployers by developing organizational
charts, job descriptions, implementing performance evaluation systems, training
strategies, and anticipating staffing changes. We also prowvide valuable guidance to
Improve organizational structure, employee performance, and addeess future staffing

]
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needs. PESDs also offer crucial sssistance to employers wha lack training In human
resources mansgement. By utilizing labor market information svailable st PESOs,
they help develop job vacancy notices that highlight essential qualifications, ensuring
wffactive receuitment,

(2) Recrultment assistance. PESOs also provide & manageabls numbar of pre-scr d
candidates, saving employers time and effort in the interview process and reducing
costs assocated with hiring and orientation,

(3) Labor market information provision. PESOs provide timely and clear labor market
Information (LMI) to employars for vanous purposes. UMI i3 used to determing
market wage rates, assess labor avallability, and make Informed decisions, Including
information on both the damand and supply sides of the labor market,

3, Resources and capacities

a. What are the main funding sources of the PESO?

Check

Public Fa
(indicate level), National budget

Unemploymant
Insurance/Social Security
contributions;

Private,

Fee-based

b. What is the average cace load? Or could you provide a rough estimate based on the
number of clients divided by the number of front-line staff?

Even with the provided referencas, it is challenging to establish how many clients are
handled by each service staff.

Reference. PESO Indicators FY 2024

< Total No. Job Vacancies Soiicited - 5,763,854
Job Applicants Registered - 3,055,134
- Applicants Referred for Placement - 2,813,323

Based on 2023 LGU-Based PESO Manager Status of Employment by Region, the following are
the number and nature of PESO personnel.

- 485 regular employees
« 579 designated staff
- B2 co-terminus
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€. Do you know |. what percentage of the unemployed are served by the PESO, and i, What
percentage of placements Into jobs is the PESO involved with?

I We have no exact figures in percentage as to the number of unemployed served by the
PESOs yet, but if we are going to look Into the current Statistical Performance Reporting

5

System (SPRS), they are able to cater to an average of 2.3million individual jobseskers in one
fiscal year. Relating it to the current lsbor force participation, that is equivalent to 4.5% of
the total active labor force of the Philippines.

I, As to the percentage of placement, PESOs contribute an average of 2.2 milllon successful
placements in & year, If we are going to relate that to the current employment rats, that
refiects 4.5-5% of the total successful job placements in a year.

2, What sorts of flewbility do local offices have in the follovang:

Local leve flexibilty

Outsourcing e.g local level involved in contracting, momtor
Is the local level performonce

involved in

contracting? No, we do not outsource our operotions reloted o

contracting and  performonce  monitoring. The
Government aof the Philippines Implements its own
maonitoring strategies, with Reglonol Offices end Public
PESCs copocitoted by the National Offices to effectively
deliver programs and services to clients and peovote
employment providess

b. With whom do the local offices collaborate jocally?

Yes No

Local regional/ 7

authorities

Other government v

departments

Private enterprises v

Employer's v

Unions 4

c. Have there been significant improvements to the resources and capacities of local offices
since 2015 (a decade ago)?

Fully sufficient | Somewhat sufficient | Inodeguate

Financial resources v

Staffing levels v

Skills of staff

Strategic (e.g. to get v
involved in local
networking and

strategic planning)
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Tachnical (e.g., v
service delivery,
counselling skills

3. Exploring broader guestions
Can you describe key current challenges and then promising practices that could be shared
associated with:

Duning the several consultation meatings with the PESO managers, they shared that PESOs
sxparience the following challenges:

L. Inactivity/Non-institutionalization of PESO, We kindly note that out of the 1 592
establishad PESOs, only 643 of them are institutionalized. We view that the
Institutionalization of the PESO in every province, city, and municipality will best
serve the ds of the t 1t1 and fully realize the objectives provided under
the law. PESO primarily provides employment services to both the jobseekers and
employers, however, their permanant also tters when calamity or
dizaster arises. For instance, during the pandemic, typhoons, and oil spills, PESO
serves as the main focal point for the profiling of the sffected and displaced warkers.
PESD’s assistance enables the less facilit: of the emergency employmant
programs of DOLE. If there 15 an established and oparational PESQ, delivery of these
sarvices will be promptly and effectivaly provided.

2. Funding constraint, The insufficient provision of financial support poses an
Impediment to the comprehensive delivery of services by the PESO st any level of
government units. While PES programs are already detormined, the effective
Implemeantation of these services Is hindared due to Inadequate resourcas. The
limitations in funding adversely impact various aspects of PESQ's operations,
Including but not limited to staffing, hnology Infrastructure, training programs,
and the overall capacity to cater 1o the needs of job seehers and employers. With
constrained financial resources, PESO may struggle to hire and retain qualified
personnesl hindering its ability to provide timaly snd personalized assistance.

3. Training and retention of PESO personnel. We kindly cbserve that the status of
engagement of several PESO personnel is temporary in nature. Some of them are
even co-terminus with the incumbent elective officials. The DOLE gives emphasis on
the importance of providing regular training and capacity building to tha PESO
personnel to promote continuity and stability. This strategy (s sxpected to improve
the quality of service and mastery of the functions of PESO, Retantion of PESO
personnel |5 also Important as they could establish Institutional knowledge and
mastery on how to implement and address the challenges they expertenced In
delivering the PES. It saves time and effort,

a T designation of PESO ger and per 1. We recognize the utmost
dodluuan of PESO managers and personnel in giving value to thelr work. However,
the temporary designation of PESO managers and personnel pozes difficulties in the
continuity of performing their duties and responsibilities, especially when they are
assigned in a co-terminus @ngagemant,
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5. Digltalization and other technological advar nts. Less developed areas,
particularly the 5" and 6" class municipalities, sre experiencing weak Internet
connaction and still lack of infrastructure to support the conducive and efficient
delivery of digitally-equipped services.




<MHLW>

{As of April 2025)
& Number |

| 124 million (2024) source: UN statistics |

| Median age |

| 49.4 years (2024) source: UN statistics |

 Unemployment Rate: (A3 of April 2025) q
2 2.5%
source: Statistics Bureau of Jopan “Labow Force Survey” |

| Youth Unemployment Rate: (As of April 2025) |
| 8.0% (Aged 15 - 24), 3.4% (Aged 25-34)
5 o . Source: Statistics Bureaw of Aipon “Labour Force Survey”

l Three plllus are I g iy impl |
1. Job P! t (Job p:u ,.‘ Itation for general job seskers and |
targeted govies (young people, foreigners, people in chiid mrin(. older
2 poopb and persans with disabilities), prance of job openings, etc) |
= 2E / Job seekers assi ystem (Certifi of |
iﬁ_ m\omplwmom status, Providing unemployment benafits, Vocational training

sllowance, Registration of status for employment insurance status (both |

ployers and emp )
! 3. Employment M.uuru and Regulation |Instruction for achieving the J

| stotutory employment rate for persons with disabilities, Support for |

| employment management for foresgn workers, Vocational training and |
sbsidies for busir , 8tc) |

© Levels: {As of FY2025) |

= - National Ministry of Health, Labour and Welfare (1)
g |
|
|
ol

ﬁ - Regional Labour Buresus (47)
s - PES offices (544 (Mead office(d36), Branch office(95), Annex({13)))
Local. - |
melt Structure:

! MHLW — Regional Labour Bureaus — PES offices l
~ Number of Staff: |
: Reguiar staff 10,466, Support staff 138,140 (As of 2025.4)
3 ommiuﬂon Chart:
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a. Whaf m tho managcmonc mw:mn and omcmbaﬁano! modd of the PES?
Japan's PES has a centraleed management structure at the national level. The Bureau of

Employment Sacurity in the Mmistry of Health, Labour and Welfare serves as the
headquarters, 47 Regional Labour Bureaus are located in each of 47 prefectures, under
which 544 Public Employment Service Offices (Hello Work) are operated.

b. Are there offices at the regional, provincial, city, local authority, and neighbourhood
levels (Please specify different levels in the hierarchy), and how many offices are there at
esach governance level? (As of Apell 2025)
National level: Employmaent Security Bureau of MHLW (1)- Regional Labour Bursau(47) -
Public Employment Service Office [PESO or Helio Work)(544)

c. Is there a national board managing the PES? If z0, who are itz members?
In the MHLW, the PES is under the supervizion of the Director General (DG) of the
Employment Security Bureau. When the DG determines the PES-related policy, consulting
with the Nationa! Advisory Committee on Labour Policy is required. The members consist of
representatives from Labour Unions, Employer's associations, and acedemia/specialists. In
addition, at the regional level, there are 47 Regonal Advizory Committess on Labour Policy,

2. What services do the PESOs offer?
a. To job seekers?
- Comultation on the way of job-sesking sctivities
- Career counselling
- Job placements utilizing & nationwide network
- Saminars to help vath job finding activities {(interview preparation ete.)
- Guidance for vocational training enrolment
- Previding unemploymant insurance banefits and related allowances

b. To employers?

~ Posting job openings in a nationwide network system {Hello Work System)

- Advice and guidance on quality of job offers, managing employment for foreign workers,
securing employment for older workers after the mandatory retirement age, and
achieving the statutory employment rate for parsons with disabilities

-Seminars to improve employment management

-Providing employment promotion/retention subsidies

-Providing employment statistical information

<Ragistration of stetus for employment insurence status (both employers and employees),

&, What are the main funding sources of the PESO?

| Check
Public v
[indxcate levall; Natioosl budget




Unemployment v
Insurance/Social Security
contributions;

Private;

Fee-baszed

b. What 15 the average case load? Or could you provide a rough estimate based on the
number of clients divided by the number of front-line staff?
It is difficult ta grasp the number of clients per one service staff
(References)
= Total registered job seekers: 4,505 thousand (FY2023)
* Total registered job vacancies: 10,275 thouzand (FY2023)
 Total successful placements 1,028 thousand (FY2023)
* Number of officials In PESO: Approx.11,500, Counseliors in PESO: Approx. 18,000 (2024)

<. Do you know 1. what percentage of the unemployed are served by the PESO, and ii. What
percentage of placements into jobs is the PESO Involved with?
| No ressarch
4 The percentage of placements into jobs through PESO iz 19.2%.
(PES0°19.2%, Private placemeant agency:5,3%, School:1 0%, Media + advartisemant
by private employmant services; 23.2% Personal connection: 23.5% | Others 16.7%)
Source: Nationa! Survey on Employment Trends in 2023 (conducted by MHLW)

a. What sorts of flexibility do local offices have in the following:

| Local level flexibility
Outsourcing ¢.g local level involved in controcting, manitar
Is the local level performance
involved in We outsource the operation of some eminars and
contracting? guidance sasslons st PESOs to private smployment
service providers,
b. With whom do the local offices collaborate locally?
Yes No
Local regional/ v
authorities
Other government v
departments
Private enterprises v
Employer’s v
associations
Unions <
* There are Employment measure agreements, which are official agreements on

employment strategies betwasan national and local governments to tackls together the
issues sach region Is facing and to accomplish solutions effectively under mutual
responsibilities.

