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ABSTRACT

Retaining and reappointing exceptional Japan Exchange and Teaching (JET) Programme participants
benefits the contracting organisation, the workplace, community and the participants’ experiences in

Japan. As such, insight into how participants approach, weigh and resolve the decision to accept or decline
reappointment may help contracting organisations find valuable solutions for retaining JET appointments
for longer terms and for motivating JET participants to complete their terms. This Association for Japan
Exchange and Teaching (AJET) report seeks to identify those factors, requests and issues that influence this
decision-making process, based on a survey conducted among current and former Programme participants.
In addition to a focus on the decision process among participants, the survey results also consider the
following evident trends:

o Aspects pertaining to the length of time that participants hoped to stay on the Programme and
the duration of their actual appointment, and the decisions that affected these processes;

»  Factors relating to mid-term resignation and how and why these decisions were made; and

+  DParticipants’ suggestions for ways to increase and maintain higher retention rates for future
appointments.

Based on the above data and solutions discussed, this report aims to equip contracting organisations with
the participants’ perspective regarding reappointment and retention. Additionally, this report will present
survey findings and conclusions to the Ministry of Internal Affairs and Communications (MIC); the Ministry
of Foreign Affairs (MOFA); the Ministry of Education, Culture, Sports, Science and Technology (MEXT); and
the Council of Local Authorities for International Relations (CLAIR), in order to provide recommendations
for keeping effective participants employed on the Programme longer and for motivating JET participants to
complete their terms of appointment.
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INTRODUCTION

Each winter, JET Programme participants face the decision of whether or not to accept reappointment. At
its most basic layer, the decision is dependent on the length of time participants are permitted to remain
within the Programme. Previously, the maximum total duration that a participant could be retained at a single
contracting organisation was limited to three years. In 2006, this limitation was amended in order to extend
reappointment offers to five years. According to CLAIR, contracting organisations were the driving force
behind this major change in Programme regulations. However, in recent years, many contracting organisations
have been forced to reconsider the merits of reappointing JET Programme participants due to their relatively
high cost of employment when compared to private sector and other alternatives. These factors and more
have come to influence the decision-making process by both participants and their contracting organisations
regarding reappointment.

The purposes of this report are threefold. First, the report seeks to establish a ranked assessment of which
factors contribute most to JET Programme participants’ reappointment decisions. The report will assess the
relevance of performance evaluations, Japanese language ability and other factors that may contribute to this
decision.

Second, the report aims to identify strategies to increase the retention of motivated and capable Programme
participants for longer periods of time. The retention of such participants may not only reduce costs borne
by the contracting organisation, but also strengthen working relationships and improve participants’ job
performances.

Third, by analysing the responses from participants who chose to leave the JET Programme prior to the
expected end of their annual appointment, the report will chart those factors which contributed most to this
decision and suggest ways in which such occurrences can be reduced or even prevented in the future.

For organisational purposes, the report will first compare and address the aforementioned aims among
current Programme participants before examining the respective responses among JET alumni, concluding
with a comparison of the trends between the two surveyed groups.
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SURVEY METHOD

This report based its analysis on data gathered in an online survey conducted in January 2013, targeting both
current and former JET Programme participants. Survey questions focused on opinions of current and past
JET participants’ reasons for reappointment and retention.

Throughout the report, the following acronyms will serve as abbreviations of the stated common terms:

o ALT: Assistant Language Teacher;

+  CIR: Coordinator for International Relations;

+  JET:Japan Exchange and Teaching Programme;

. JTE: Japanese Teacher of English;

+  SHS: Senior High Schools;

. JHS: Junior High Schools; and

+  AJET: The Association for Japan Exchange and Teaching.

Out of 929 total respondents, 458 (49 per cent) were current JET participants and 471 (51 per cent) were
alumni. Of the current JET respondents, 398 (87 per cent) were ALTs and 56 (12 per cent) were CIRs. The
highest number of respondents, at 195 respondents (43 per cent), were employed in their first year on the
Programme, with 141 (31 per cent) in their second year, 63 (14 per cent) in their third year, 34 (7 per cent) in
their fourth year and 25 (6 per cent) currently in their fifth and last year.

Out of the JET alumni who responded, 430 (91 per cent) had been former ALTs, while 56 (12 per cent) had
been CIRs. As some respondents mentioned they held both positions, this might account for the discrepancy
between total numbers who completed the survey, and number of responses. Of the alumni who responded,
82 (17 per cent) had elected to remain on the Programme for one year. The largest numbers of responses came
from the 181 (38 per cent) alumni who stayed for two years and the 152 (32 per cent) current participants who
were in their third year. There were 26 (6 percent) respondents who spent four years on the programme and
the remaining 30 (approximately 6 per cent) alumni reappointed for five years or more.

Survey questions consisted of multiple-choice, multiple-response and free-response items. The survey was
distributed via email, the social networking sites Facebook and Twitter, AJET’s website and word of mouth.
For the purposes of this report, survey percentages have been rounded to the nearest whole number.
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CURRENT JET RESPONSE ANALYSIS

This report will first analyse and review responses received from current Programme respondents. In doing
so, the report will address trends involving the planned time for which these respondents expected to be
reappointed, factors influencing reappointment decisions such as workplace performance evaluations and
Japanese language ability, as well as opinions on motivating current participants to accept reappointment and
selecting future participants with a goal for retention for multiple years.