* There is g one-stop service schame under collaboration b the employ
service by the national governmant and the secial welfars service by local govarmment

« Information of the lob openings that PESCs possess can be provided to Interested
private amploymaent agencies and municipalitias through the online network since 20148,

* We have National and Regional Advisory Committess on labour policy, which are
trpartite structures compelsing employerss’ assoczations, Unions, and acadsmia or
specialists.

= In the job Seeker Support Training, MHLW accredits training courses implemanted by
privata service providers. Regional labour bureaus provida banafits to job seakers who
join the accredited training course.

¢, Have there been significant improvements to the resources snd capacities of local offices

since 2015 {a decade )7
Tc Fully sufficient | Somewhat sufficient | inadequate

Resources

munu ol

Staffing levels v

Skills of staff

Strategic (e.g. to get v
Involved in local
networking and
strategic planning)

Technical (e.g., v
service delivery,

| counselling skills)

2. Exploring broader questions
Can you describe key currant challenges and then promising practices that could be shared
assoclated with-
* Labour force shortages in all industries and skilled worker shortages mainly in IT
industnes
e  Improvament of job matching with the wutilization of digital tools in job counselling at
PESO
* Demographic challenges (accelarating aging sociaty and low burth rate)
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(2) Peer-learning Sheet

(Main purpose)

® Summary and consolidation of overall Peer Learning activities, including self-
assessment, feedback from project members, ideas, good practices, and
challenges.

® Providing suggestions for both sides to improve quality and optimize resources.

® Sharing with all WAPES members the transferable good practices that the two
countries have implemented to stimulate further improvement of PES.

a. Overview (Country’s basic information and PES (structure and main tasks)

<DOLE>

Country’s basic information and PES (structure and main tasks)
Overview of Philippine Demographic Trends and Labor Market Landscape

The Philippine population increased by 3.69 million, from 109.04 million in 2020 to 112.73 million in
2024

Based on the 2024 census by the Philippine Statistics Authority (PSA), the country’s population
grew by 0.8 percent yearly from 2020 to 2024, much lower than the 1.6-percent annual increase
recorded from 2015 to 2020. This slowdown may be attributed to several interrelated factors,
including declining fertility and birth rates, elevated mortality during the COVID-19 pandemic, and
subdued migration activity.

The PSA also projected that as early as 2030, some 7 percent of Filipinos will be 65 years old and
above. At such a percentage, the country would be crossing the threshold and be classified as an
“aging population.”

The Philippines is a lower-middle-income country (latest World Bank income classification), based
on Gross National Income (GNI) per capita. With a young and growing labor force, the country faces
both opportunities and challenges to ensure effective job matching, skills alignment, and inclusive
access to employment services. Variations in institutional capacity and fiscal resources across Local
Government Units (LGUs) contribute to uneven public employment service delivery.

As of November 2025, the Philippine labor force stands at 49.26 million, with a participation rate of
64%. Among these, 51.52 million individuals are employed, reflecting a robust employment rate of
95.6%. However, around 1.66 million remain unemployed, representing a 4.4% unemployment rate.
Additionally, underemployment continues to affect 5.11 million workers, approximately 10.4% of the
labor force—indicating the need for more stable and adequately paying jobs. A gender gap also
persists, with male participation at 77% compared to only 56.3% for women.

In terms of employment drivers, the services sector remains the backbone of the economy, led by
IT-BPM, retail, and tourism industries. The industrial sector, comprising manufacturing and
construction, also plays a pivotal role in employment generation, particularly as infrastructure
spending increases. Meanwhile, agriculture continues to support livelihoods in rural areas through
farming and fisheries. Overseas Filipino Workers remain vital, with their remittances accounting for
nearly 10% of GDP. Looking ahead, emerging sectors such as green jobs and digital services offer
promising new avenues for inclusive and sustainable employment.

! Proclamation No. 973, s. 2025
2 https://pids.gov.ph/details/news/in-the-news/trend-sees-ph-becoming-an-aging-population-by-2030

21



https://pids.gov.ph/details/news/in-the-news/trend-sees-ph-becoming-an-aging-population-by-2030

Country’s basic information and PES (structure and main tasks)

Key Employment Generators

BL300r FOrce Fanicipabon X
Rate (%) “v
B omployment Xata | pre
AN
® Unempioymant Rate (% &0
&0

Underemployment Rate
\ 40

Policy Frameworks

The Philippines' programs and services are aligned with the current Administration’s Philippine
Development Plan (PDP) 2023-2028.

Under Chapter 4 of the Plan, increasing the income-earning ability of Filipinos involves developing
the workforce and increasing their employability in the market, ensuring that skills are aligned not
just with the current in-demand requirements but also with critical and emerging skills.

Likewise, the Philippine Labor and Employment Plan 2023-2028 serves as a strategic roadmap for
labor and employment objectives aligned with the Philippine Development Plan 2023-2028.

Further, the Trabaho Para sa Bayan Act (Republic Act No. 11962) was signed into law, marking a
pivotal moment in the Philippine government’s commitment to addressing employment challenges
and fostering labor market development. This landmark legislation establishes a comprehensive
national employment master plan, aptly named the Trabaho Para sa Bayan (TPB) Plan.

The Plan focuses on promoting decent employment, advancing business opportunities, and
creating a robust framework for equitable growth. It also emphasizes access to opportunities for
skills development and career advancement, the promotion of a supportive labor environment that
upholds workers’ welfare alongside business competitiveness, and the enhancement of labor
market governance to advance progress toward a fulfilling and secure future for every Filipino.

Public Employment Service Office (PESO)

The Public Employment Service (PES) system operates under Republic Act No. 8759, as amended
by Republic Act No. 10691 (PESO Act). The Act institutionalizes Public Employment Service Offices
(PESOs) in all local government units (LGUs) to provide free employment facilitation services. It
mandates the establishment of PESOs, defines their core functions such as job placement, career
counseling, labor market information dissemination, and skills development coordination, and
requires regular funding and plantilla personnel to ensure sustainability.

Under the Act, the Department of Labor and Employment (DOLE), through the Bureau of Local
Employment (BLE), provides national policy direction, standards-setting, technical supervision, and
performance monitoring, while PESOs are administratively supervised by LGUs.

PESOs are mandated to deliver five (5) core services: job search assistance and placement, labor
market information, active labor market programs, administration of unemployment benefits, and
regulatory support services. As of 2025, 1,592 PESOs have been established nationwide, of which
only 832 are institutionalized, affecting service continuity and long-term capacity.
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<MHLW>

Country’s basic information and PES (structure and main tasks)

Population Number: 124 million (2024) source: UN statistics
Median age: 49.4 years (2024) source: UN statistics
Unemployment Rate: 2.5% (As of April 2025)

Uy source: Statistics Bureau of Japan “Labour Force Survey*

ment Youth Unemployment Rate:

4.0% (Aged 15 - 24), 3.4% (Aged 25-34) (As of April 2025)
source: Statistics Bureau of Japan “Labour Force Survey*
Three pillars are integrally implemented.
1._Job Consultation/Placement
¢ Job placement/consultation for general job seekers and targeted categories
(young people, foreigners, people in child rearing, older people, and persons
with disabilities)
Acceptance and posting of job openings by employers on the nationwide public
job searching system, etc.
. Employment Insurance / Job seekers' assistance benefit
¢ Confirming unemployment status for the eligibility of unemployment benefits
(unemployed job seekers)
¢ Providing unemployment benefits, public vocational training benefits, and
Education and training benefits, etc. (Eligible beneficiaries)
e Enrollment and registration of employment insurance status (both employers and
employees)
3. Employment Measures and Requlation
e Data analysis of Labour Market Statistics and Employment Insurance Status
¢ Instruction for achieving the statutory employment rate for persons with
disabilities (Employers)
e Guidance for employment management for foreign workers and older workers
(Employers)
e Providing employment and human resources development subsidies
(Employers)
¢ Consultation and matching with suitable vocational training (unemployed job
seekers), etc.
Levels:
National: Ministry of Health, Labour and Welfare (MHLW) (1)
Regional Labour Bureaus (47)
PES offices (544: Head offices(436), Branch offices(95), Annex
offices(13)) (As of 2025.4)
Local: -

* 317 Employment measure agreements with local government
(47 Prefectures and 270 Municipalities) (As of 2025.3)

* 341 one-stop consultation corners in collaboration between the national employment
service and the local social welfare service to provide effective job-finding support for
welfare assistant beneficiaries. (As of 2025.3)

Management Structure: MHLW — Regional Labour Bureaus — PES offices
Number of Staff:

Total: Approx. 30,000 (Regular staff 10,466, Contract staff 18,140) (As of 2025.4)
Organisation Chart:

N

Major tasks

Structure
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e

Employment
Insurance

Three Cores in Public Employment Services

Hello Work: Comprehensive service network

Local Labor Bureaus (47)

i Labour
Standards
e DERL

Labor Standards
Inspection Offices

2 9O
o
Consultation
Placement
Ministry of Health,

Labour and Welfare
|

! Employment
Service Dept.

| HLIIo Work
PES Offices
(544)

=)
Employment measures
&
Regulation

30,000 personnel

b. Description and Self-Assessment Results on PESO FIVE-POINT Agenda

* MHLW: Corresponding measures with PESO FIVE-POINT Agenda

<DOLE>

1. PESO Institutionalizaton

PESO institutionalization under Republic Act
No. 10691 refers not only to the establishment
of permanent organizational structures and
allocation of funding, but to the effective
functioning of the public employment service
system as a whole. In the Philippine context,
institutionalization ensures the permanence of
the PESO within the LGU, stability of
leadership and staffing, predictable
operational support, and the proper exercise
of dual governance—administrative
supervision by the LGU and technical
supervision, standards-setting, and guidance
by the Department of Labor and Employment
(DOLE).

The Philippines’
Structure

Employment Facilitation

At the national level, the employment facilitation
network is led by one Department of Labor and
Employment (DOLE) through the Bureau of Local
Employment (BLE). This is further reinforced by
DOLE’s nationwide presence, which includes
sixteen (16) Regional Offices, eighty-eight (88)
Field Offices, four (4) Satellite Offices, and three
(3) Extension Offices.

At the local level, implementation is carried out
through 1,592 established Public Employment
Service Offices (PESOs), which serve as the
frontline providers of employment services
across various local government units
nationwide. Of these, 832 are institutionalized.
Institutionalization is a critical prerequisite for
sustained improvements in PESO capacity
development and the consistent delivery of core
employment services. Without
institutionalization, capacity-building efforts tend
to become repetitive and remedial due to staff
turnover, and service delivery often becomes
activity-driven  rather than  system-based.
Conversely, institutionalized PESOs create the
necessary conditions for cumulative staff
development and the consistent and effective
performance of core PESO functions.
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1. PESO Institutionalization

Number of PESO Manager and status of

fA Frmpieymer employment
‘ Based on the 2025 National PESO Survey
A - Report,? a total of 1,002 PESO managers hold
| plantilla or permanent positions, while 673 serve
S in a designated capacity. Other non-plantilla
f.l arrangements  include  co-terminus  (50),
: ; 3 contractual (38), casual (17), and detailed (8)

appointments.

&

PESO Operational Structure

DOLE Reghinal Oflices
Suporvises oFf FESCs . C

%
Provinciol PEsOs

City PESOS Municipal PESOs

Japan’s Public Employment Service (PES)
has a centralized management system at the
national level. The Bureau of Employment
Security, within the Ministry of Health, Labour
and Welfare (MHLW), functions as the
headquarters. There are 47 Regional Labour
Bureaus, each located in a different
prefecture, overseeing a total of 544 Public
Employment Service Offices (Hello Work). All
PES operations in Japan are managed by the
national government with consistent quality
nationwide.

Source: RA 10691, Sections 7-9; PES Self-
Assessment (2025).

3A comprehensive and system-wide assessment of the institutional condition, service delivery capacity, leadership
structure, and fiscal footing of Public Employment Service Offices (PESOS) and Job Placement Offices (JPOs)
nationwide.
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1. PESO Institutionalization

Core Public Employment Services A. Job search assistance and placement
services. Consistent with the mandate of
To fully realize the objectives of the PESO, the ILO Employment Services Convention,
DOLE, through the Bureau of Local 1948 (No. 88) to maintain and ensure the
Employment (BLE), provides technical maintenance of a free public employment
assistance and capacitate the PESO focals to service, the DOLE provides a variety of
deliver the five (5) core public employment ways to facilitate the matching of
services (PES): (1) job search assistance and jobseekers with enterprises that are looking
placement services; (2) labor market for workers to fill job opportunities. These
information; (3) active labor market programs; services include the following:
(4) administering unemployment benefits; (5)
regulatory services. 1. Services for the Jobseekers. The
jobseekers will benefit from the
3 Soh Sasoh information on enterprises, and the skills
B s I - Administering needed, as well as information on what
X Wy e training that are available locally to help
o1 Eaorumrin ' them meet the requirements of employers,
| Begelatory as PESO helps them select appropriate
o~ Acnv;'Loag!ig:nhs‘!mket OCCUpationS.

2. Services for Employers. Services to the
employers feature three core services: (1)
human resources planning; (2)
recruitment assistance; and (3) labor
market information provision. The
objective is to help employers, through
PESO, in understanding labor market
demand, implementing effective
measures, and gathering information on
job opportunities. Building strong
relationships with employers allows for

Builds Labor Market Database to planning interventions like job fairs, career

Strengthen  Employment Information fairs, and tr'aining programs, ephancipg
Services. It also gathers jobseekers’ !obseekerg employability and improving
registrations and job vacancy notices to create job matching.

a database of labor market data, which,
combined with other statistical information,
forms the basis for labor market information
shared through the PES.

Facilitate Efficient Job Matching and
Career Development Support. PES helps
match people looking for work with companies
that have job vacancies through its job search
assistance and placement services, including
career development support services.
Whether it's manual or electronic, PES assists
in the process of finding employment
opportunities efficiently.

3. National Skills Registration Program
(NSRP). The NSRP is a program initiated
by the DOLE with the main objective of
maintaining a continuing nationwide skills

Expands Employment, Livelihood, and registry.

Social Protection Support for Vulnerable
Sectors. PES also aids in improving
opportunities for individuals to land a job or
start as self-employed through referral to
active labor market programs, including
assisted support to groups in vulnerable
situations such as low-skilled, juvenile, single
mothers, and the differently-abled persons.

PESO Employment Information System
(PEIS) and PhilJobNet. Under the NSRP,
the BLE operates and maintains the
overarching labor market information (LMI)
systems — PEIS and PhilJobNet. These are
employment facilitation machinery which
aims to cover all cities and municipalities in
the country with the PESOs as the
implementation arm of the program. The
PEIS and PhilJobNet maintain a live
register of jobseekers (Active List) and
archive of assisted clients (Served List). It
is also an expanded database of human
resource demand from both local and
foreign employers.

During times of crises and disruptions, PES
also bridges the gap by facilitating individuals’
application to various social protection and
unemployment benefits.
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1. PESO Institutionalization

Supports Regulation of Employment

Services. PES also helps in the regulation of The primary clients of these systems
employment services such as job fair include jobseekers, employers, private
regulation (i.e., legitimate employment agencies (PEA), overseas
companies/establishments are joining the job recruitment agencies, contractors and
fair activity). subcontractors under Department Order

(D.O. 174, series of 2017). Other clients

include educational institutions,

foundations/NGOs, national government
agencies, and groups in the vulnerable
sectors.

In 2022, the BLE integrated the processes
and databases of the PhilJobNet and PEIS
for a more efficient system of managing
and reporting of the national skills registry.

Currently, there are 2,169,221 registered
jobseekers. A  total of 35,932
establishments are registered and
2,661,066 active vacancies are posted.

Table 1. — Number of Jobseekers Registration
per Region, 2017-2025
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Table 2. - Number of Establishment
Registration per Region, 2017-2025
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Table 3 — Number of Posted Vacancies in PEIS
per Region, 2017-2025
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1. PESO Institutionalization
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Figure 1. PEIS Flowchart
PEIS FLOWCHART

4. Career Development Program (CDSP).
The CDSP intends to provide career
development support services to
individuals in addressing gaps in
employability dimensions. It aims to assist
individuals to find the right job, identify
appropriate upskilling or reskilling
interventions, and progress in their
chosen career path.

B. Labor Market Information. Labor Market
Information (LMI) refers to any quantitative or
qualitative information and intelligence on the
labor market that can assist labor market agents
in making informed plans, choices, and decisions
related to:

e business requirements;
career planning and preparation;
education and training offerings;
job search;
hiring;
government policy; and
workforce investment strategies

DOLE-BLE facilitates and assists PESOs in
securing an up-to-date list of job vacancies from
employers and helps them to understand the
local labor market in terms of both the supply of
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1. PESO Institutionalization

potential labor and the current and anticipated
future needs of businesses.

C. Active Labor Market Programs. This refers
to the intervention in the labor market to help
reduce the risk of unemployment and to increase
workers' earnings capacity, requiring actions
from the beneficiary aimed at increasing job
search, employability, actual employment, or
productivity.

The DOLE-BLE is implementing various
mechanisms towards enhancing workforce
employability, consistent with the goal of linking
workers to employment opportunities by
accelerating job search and placement, and
implementing labor market programs which will
enhance youth and adult employability, better
employment outreach to rural communities and
increase opportunities to the marginalized and
vulnerable members of the labor market.

The DOLE-BLE also maintains dynamic and
responsive labor market information systems and
services towards efficient information flow, better
skills anticipation, and competency forecasts.

D. Administering unemployment benefits. The
DOLE also endeavors to improve the data
collection on dismissed or displaced workers
through the reporting mechanism undertaken by
the PESO. The data will then be used to assist
these workers in facilitating their unemployment
benefits and provide them with active labor
market programs for transition to wage or self-
employment.

E. Regulatory services. We also recognized
that there are other organizations and
government agencies that provide employment
programs to jobseekers or assist the enterprises.
To support these opportunities, the PESO are
utilized to assist in the implementation of the
regulatory services such as licensing and
monitoring performance of other employment
programs.

1. Job Fair. The Job Fair is a well-known
strategy of the DOLE in facilitating
employment services that cater to all
types of jobseekers. It provides an
opportunity for both jobseekers and
employers to meet at a specific place and
time for the mutual benefit to reduce cost,
time, and effort. The Job Fairs conducted
by PESOs are monitored and regulated by
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1. PESO Institutionalization

the BLE through the DOLE Regional

Offices.

Indicators 2020 2024 2022 2023 2024 2025

Job Fairs _
. ot . .

e onduted b 2 15 0 208 235
[Participating
Companies 3040 2574 7102 2780 HETT AL
Job Vacancies
Fosted 381,962 mad64 | 47M3 | 25825R1 | 3406308 | 4458206
Registered wa | imar | oaaste | emgo | oemos | sTm
(CQualified 3% | s0ses | s | 2eeTs | awaw | %pe
Near Hires 14640 12407 3273 11794 | 112043 117427
Hired on the . S - _ R .
Spots (HOTS) by 75 53462 65,319 66,65 83,369
Placement Ratst | 2025% | 1408% | 2638% | 268% | 2315% 277%

Source: Statistical Performance Reporting System of the Regional
Offices

Note: *Placement Rate (HOTS/Qualified Jobseekers)*100

2. Other Employment Regulations. These
include employment of foreign nationals,
regulation of contractors and
subcontractors, and regulation of private
employment agencies. These regulations
require close monitoring in the
understanding of vacancies and job
opportunities created in the labor market
and analysis of the local supply and
demand for labor.

2. Comprehensive Capacity Development of PESO Officers and Staff

1. Conduct of Training of Trainers (ToT)

The Training of Trainers (ToT) for regional focal
persons and program implementers is a regular
capacity-building activity of the program. As
frontliners in employment facilitation, PESOs
play a pivotal role in matching workers with
employment opportunities, disseminating labor
market information, and supporting both
jobseekers and employers. To further
strengthen this role, the ToT aims to equip
regional personnel with the competencies
needed to deliver standardized, competency-
based training modules to PESOs and Job
Placement Offices (JPOs) within their
respective jurisdictions.

The training also reinforces the realization of the
PESO Five-Point Priority Agenda, particularly
in:

Conduct of Training of Trainers (ToT)

While capacity-building programs are in place,
their impact varies across regions. Change of
PESO Managers and personnel in non-
institutionalized PESOs limits the sustainability
of training outcomes and results in repeated
orientation-level interventions. Fully
institutionalized PESOs demonstrate greater
ability to retain trained personnel and apply

technical guidance consistently.
2. Full-Cycle Integrated Employment
Intervention

The PESOs recorded significant

accomplishments across key employment
facilitation indicators. In 2025, a total of
6,224,838 job vacancies were solicited,
providing a wide range of employment
opportunities for jobseekers nationwide. During
the same period, 2,665,967 job applicants were
registered, reflecting sustained demand for
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2. Comprehensive Capacity Devel

opment of PESO Officers and Staff

1. Promoting full institutionalization of
PESOs;

2. Establishing a comprehensive and
sustainable capacity-building
framework for PESO personnel.

3. Strengthening the delivery of core
employment facilitation services;

4. Strengthening partnerships with the
academe and employers; and

5. Digitalizing the services of the PESOs

2. Full-Cycle Integrated Employment
Intervention

At the heart of PES is the various aspects of the
employment lifecycle. This includes active job
matching, referral, and placement services to
direct jobseekers toward immediate openings,
as well as the provision of Labor Market
Information to ensure clients understand current
hiring trends. Furthermore, the core focus
extends to long-term competitiveness through
skills development opportunities, such as
training scholarships, and specialized support
for reskilling and upskilling to help individuals
adapt to an evolving workforce.

To translate these strategic programs into
tangible action, the framework utilizes
Employment Facilitation Services, which

serve as the "frontline" of the intervention
process. This phase begins with
comprehensive profiling, counseling, and

assessment to identify a candidate's specific
strengths and unique needs, allowing agencies
to create a personalized career roadmap.
These essential services are delivered through
a network of key organizations and digital
platforms, such as the Public Employment
Service Office (PESO), which acts as a local
community hub for job seekers. Complementing
these efforts are digital tools like PhilJobNet
and the Phil-JobNet Employment
Information System (PEIS) for efficient
employer matching, as well as the Career
Development Support Program (CDSP),
which provides specialized guidance for long-
term career planning.

This comprehensive process is designed to
lead job seekers toward one of two primary
paths: wage employment or self-employment
and entrepreneurship. By providing the
necessary resources and support, the

employment assistance services. Of those
registered, 2,463,742 qualified applicants were
referred for placement, while 94,149 job
applicants were referred for training and
employability enhancement to further improve
their skills and job readiness.

In terms of outcomes, 2,309,094 job applicants
were reported as successfully placed in
employment, with 1,346,903 placements in the
private sector and 918,927 in government
offices. These results translated to a high
placement rate of 92.41 percent among referred
applicants, underscoring the effectiveness of
PESO job matching, referral, and placement
services.

Indicators 022 2024 2025

Job mppacaris
284705 230009

=~

reporfad as places

Privale §273%6 VISE30) 12569567 | 140205 1545906

1089 1,088,805 11245087 | 11035901 §18927

Placemen tsle of

ralead appdicanis

* Source: Statistical Performance Reporting System of the
Regional Offices

3. Delivery of Career Development Support
Services

The delivery of career development support
services encompasses a diverse range of
professionals and entities, each playing a
crucial role in different stages of an individual's
journey from education to employment.
Guidance counselors and career advocates in
educational institutions are the first point of
contact, assisting students in making informed
decisions about their academic and career
paths. They provide guidance, assess interests
and aptitudes, and help students set goals for
their future. Job placement office managers are
essential in bridging the gap between education
and the labor market, connecting graduates
with job opportunities that align with their skills
and aspirations.
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2. Comprehensive Capacity Development of PESO Officers and Staff

framework aims to help candidates either
secure stable positions within established
organizations or empower them with the tools
needed to launch their own businesses and
create independent economic opportunities.

Japan’s public employment service system
emphasizes structured, level-specific, and
continuous capacity development aligned with
staff roles and career progression. In the
Philippines, DOLE provides technical
assistance and capacity-building to PESOs
through programs such as Basic Employment
Service Training (BEST), onboarding activities,
and targeted coaching and Capacity
Development initiatives.

Effective capacity development in the Philippine
PES system is dependent on PESO
institutionalization. Stable staffing and clear role
delineation allow training to build progressively
and enable knowledge retention.

Emphymest Faciiation Public Employment Programs
(Lm' lﬂﬂ lm"“mmrS] : w“umomm
Pruf m,

SalErphyymend

A Stepeenhp

3. Delivery of Career Development Support
Services

The Regional Career Development Support
(CDS) Forum is a flagship multi-sectoral event
organized by the DOLE, through its Regional
Offices, to strengthen the implementation of the
Career Development Support Program (CDSP)
across the Philippines.

The forum highlights the importance of
strengthened partnerships between
government and non-government stakeholders
to facilitate well-informed career choices and
broaden access to inclusive employment
opportunities. DOLE Regional Offices are
expected to spearhead the coordination and
integration of career development initiatives
across partner agencies, guided by the CDSP
Memorandum of Agreement (MOA) to ensure
that support reaches the intended beneficiaries
efficiently and effectively.

Careet |
Ecucation’ 3831 3187 | 6112 3,468 | 4888 | 6790
Qnentabon

f);‘:;"::‘ 264,172+ | 537,459/ 643.749-| 617,206+
Resten | 179,688 244,256

. 7139 3213 | 3734 | 607~
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niliss? 966 | 2060+ | 1905 | 2603-| 2975¢| a0e2
Colleges
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COS senices

(im . chrew,

wocatorsl, ond | 30,005 133,009 170,960 60425 69,272 42,851
employment

cauNsBing) |

Job seekers | 350 904 667,575 1.011.562/| 822,852 | 914,133 734,718
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* Source: Statistical Performance Reporting

Regional Offices

System of the
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2. Comprehensive Capacity Devel

pment of PESO Officers and Staff

Through the modules, the capacity
development is Designed to address job-skills
mismatches, the CDSP offers career and
vocational counseling, employment coaching,
access to labor market information, and
employment facilitation programs. The forum
provides a platform for translating national labor
policies into local strategies, improving
coordination, sharing knowledge, and
promoting the joint use of updated resources.
This collaborative approach aims to expand the
reach and accessibility of career services,
particularly in underserved communities.

3. Reiteration of the Cco

re Functions of PESOs

Core Public Employment Services
(The following is also stated in 1)

To fully realize the objectives of the PESO, the
DOLE, through the Bureau of Local
Employment  (BLE), provides technical
assistance and capacitate the PESO focals to
deliver the five (5) core public employment
services (PES): (1) job search assistance and
placement services; (2) labor market
information; (3) active labor market programs;
(4) administering unemployment benefits; (5)
regulatory services.

- Job Search
- Assistance and — )
45~; Placement Services : ministering
(‘fﬁg‘i) Unemployment
7 K 0 Benefits
S Labor Market
Information g—“s\
- I3 3 Regulatory
<f-:g={,.7 Services

Active Labor Market
Programs

& %

Facilitate Efficient Job Matching and Career
Development Support. PES helps match

(The following is also stated in 1)
(1) PES Indicators (FY 2025)

e Job Vacancies Solicited: 6,224,838
Job Applicants Registered: 2,665,967
Number of qualified applicants referred for
placement: 2,463,742
Job applicants referred for
training/employability enhancement:
94,149
Job applicants reported as placed:
2,309,094

Private: 1,346,903

Government: 918,927
Placement rate of referred applicants:
92.41%

* Source: Statistical Performance Reporting System of the
Regional Offices

(2) Unemployment Insurance Benefit

e Total Number of Processed Applications
for Unemployment Insurance Benefit:
159,316 (FY 2025)

*Source: Latest available data provided by SSS

(3) Employment Measures and Regulation
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3. Reiteration of the Core Functions of PESOs

people looking for work with companies that
have job vacancies through its job search
assistance and placement services, including
career development support services. Whether
it's manual or electronic, PES assists in the
process of finding employment opportunities
efficiently.

Builds Labor Market Database to Strengthen
Employment Information Services. It also
gathers jobseekers’ registrations and job
vacancy notices to create a database of labor
market data, which, combined with other
statistical information, forms the basis for labor
market information shared through the PES.

Expands Employment, Livelihood, and
Social Protection Support for Vulnerable
Sectors. PES also aids in improving
opportunities for individuals to land a job or start
as self-employed through referral to active labor
market programs, including assisted support to
groups in vulnerable situations such as low-
skilled, juvenile, single mothers, and the
differently-abled persons.

During times of crises and disruptions, PES also
bridges the gap by facilitating individuals’
application to various social protection and
unemployment benefits.

Supports Regulation of Employment
Services. PES also helps in the regulation of
employment services such as job fair regulation
(i.e., legitimate companies/establishments are
joining the job fair activity).

o A Statistical Performance Reporting
System (SPRS) is a framework, used by
the Philippines' DOLE's system, that
collects, monitors, and reports statistical
data to track performance, ensure
accountability, and support evidence-
based decision-making for programs and
agencies, using defined indicators and
processes.

Japan institutionalizes partnerships  with
employers and education and training
institutions through structured mechanisms
such as collective recruitment systems and
coordinated school-to-work transition

frameworks. In the Philippines, PESO
partnerships are largely informal, activity-
driven, with limited institutional anchoring.

Institutionalized PESOs are better positioned to
formalize partnerships through MOUs, regular
coordination mechanisms, and strengthened
Government—Industry—Academe (GIA)
partnerships.

In the Philippines, Partnerships are highly
dependent on local leadership priorities and
individual initiative, resulting in uneven
sustainability across LGUs. Coordination with
schools, training institutions, and employers is
often ad hoc, limiting systematic school-to-work
transition planning.

The self-assessment indicates that PESO
partnerships with employers and education and
training institutions are primarily activity-driven
and program-based, such as job fairs, career
guidance activities, and short-term employment
programs. While these initiatives facilitate
immediate job matching, they are often not
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supported by formal partnership frameworks or
regular coordination mechanisms.

Source: PES Self-Assessment (2025); Study
Visit Discussions Post-Activity Report (2025).

5. Digitalization of Publi

¢ Employment Services

Japan’s phased and human-centered
digitalization approach demonstrates how
digital tools, including Al-enabled functions, can
support staff decision-making and improve job
matching while  preserving face-to-face
services. In the Philippines, national platforms
such as the Public Employment Information
System (PEIS) and PhilJobNet provide a
foundation for digital employment services.
Continuous enhancement of these platforms is
necessary to improve functionality, user
experience, and data integration across PESOs
and partner institutions. The phased integration
of Al-enabled tools such as job matching
support, chatbots, and decision-support
functions—is timely and relevant, particularly to
address increasing service demand, improve
efficiency, and expand access for users with
limited time, mobility, or connectivity.

While PEIS and PhilJobNet are operational
nationwide, their utilization and effectiveness
vary across regions due to infrastructure
constraints, uneven digital skills among PESO
staff, and system functionality limitations. These
challenges highlight the need for system
upgrades, capacity-building, and phased
integration of Al tools aligned with institutional
readiness. Digital transformation will be most
effective when implemented alongside PESO
institutionalization and staff capacity
development.

Source: PES Self-Assessment (2025); Study Visit
Discussions and Observations.

<MHLW>

o

1. The institutional framework for the Public
Employment Service in Japan

(1) Japan’s Public Employment Service (PES)
has a centralized management system at the
national level. The Bureau of Employment
Security, within the Ministry of Health, Labour
and Welfare (MHLW), functions as the
headquarters. There are 47 Regional Labour
Bureaus, each located in a different prefecture,
overseeing a total of 544 Public Employment
Service Offices (Hello Work). All PES
operations in Japan are managed by the
national government with consistent quality
nationwide.

A centralized structure managed by the
MHLW and a nationwide network enable
Japanese PES to provide various services to
both job seekers and employers in a
consistent quality.

(1) Nationwide structure enables the
government to provide comprehensive free
employment services with consistent quality

<Management Structure>
- Ministry of Health, Labour and Welfare
(MHLW) (1)
- Regional Labour Bureaus (47)
- PES offices (544: Head offices (436),
Branch offices (95), Annex offices (13))
(As of 2025.4)
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Ministry of Health, Labour and Welfare (MHLW)

<Planning>
Employment
Security Bureau
- Core PESO management policy
- Job counseling method
- Plan of General employment and
specialized measures for PWD,
the elderly and foreigners etc.
] - Employment insurance system
T Labour Standard Inspection - Employment subsides to

Headquarters

3,000 officials _&3

—  Local Labour Bureau (47)

Office employers

_ - Employment policy laws
Hello Work (544) - Budget allocation for
‘ Public Employment employment projects at PESOs
Service Office(PESO) - Digitalization of PES, etc.

10,000 government officials
20,000 counseling staff
(FY2023)

(2) All functions are integrated and connected
in a nationwide network system called ‘Hello
Work System’.

Hello Work System

. @ Complete the entire process online
Consultation/ =.'= - Job posting %acl:up
P =A== Jobsearch enter
- Apply for posts '
@ Jobseekers sign up s e @Built in the
@30b consultationy Placemert |- Recruitment report, etc G el Cheidariha
@ Posting job openings in public possibilities of
9100 opentas i r?ic Hello Work \ Seriously natural
@ Labour Market  Statistics System Aiaternhit in
'_ ( Measures " area
eprovide subsidies for
Employment Insurance J employers
@ Register for insured employers ®Employment management for
or employees 'S . O\;ﬂer and foreign
@ Apply for unemployment G pEES
Benefits ) | iy - -
'ﬁ,. Hello Work

(544) e

5

Employers &= Job seekers

<Number of staff>
Total: Approx. 30,000
Regular staff 10,466,
Contract staff 18,140 (As of 2025.4)

(2) Hello Work System consists of four main
operations and functions to share various
information simultaneously among MHLW, all
regional labour bureaus, and Hello Works
during daily activities.
<3 functions + Internet System>

¢ Consultation/Placement

e Employment Insurance

o Employment Measures and Regulation

e Hello Work Internet System

2. Three pillars are integrally implemented

(1) Job Consultation/Placement

e Job placement/consultation for general job
seekers and targeted categories (young
people, foreigners, people in child rearing,
older people, and persons with disabilities)

e Acceptance and posting of job openings by
employers on the nationwide public job
searching system

(2) Employment Insurance

e  Confirming unemployment status for the
eligibility of unemployment benefits
(unemployed job seekers)

e  Providing unemployment benefits, public
vocational training benefits, and Education
and training benefits, etc. (Eligible
beneficiaries)

e Enrollment and registration of employment
insurance status (both employers and
employees)

(3) Employment Measures and Regulation
e Data analysis of Labour Market Statistics
and Employment Insurance Status

Integrated implementation of three
fundamental functions ((1), (2), and (3)) in
PES is vital to provide more effective and
efficient services such as employment support
for persons with disabilities, securing the
workforce in labour shortage industries, and
offering suitable human resources
development opportunities.

(1) Job Consultation/Placement
<FY2024> *approx. number

+ Average monthly active job seekers: 1,921
thousand

- Average monthly active job vacancies:
2,397 thousand

« Average monthly successful placements:
95thousand

+ Successful placement rate 25.9%

- Job vacancies occupied rate 11.5%

Source : Employment Security Bureau, Ministry
of Health, Labour and Welfare, “Report on

employment service”
https://www.mhlw.go.jp/stf/newpage 57261.html
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e  Statutory employment rate for persons with

disabilities (for Employers)

e Guidance for employment management for

foreign workers and older workers (for
Employers)
e Employment and human resources
development subsidies (for Employers)
e Consultation and matching with suitable
vocational training (for unemployed job
seekers)

Three Cores in Public Employment Services

Hello Work: Comprehensive service network
2.9
=)

Consultation
Placement
Ministry of Health,
Labour and Welfare
|

Local Labor Bureaus (47)

i Labour Employment
Stagdatl'dS Service Dept.

2, L

1
|'l
HLIIO /2], @l Employment measures
Labor Standards -
Employment Inspection Offices PES(_&f‘{;CES &
Insurance Regulation

30,000 personnel

(2) Employment Insurance *approx. number
- Insured business: 2,379 thousand

(as of 2025.3)

+ Insured employees: 44,992 thousand

(as of 2025.3)

- Total eligible jobseekers for basic
unemployment benefit: 1,333 thousand

(FY 2024)

Source : Employment Security Bureau, Ministry
of Health, Labour and Welfare, “Report on

employment insurance statutes”
https://www.mhlw.go.jp/bunya/koyou/koyouhoken26/150
-1a.html

(3) Employment Measures and Regulation

e Report on employment service” and
Report on employment insurance
statutes” (Annual and monthly reported
by the Ministry and 47 labor bureaus)

e Instruction for achieving the statutory
employment rate for persons with
disabilities(Private company hiring over
40 employees: 2.5%, 2025) (by 47 labour
bureaus and 544 Hello Works)

e Guidance for employment management
for foreign workers and older workers
(by 47 labour bureaus and 544 Hello
Works)

e Providing employment and human
resources development subsidies (by 47
labour bureaus)

e Consultation and matching with suitable
vocational training (by 544 Hello Works)

3. Specialized Hello Work

To offer more attentive and precise services for

job seekers from diverse backgrounds, target-
based special Hello Works are operated.

(1) Employment service center or corner for

foreigners/international students/foreign

residents

o For job-seekers with foreign nationals or
international students

(2) Employment support corner for persons
with disabilities
e For job seekers with disabilities

(3) Mothers’ Hello Work / Corner
e Forjob-seeking parents

(4) Hello Work for New Graduates
o For students and recent graduates within
three years of graduation.

Employment support for a specific target
realizes more attentive and need-matching
services and leads to higher satisfaction and
outcomes.

(1) For foreign nationals

o Employment service center for foreigners
(4 places)

e  Corner for international students (56)

e Employment service corner for foreign
residents (139)
—Assigning 9 languages interpreters,
including Tagalog

(2) For persons with disabilities

<FY 2023>

e 436 offices nationwide

e Leading_the team support, including
HW, local welfare facilities, education
sectors and local government

e Newly registered jobseekers:
approx.249,000 (6.9 up compared to
2022)
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(5) Hello Work for Youth / Youth Support
Corner

For job hoppers or those who mainly work
part-time or work on non-regular contract,
aged under 35

(6) Employment Support Office for the
middle to senior generation

For job seekers in the middle to senior
generations with fewer working
experiences in stable jobs

(7) Office for Lifelong Active Participation
Support

e For Job-seekers aged 60 or over

(8) Labor Shortage Measures Corner

For employers struggling with severe
labour shortages in healthcare, childcare,
construction, security, and transportation
industries.

o Successful placement : approx.80,000

(6.9 up compared to 2022)

(3) For job-seeking parents

<FY 2023>

23 offices and 183 corners nationwide
Registered users: approx. 181,000
Successful placement through
customized counselling by a particular
counselor: approx. 63,000 cases and
Successful placement rate 97.2%

(4) For new Graduates

<FY 2023>

56 offices nationwide

Registered users: approx. 283,000
Those who have a successful placement
for permanent regular jobs: approx.
81,000

(5) For youth

<FY2023>

21 offices and 201 corners nationwide
Newly registered jobseekers:
approx.195,000

Those who have a successful placement
for permanent regular jobs: approx.
53,000

(6) For the middle to senior generation
with fewer stable job experiences
Newly established in 2025 to provide
consistent support until settling into a
workplace.

(7) For seniors aged over 60 or over

<FY2023>

300 offices nationwide

Leading the team support, including HW,

local employers’ associations, Silver

Human Resources Centers, and local

government

Successful placement cases for job

seekers aged 65 and over

Apprx.112,000 (FY2021 — 127,000
(FY2022) — 137,000 (FY2023)

Successful placement rate  91.1%

(8) For employers struggling with labour
shortages

<FY2024>

119 offices nationwide

Professional advice on methods for
attracting job offers, sharing information
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about local labour market status, and
utilizing employment subsidies.

Leading regional committees for labour
shortages and securing the workforce,
especially for SMEs and labour shortage
industries.

Source (2)-(5),(7) : Employment Security Bureau,
Ministry of Health, Labour and Welfare, “Report on
employment service.”

2. Comprehensive Capacity Deve

pment of PESO Officers and Staff

1. OFF-JT

MHLW has a central training facility for
PESO officers in Saitama.

The facility offers a variety of training
courses for targeted PESO officers. Those
who come from each region attend the
training and stay in the on-site dormitory.
Training courses are broadly divided into
two types. Each course targets specific
individuals and has an achievement goal
within the overall staff capacity
development structure.

(1) Position-based training
The aim is to improve the qualities and
abilities required at each position (new
staff, section leader, division manager,
director, and head of Hello Work).

(2) Purpose-based training
The aim is to improve their administrative
skills and practical capabilities and
enhance their knowledge in specialized
areas. (Career counselling techniques,
disability characteristics, labour market
statistics analysis, labour and
employment-related legislations, and
knowledge about functions in Hello Work
System etc.)

2.0JT

OJT is carried out on the regional labour
bureau basis and on the PESO basis.
MHLW provides textbooks and practical
manuals for respective PESO work
operations, including soft skills
development such as customer care
techniques and skills.

In-house lecturers, such as experienced
PESO officers or career counselling-
qualified officers, mainly train their
colleagues through distributed manuals or
simulation sessions.

Off-JT at the central training facility offers
nationwide PESO officers not only
skill’lknowledge development but also
networking opportunities to share good
practices and solutions to common challenges.
Also, it enables the maintenance of consistent
service quality across over 500 PESOs, as
trained officers take on the role of knowledge
transfer after returning to their PESOs.

OJT plays a crucial role in daily operations at
PESOs. When the OJT scheme operates
effectively, it creates more opportunities for
capacity development among PESO officers,
which should lead to improved service quality
and higher customer satisfaction.

However, some challenges arise from the
shortage of in-house trainers and the content
in the textbook and manual, which do not
adequately cover practical situations.
Additionally, a quality gap among PESOs
might occur.
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1. Three Core Functions of Hello Works

(The following is also stated in 1)

(1) Job Consultation/Placement

Job placement/consultation for general job
seekers and targeted categories (young
people, foreigners, people in child rearing,
older people, and persons with disabilities)
Acceptance and posting of job openings
by employers on the nationwide public job
searching system

(2) Employment Insurance

Confirming unemployment status for the
eligibility of unemployment benefits
(unemployed job seekers)

Providing unemployment benefits, public
vocational training benefits, and Education
and training benefits, etc. (Eligible
beneficiaries)

Enrollment and registration of employment
insurance status (both employers and
employees)

(3) Employment Measures and Regulation
Data analysis of Labour Market Statistics
and Employment Insurance Status
Statutory employment rate for persons
with disabilities (for Employers)
Guidance for employment management
for foreign workers and older workers (for
Employers)

Employment and human resources
development subsidies (for Employers)
Consultation and matching with suitable
vocational training (for unemployed job
seekers)

Three Cores in Public Employment Services

Hello Work: Comprehensive service network
00

1

=
i e

Consultation
Placement

Ministry of Health,
Labour and Welfare
|

Local Labor Bureaus (47)

I labour
Standards
_ Dept. |

% ,_|P

Employment
Insurance

Employment
Service Dept.

HLIIo Work

Labor Standards 3
; ] PES Offices
Inspection Offices (544)

Employment measures
&
Regulation

30,000 personnel

Integrated implementation of three
fundamental functions ((1), (2), and (3)) in PES
is vital to provide more effective and efficient
services

(The following is also stated in 1)

(1) Job Consultation/Placement

<FY2024> *approx. number

Average monthly active job seekers: 1,921
thousand

Average monthly active job vacancies:
2,397 thousand

Average monthly successful placements:
95thousand

Successful placement rate 25.9%

Job vacancies occupied rate 11.5%

Source : Employment Security Bureau, Ministry of
Health, Labour and Welfare, “Report on

employment service”
https://www.mhlw.go.jp/stf/newpage 57261.html

(2) Employment Insurance *approx. number
+ Insured business: 2,379 thousand
(as of 2025.3)
* Insured employees: 44,992 thousand
(as of 2025.3)
- Total eligible jobseekers for basic
unemployment benefit: 1,333 thousand
(FY 2024)

Source : Employment Security Bureau, Ministry of
Health, Labour and Welfare, “Report on
employment insurance statutes.”
https://www.mhlw.go.jp/bunya/koyou/koyouhoken26/150-
1a.html

(3) Employment Measures and Regulation
Report on employment service” and
Report on employment insurance statutes”
(Annual and monthly reported by the
Ministry and 47 labor bureaus)

Instruction for achieving the statutory
employment rate for persons with
disabilities(Private company hiring over 40
employees: 2.5%, 2025) (by 47 labour
bureaus and 544 Hello Works)

Guidance for employment management
for foreign workers and older workers (by
47 labour bureaus and 544 Hello Works)
Providing employment and human
resources development subsidies (by 47
labour bureaus)

Consultation and matching with suitable
vocational training (by 544 Hello Works)
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3. Reiteration of the Co

re Functions of PESOs

2. Hello Work Comprehensive Evaluation
System

Every year, all Hello Works set several
numerical indicators for their activities
and are evaluated based on four
performance ranks, aiming for operational
improvements
Evaluation cycle : (1) Goal setting
(numerical indicators), (2) Performance
evaluation and publishing, and (3)
Operational improvements based on the
results.
The PDCA cycle has been introduced to
achieve goals
(PDCA cycle)

Plan—>Do— Check— Action
Key indicators include core PES status
(number of successful placements,
occupied job vacancies, and early
placements for unemployment benefit
beneficiaries), regional employment
characteristics, and PESO staff quality

Comprehensive Evaluation System for Hello Work

v Every year, all Hello Works set goals for their tasks and are evaluated with four ranks on
their performance, aiming for operational improvements in the following fiscal years.

v Evaluztion cycle : (1) Goal setting . (2) Performance evaluation and publishing, and
(3) Operational improvements based on the results.

(1) Goal setting and performance (2) Comprehensive evaluation
evaluation with the PDCA cycle and public announcement

« Set goals with the PDCA cycle « Comprehensively evaluate the performance of
@ Key indicators in core operations, such as the each Hello Work at the end of each fiscal year,
number of placement = Announce monthly and final results with
2 Indicators of operation quality improvement plans
(¥ Key indicators based on respective local « Report the evaluation resuits to the Reglonal
employment issues Labour Counal
4 Elements to improve staff quality and PES
operation

Imprave the perfarmance of key operations (3) Operational Improvements
<% based on the evaluation results
« MHLW prowvides focused guidance to PESO
and disseminates best practices nationwide
based on the evaluation results

mptove.sa quality Rotating (1) to (3)
aperational Impravements | | every year

Improve not only short-term performance but also quality in the medium-to-long
term and strengthen matching capabllities "

il_J
Improve service quality
and deal with local issues

This comprehensive evaluation system can
contribute to improving not only short-term
performance but also medium- to long-term
quality and to strengthening matching
capabilities.

<Result of Hello Work Comprehensive
Evaluation in 2024>
(Total: 428 Hello Works)

Category 1 (highest) 0 HW

Category 2 224

Category 3 204

Category 4 *(Lowest) 0
* PESO evaluated in category 4 is required to
make an improvement plan for future activities.

Source : Employment Security Bureau, Ministry of
Health, Labour and Welfare, “Report on Hello Work
Comprehensive Evaluation Results for FY2024”

3. Leading cooperation and collaboration
with local stakeholders

All regional labour bureaus and Hello
Works lead to implementing local
employment measures in collaboration
with local stakeholders.

(1) Employment measure agreements

There are Employment measure
agreements, which are official agreements
on employment strategies between
national and local governments to tackle
together the issues each region is facing
and to accomplish solutions effectively
under mutual responsibilities.

Hello Work should be at the center of local
employment measures to operate projects
effectively and efficiently, and should play an
initial role in connecting employers and job
seekers_in collaboration with local
stakeholders.

(1) Number of agreements (As of 2025.3)
317 Employment measure agreements
(47 Prefectures and 270 Municipalities)

(2) Number of one-stop corners
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(2) Employment and Welfare one-stop
consultation corner

There is a one-stop service scheme,
established through collaboration between
the national government's employment
service and the local government's social
welfare service, to promote effective job-
finding activities for welfare assistance
beneficiaries.

(3) Regional Advisory Committees on
labour policy and public vocational training
management

Regional Advisory Committees have
tripartite structures comprising employers’
associations, Unions, and academia or
specialists to discuss key aspects of
regional employment policies, including
public vocational training management
suitable for local needs.

(As of 2025.3)
341 consultation corners in local city offices
staffed by assigned HW job counselors.

(3) Regional Advisory Committees
47 committees (one per region).
Each committee takes place once or twice
ayear.

4. Strengthen Partnerships

with Employers and Education and

Training Institutions

1. Japanese unique recruiting system for
school graduates

e This is a unique recruiting practice
created mainly by large-scale companies
over the decades.

Employers offer bulk permanent full-time
jobs to students before graduation,
aiming to train them with customized
programs suited to each company’s job
rotation system and office culture.

<Rule of recruiting activities for high
school students>

Job placement for high school students
is advanced through cooperation
between Hello Work and high schools.
The rules for its implementations (such
as recruitment procedures for job
openings, application schedule, and
number of Job openings students are
allowed to apply at once) are tightly
managed through agreements among
the government (MHLW and Education
Ministry), high schools (the national
principal association and major business
organizations (chamber of commerce,
etc.).

While there are both advantages and
disadvantages, a smooth transition from
school to work can be achieved without a

gap.

Advantage : Smooth transition from school
to work without an unemployment term

Almost all students desiring to find jobs
realized over the past years

<High school students>

98.0
99

97
95
93
91
89
87
85

Job offered rate

- e

<University school students>
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Collaboration with local stakeholders
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Source : Ministry of Health, Labour and Welfare,
“Report on recruitment rate of new graduates.”

Disadvantage : If the appropriate timing is
missed, it leads to fewer opportunities to
find regular jobs

2. Employment support for students and
graduates

As the employment status of new
graduates stays improved, a certain
proportion of graduates have serious
problems in mental and physical health,
family, and economic situation. Also,
employers are highlighted as struggling
to secure youth labour force and early
leaving issues among their employees.

e To address the challenges, the
government has established “Hello
Work for new graduates,” providing
attentive one-stop employment support
in cooperation with universities
nationwide, and aims to improve stable
employment for graduates and secure
human resources for employers.
(Number of Youth Hello Work (FY2024))
56 offices

Employment support for students and gra
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In a context where the collective recruitment
system still dominates the Japanese job market,
providing intensive support during this period is
crucial. Therefore, ‘Hello Work for new
graduates’ plays a vital role in offering thorough
support tailored to this unique system.

<Outcomes (FY2024)>

Number of new graduates who get
permanent full-time jobs by referral from
Hello Work : approx.150,000

Source : Employment Security Bureau, Ministry of
Health, Labour and Welfare, “Report on employment
service.”
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3. Job-seeking support for “Freeter” in
Hello Work

e Inthe early stages of career
development, youth who cannot develop
basic work skills and who work in
unstable conditions are more likely to
struggle to find a permanent full-time job
later on. Additionally, non-regular
employment negatively impacts income,
career development, social security, and
may ultimately influence the entire social
economy.

e To address the challenges, ‘Youth Hello
Work’ offers attentive support, especially
for job seekers aged 35 or younger with
less stable work experience.

(Number of Youth Hello Work (FY2024))
21 offices and 200 corners nationwide

Job seeking support for “

Freeter " i
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Need-based approaches for this target are
highly effective in helping them develop the skills
and knowledge needed to secure stable jobs.

<Outcomes (FY2024)>

e  Number of successful placements to
permanent full-time by referral from Hello
Work: approx. 84,000

Source : Employment Security Bureau, Ministry of
Health, Labour and Welfare, “Report on
employment service”

4. Local Youth Support Station Project

e The Local Youth Support Station offers
employment assistance to young people
aged 15-49 who are unemployed and
facing various challenges in working.

e The support station aims to help youth
become independent and fulfil their
working lives.

e 47 Local Labour Bureaus and
prefectures provide operational costs,
and practical operations are
implemented by incorporated NPO:179
facilities (FY2025)

o Based on user needs, various programs
are implemented (communication
training, business manners workshops,
job-finding seminars, etc.).

e  Grasp dropout students willing to work
and provide outreach support (staff visit
school/lhome) under cooperation with
HW and high school

In this framework, a range of team support can
be realized, such as developing networks with
Hello Work, schools, local welfare facilities, and
medical facilities, etc.

<Outcomes (FY2024)>
Total users: 494,669
Number of employed: 12,282
Employment rate: 73.7%

Source : Ministry of Health, Labour and
Welfare,“Report on employment service.”
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Local Youth Support Station Project
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5. Digitalization of Public Employment Services

1. Hello Work System Hello Work System consists of four main
operations and functions to share various
All functions are integrated and connected in | information simultaneously among MHLW, all

a nationwide network system called ‘Hello regional labour bureaus, and Hello Works
Work System’. during daily activities.

Based on this system, nationwide

connections among Hello Work staff, <3 functions + Internet System>
employers, and job seekers are realized. ¢  Consultation/Placement

e  Employment Insurance
o Employment Measures and Regulation
e Hello Work Internet System

Hello Work System

. {® Complete the entire process online | [ Backup |

Consultation/ I';_-'é',r Robjposting Center
Placement Z‘:f;ff?;f r"msts

® Jobseekers” sign up Interview scheduling r:zuo“tte":rteh:'

t c considering the
possibilities of
seriously natural
disasters hit in

®Job consultation/ Placement

Hello Work
System

@ Posting job openings  in'public
®Labour Market  Statistics

<f | area

Measures .

[ @Provide subsidies for
Employment Insurance g » emplgyers
-

@ Register for insured employers. ®Employment management for
or employees - PWD, Older and foreign

®Apply for unemployment . workers

Benefits ) [ iy

B T P

Employers &= B Job seekers

2. Hello Work Internet Service Hello Work Internet Service enables both job
seekers and employers to conduct efficient

Both HW-registered and non-registered job recruiting.

seekers can access job vacancies on ‘Hello

Work Internet Service’ e Completing the entire process online from

application to matching

This internet service has multiple functions e Approx. 70 million monthly accesses

e Job seekers’ sign-up, (2024)

e Job search, e More than 80% of job openings are

e  Save listings, applied for through the Hello Work Internet

e  Submission of application documents, Service (2024).

e Interview scheduling, e Over 80% of reqgistered employers use

e Report results of document this service to post job openings, extend
screening/interview to Hello Work. their validity, withdraw them, and report

Reqistered job seekers can complete the recruitment to Hello Work (2024).

entire process online, from application to

finding a job.
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Registered employers can post job openings,
extend their validity, withdraw them, and
report recruitment to Hello Work

Source (2)-(5),(7) : Employment Security Bureau,
Ministry of Health, Labour and Welfare, “Report on
employment service.”

3. Jobtag (Occupational Information Website)

Jobtag takes the role as ‘Resource Hub for
Career Exploration’ with various helpful
functions for job-finding activities
Visualizing job information from three
approaches "jobs" (occupations/works),
"tasks" (operations), and "skills"
(techniques/abilities).

A free aptitude test

Information about the typical job duties
and tasks in occupations

Information about required sKills,
licenses, experiences, knowledge, and
educational background

Job overview videos

Career path info

Working conditions (wages, average
working hours/salary/average ages)

Through Jobtag, users can also search for
Hello Work job offers and vocational training
courses.

Occupational Information Website

~ jobtag (Resource Hub for Career Exploration)~
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Users can obtain sufficient knowledge and
information, especially at the start of their
career search, and visualize their future career
paths in one place.

¢ Annual page views (PV) : 26,305,246
(FY2024)

Listed Occupations:541 (as of March
2025)

4. Shokuba Labo (Comprehensive
workplace information website)

Shokuba Labo aims to deepen job seekers’
and students’ real understanding of
companies, providing detailed workplace
information.

Proportion of female workers,

Initiatives for career advancement,
Average overtime hours per month, etc.

Users can compare data from a couple of
companies by industry and size at once.

Shokubarabo helps them find much information
for their job-seeking activities more efficiently
and precisely, which helps avoid

mismatching, especially among younger
generations.

e Posted companies: Approx. 120,000
(2025.1)

Visitors to this site: approx. 2.5 million
(2020)

Also, companies can effectively promote their
businesses, job openings, and real working

states to potential job seekers.
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Challenges are how to combine this
information with the typical face-to-face
career counseling at PESO, focusing on
effectiveness, efficiency, and better job
matching.

Workplace Information Site (Shokubarabo)

¥ The mebiskhe Sholosha Labo™ offers comprebuane markplace infoemation fom companes

10 job seebers and students

vt didva
udenty to wasly vearch

Page for Compvivg Campares

« Percentage of Female Workers
anong Hited Emplioyees

v Difference in Average Years of
Continuous Employment botwain
Men and Women

¥ Perceritoge of Women in
Managerment Pusitans

¥ Average Oyertime Hours per
Manth per Worker etc

5. Utilization of Al in Hello Work activities

We are still in a trial period before officially
implementing Al at PESOs, according to a
guiding principle.

<A guiding principle>

Leveraging Al is not meant to replace Hello
Work officials, but to enhance the
convenience of its services.

Based on the principle, the following goals
are pursued:

(1) Enhancing Convenience

(2) Expanding User Reach

(3) Improving Service Quality

Expected use of Al for HW staff and HW
users

For staff

- Data input, check, and modification of
various application forms

- Suggesting appropriate data and
information effective or necessary for
daily job consultation

- Summarizing past consultation records

For users

- Support to make a resume and
application documents (Job seekers)

- Efficient Matching based on job
description in job offers and job seekers’
career backgrounds (Employers/Job
seekers)

- Creating a visible labour market analysis
matching an individual’s needs
(Employers)

<Pilot project for Al utilization at HWs>
We are on step 2 in three steps
Step 1: Current situation assessment
(FY2023&2024)
Interview surveys were conducted with Hello
Work staff, vendors, and experts.

Step 2: Evaluations for effectiveness
(FY2025) ongoing

Conducting the Al pilot utilization at 10
selected Hello Works.

Pilot Project for AI Utilization by Hello Work Staff

Hello Work System
Database

Manual coordination of job seeker and
job vacancy data

Developed AI Technology
(Prototype System)

Display for job posting @
T information including

application rates, likelihood of

being filled, and suggestions

% for condition adjustments

Suggestions of job openings with high 3)
likelihood of successful placement or
application

Input of preferred (2)

job conditions and

additional

information by staff Search for job postings based on
application rates, likelihood of being
filled, and possible condition

Hello Work Staff adiisonents o
2 ecomipencatonslot Suggestions for easing job  (3)

Display of job seekers’ suitable job openings @ | l

preferred job conditions reqL‘l_wremtents to attract more
Modification of job applicants
posting conditions @

[l
Job Seekers

Step 3: Steps towards implementation
Under consideration
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5. Digitalization of Public Employment Services

Source : Employment Security Bureau, Ministry
of Health, Labour and Welfare, “Press release: Al
utilization for Hello Work, projecting the

future® (published April 22nd, 2025).”
https://www.mhlw.go.jp/stf/houdou/newpage 57223.html

c. Review of Partner’s best practices

Each country selected one to three measures it considers good practices in the
partner’s above-sheet 2. Description and Self-Assessment Results, and provided
the assessment and comments, taking into account whether these measures could
be transferred to the country or other countries, along with the reasons.

A —

<DOLE reviews MHLW>

Measure Review

Transferable: Yes/No
The reason the measure is

1. PESO System In Japan’s Hello Work system all
functions are integrated and
connected in a nationwide
network system called ‘Hello
Work System’.

Based on this system,
nationwide connections among
Hello Work staff, employers, and
job seekers are realized.

transferable or not
Yes (with adaptation)

indicates that the underlying
principles of the measure are
transferable, while implementation
modalities must be adjusted to
national governance and legal
contexts.

In the Philippines, PESOs are run
by Local Government Units (LGUSs).
This means that experience at a
PESO in a wealthy city like Quezon
City might be high-tech, while an
office in a remote province may still
rely on paper files.

The vision is to transition the current
fragmented PESO model into a
centralized, nationalized agency
inspired by Japan’s Hello Work.
This initiative seeks to unify job
placement, skills training (TESDA),
and social security (SSS) into a
single "One-Stop Shop" to reduce
underemployment and provide a
safety net for the displaced.

Upgrade the PhilJobNet portal into
areal-time Al engine. Instead of just
searching for "Clerk," the system
will scan a candidate’s TESDA
certifications and previous SSS
contributions to suggest high-
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Measure Review Transferable: Yes/No

The reason the measure is
transferable or not

growth industries (e.g., Renewable
Energy or Digital Services) that
match their actual aptitude.

2. Structured and level- | Japan implements continuous, | Yes (with conditions)

specific capacity level-specific, and self-directed
development of PES training aligned with staff roles | The Philippines already conducts
staff and career progression. This | PESO training through DOLE, but
strengthens professional | coverage is uneven. This practice is
competence, institutional | transferable if integrated into a
memory, and service quality | standardized national training
across PES offices. framework and supported by more
stable staffing arrangements.

3. Phased and human- | Japan adopts a phased | Yes (with phased implementation
centered digitalization | digitalization approach, using Al | and system enhancement)

of public employment and digital tools to support staff
services decision-making, improve job | The Philippines already operates
matching, and enhance user | PEIS and PhilJobNet, providing a
accessibility, while preserving | strong digital foundation. As part of
the role of in-person services. | the systems development cycle,
Pilot testing precedes scaling, | enhancing these platforms to
ensuring functionality, usability, | improve functionality,
and system readiness.. interoperability, and user
experience is both necessary and
feasible. The integration of Al-
enabled features is timely and
relevant, provided implementation
is aligned with PESO
institutionalization,  staff  digital

capacity, and infrastructure
readiness to address digital
exclusion.

<MHLW reviews DOLE>

Measure Review Transferable: Yes/No

The reason the measure is
transferable or not

1. Active Labour ALMP is one of the mandated Yes (with conditions)

Market Program programs within the five core

(ALMP) services offered at PESOs While Japan also has similar
nationwide. The government programs equivalent to ALMP, their

(Mentioned in 1. C in the | intervenes in the labor market to | responsibilities are divided

DOLE’s sheet) help reduce unemployment risks | between the national and local

and increase workers' earning governments. Furthermore,
potential by boosting youth and | whether each program should be

adult employability, expanding implemented in employment or
employment outreach to rural welfare policy sometimes becomes
communities, and creating more | vague.

opportunities for marginalized The scheme of this national

and vulnerable populations. government leading the ALMP
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Measure

Review

Transferable: Yes/No

The reason the measure is
transferable or not

The DOLE-Bureau of Local
Employment (BLE), as the
central government, directly
leads the supervision and
implementation of the ALMP.

This policy implementation
structure is effective in reducing
inequity for potential targeted
individuals to access
appropriate support.

could be a good practice; however,
we need to consider several
factors, including securing
sufficient numbers of national
public servants, the budget
capacity, and policy priorities to
ensure quality and equity, while
following each country’s
administrative structure.

2. Delivery of Career
Development Support
Services - The
Regional Career
Development Support
(CDS) Forum-

(Mentioned in 2.3 in the
DOLE'’s sheet)

The CDS Forum is a flagship
multi-sectoral event organized
by the DOLE, through its
Regional Offices.

While the importance of tight
partnerships between
government and non-
government stakeholders is
highlighted, all participating
stakeholders can share and
reaffirm the DOLE’s career
development initiatives to
facilitate well-informed career
choices and broaden access to
inclusive employment
opportunities across the
Philippines.

This concept of the regional
office leading the forum could be
a best practice for translating
national labor policies into locally
well-adapted strategies through
face-to-face discussion and the
sharing of up-to-date service
resources.

Yes (with conditions)

Japan also has a similar platform,
led by regional labor bureaus, to
discuss how to practically
implement national career
development policies in regional
communities and how to effectively
deliver measures to underserved
groups by setting numerical
targets, creating service-delivery
collaborative schemes, and
conducting performance
evaluations. While these platforms
work well, preparing to implement
these opportunities requires more
cost, time, and workforce as the
scale of stakeholders widens.

Carefully considering cost-
effectiveness might be vital for
maintaining this ideal platform
regularly.

3. Provision of public
employment services
based on the
nationwide and cross-
sectional employment
information platforms

(Mentioned in 5 in the
DOLE'’s sheet)

The DOLE has been overseeing
the Public Employment
Information System (PEIS) and
PhilJobNet as the national
platforms for digital employment
services.

These digital platforms are used
to enhance functionality, user
experience, and data integration
across PESOs and partner
institutions.

Regarding the integration of Al
into these platforms,
enhancement of the need-
matching service, improvement
of efficiency, and expansion of

Yes (with conditions)

Japan also has the same policy
and vision, by operating a
nationwide cross-sectional
employment information platform
called ‘Hello Work System’ under
the comprehensive responsibility of
MHLW.

Regardless of the differences of
the legislative-based responsible
operators, such as making public
employment policy, running PESO,
and providing vocational training,
the role of overseeing all PES-
related services with a digital
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Measure Review Transferable: Yes/No

The reason the measure is
transferable or not

access to more users are service platform should be more

expected. effective and efficient to maintain
service quality and equity based on

Struggling with several the vision ‘No one is left behind’.

challenges related to

infrastructure, uneven digital Of course, we need to carefully and

literacy among PESO staff, and | comprehensively consider the
system functionality limitations, basic national system (centralized

maintaining and enhancing or decentralized) and various
these nationwide resource gaps, including budget
platforms* capacity efficiently capacity and human resources at

and steadily, led by the central the local level.
government, should be critical to
provide high-quality services
evenly to all users.

d. Conclusion and Recommendations for WAPES members
« The conclusion highlights key findings and learnings through activities and
suggests future plans to improve each PES.
. Recommendations for WAPES members include sharing practical insights
with them that are considered effective and efficient for improving PES.

The Japan—Philippines peer learning process affirms that the effectiveness of public employment
services is not determined by organizational form or the pace of reform, but by the degree of full
institutionalization achieved over time. In the Philippine context, institutionalization under Republic
Act No. 10691 goes beyond formal structures to encompass stable mandates, professional staffing,
predictable and sustainable funding, and clear administrative supervision by local governments
alongside continuous technical guidance and standards-setting by the Department of Labor and
Employment.

<DOLE>

Conclusion

While funding responsibilities for PESOs are clearly established in law, variations in local fiscal
capacity and administrative readiness mean that institutionalization necessarily proceeds in phases.
This phased approach does not weaken reform outcomes; rather, it reflects a managed system
development process that allows capacity, partnerships, and digital tools to be absorbed and
sustained effectively.

Across WAPES member countries with differing governance arrangements and levels of digital
maturity, full institutionalization—understood as functionally resourced, professionally managed,
and accountable public employment service systems—emerges as the common foundation that
enables professional capacity development, sustained partnerships with employers and education
and training institutions, and phased, human-centered digitalization to deliver comparable and
sustainable impact in diverse national contexts.

Progress in these areas can be observed through institutionalization milestones, professional
capacity outcomes, formalized partnerships, and improvements in system utilization and quality of
service delivery.
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Recommendations for WAPES members

WAPES members, regardless of their level of system maturity, are encouraged to ensure that public
employment services remain anchored on strong institutional arrangements, sustained partnerships
with employers and education and training institutions, and digitalization strategies that are phased,
interoperable, and human-centered. Digital transformation should be implemented in ways that
enhance staff capacity, support quality service delivery, and complement—rather than replace—
professional employment facilitation.

Prepared by:

" I

SHERYL U. JOAQUIN- SHEILA/_ME‘RL . LANTACA:
Supervising Labor and Employment Officer: Senior Labor and Employment Officer
DOLE Regional Office X~ Program Management Division«

ERELELIM:
mployment Officer Ill+
DOLE Regionhl Office VI

<MHLW>

Conclusion

We can observe that both countries have solid governance over Public Employment Services
based on legislative and strategic frameworks, despite differences in the responsible structures for
implementing these services (Japan: run by the national government, Philippines: managed by the
local government).

To achieve quantitative or qualitative targets, respective countries’ labour ministries play a leading
role by providing services focused on equity, need-based programs, and social safety nets
through various employment programs, capacity building of PESO staff, and enhancing
digitalization. Our common challenges lie in the gap between the ideal PES and the
budget/manpower capacity, especially across regional disparities.

A nationwide review focused on financial capacity, human resources, and efficient service delivery
might be necessary to approach our ideal service level, considering the use of advanced digital
tools.
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Recommendations for WAPES members

This self-assessment and peer-learning method was unique compared to the typical approach
because all review and discussion processes followed the PESO five-point agenda, which is the
DOLE’s core strategic policy for improving PES in the Philippines.

On Japan’s side, we can evaluate ourselves and obtain practical insights from the DOLE not only
on our overall employment policy but also on practical activities at PESO, comparing the PESO
five-point agenda with Hello Work’s basic strategy. We are confident that this approach helps us
identify our best practices and challenges more clearly and enables us to share more actionable
insights with our peers.

Through these bilateral peer learning sessions focused on either country’s primary PES strategy,
we can mutually identify strengths and weaknesses and develop a perspective to enhance both
overall employment initiatives and daily activities at PESOs.

This unique comparative learning opportunity could be more effective in finding better solutions to
address challenges.

(Prepared by)
& X

Takashi SUGIMORI,
Deputy Director, Public Employment Security Bureau

B #AX

Harufumi CHONAN,
Section Chief, Public Employment Security Bureau

e e o e
Js }T'f 1|j P
Shota OTAKE,
Officer, Public Employment Security Bureau

o = -/'.ﬂ.- -
W

Minako TAKASAKI,
Project Coordinator, Executive Secretariat, WAPES
Deputy Director, Public Employment Security Bureau, MHLW

Peer-learning members
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Part 5. Grand Recommendations for future development

This final part presents the key recommendations for all WAPES members, based on
various activities and insightful discussions from a series of peer-learning sessions
during the project between 2025 and 2026.

This peer-learning method consists of more unique approaches than the typical way,
as follows;

1. All discussions, activities, and review processes focus on the one-member
country’s core strategic policy (the Philippines’ PESO five-point agenda)

2. Partner country (Japan) presents its corresponding policies and measures
equivalent to the partner’s strategy to stimulate reality and similarity in mutual
discussions

3. All Peer-learning members are familiar not only with the overall policy of
PES but also with practical operations in PESO, including numerical
performance and systematic capabilities for finding feasible improvement plans.

4. Peers mutually provide lively discussion opportunities with respective
program practitioners, such as PESO staff, through study visits and events.

5. All discussions and deliverables creation activities are implemented on an equal
basis (not an international cooperation approach)

The above conditions make this peer-learning result a more substantial and
impactful project. We are confident that this approach helps us identify our best
practices and challenges more clearly and objectively, and gives us confidence to
share more actionable insights with WAPES members.

Moreover, we hope this toolkit serves as a guidebook for other WAPES members,
especially those planning to review their PES activities through peer learning, and that
the WAPES network supports the sharing of accumulated learning methodologies
alongside member countries' needs.
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