Factors Affecting Expected Time on the JET Programme

When asked about the number of years responding participants initially planned to spend on the Programme,
the most popular answer was two years, with a total of 37 per cent. This compares to the fact that approximately
70 per cent of first year JET participants reappoint for a second year. Approximately 24 per cent of respondents
hoped to spend three years on the Programme while just under 21 per cent said they hoped to stay only one
year. Although almost 16 per cent of survey respondents hoped to spend five years on the Programme, only 2
per cent revealed they wanted to stay four years.

The survey also asked current JET participants whether they had been reappointed for longer than they
initially planned. Responses were actually split down the centre between participants who stated they had
been reappointed for longer and those who had ended their time on the Programme at the same time or
earlier than planned.

When participants who were reappointed for longer than planned were asked to give reasons for doing so,
respondents did not overwhelmingly choose a single reason (see Figure 1). Approximately 27 per cent of
participants selected ‘satisfactory work situation’ as their primary reason while ‘the desire to live in Japan’ was
the second most popular response (17 per cent). When given the opportunity to elaborate on staying with
the Programme longer than planned, one survey respondent from Niigata expressed experiencing general
satisfaction with the Programme experience:

Overall, I am very happy with my work situation, my living situation, my financial situation, my social
situation, and my placement. It makes no sense to give up all this and go home, where I will struggle to
get a job I will enjoy and where I will get paid so much. I have no desire to give up this lifestyle.

The other’ primary reasons included dedication to students, involvement in the community, the economic
market in their home countries, or a combination of multiple factors. A Shimane JET participant stated, My
students are the main reason for me staying longer than expected. They mean a lot more to me than the other
teachers realise”
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Figure 1. Reasons JET Participants Stayed Longer Than Expected

If yes, what is your primary reason for staying longer than initially planned?

Building resume/Curriculum Vitae

Family and friends

Financial reasons

Job-type change opportunities (change to CIR, etc.)
Opportunity to transfer to a new location
Satisfactory work situation 27.3%

The desire to live in Japan

The wish to improve Japanese language skills

Travel

Other

Precisely 31 per cent of respondents who were not reappointed for more than originally planned stayed for the
exact number of years they intended. Several indicated that they had jobs waiting for them back in their home
countries or that they had deferred graduate school for one year. Approximately 12 per cent of respondents
cited a lack of career advancement opportunities as the main reason to not accept reappointment. As one
Miyagi JET explained, 1 like the job, but it feels really stagnant. I don’t plan to continue in the field of education,
so I'm ready to move on with my life!

As evident in Figure 2 below, nearly 80 per cent of these respondents chose one of the following reasons
for not accepting reappointment: cultural differences, higher education, a desire to be closer to family and
friends, living arrangements/conditions, prior commitments, residence location, the wish to do something
new and unsatisfactory work situation. Respondents who could not select reasons or did not select the ones
mentioned previously indicated that they were fifth year JET participants, still within their planned time or
still deciding on their length of stay.

In examining the reasons participants chose to leave the Programme earlier than planned, lifestyle differences
and difficulties making meaningful connections in the workplace and community were highlighted as one
common theme among these respondents. Another participant based in Niigata Prefecture explained the
decision as one that came after not seeing satisfactory results to ‘strong efforts’ to integrate with his or her
assigned Programme placement and working situation.

Several respondents also noted a perceived under-utilisation in the workplace which motivated their decision
to not accept reappointment. These survey respondents also identified similar themes of placement or
workplace location dissatisfaction or a frustration with working within a different education system. For
example, an Aomori JET participant who felt under-utilised stated making persistent offers ‘to plan activities
and lessons...[and meeting] before the lesson to discuss the plan, even offering to come in early, but was unable
to reach a satisfactory level of involvement at this workplace. A Hyogo JET participant elaborated on this
dissatisfaction in the workplace as difficult...to see tangible results with the students’
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Figure 2. Reasons JET Participants Did Not Stay Longer Than Planned

If no, what is the primary reason for your decision to end your time on
the JET Programme?

Cultural differences

Higher education

| want to be closer to family and friends.

Injury or illness

Lack of career advancement opportunities

Living arrangements/conditions

Prior commitment(s)

Residence location

The desire to try something new

This was the amount of time | originally planned to stay on the JET Programme. 31.0%

Unsatisfactory work situation

Other

Performance Evaluations

When asked if performance evaluations played a significant role in participants’ reappointment plans, only 17
per cent of respondents claimed they did. Of the 83 per cent who were not influenced by this factor, only a few
gave examples while a majority indicated that there had been no performance evaluations or that participants
did not know if evaluations had or had not played a role. As one respondent in Hyogo explained, 7 don’t know
what my performance evaluations say, so I cannot comment on what role they play in my reappointment!

Those survey respondents who answered affirmatively elaborated on how such evaluations had factored
into their reappointment on the JET Programme. One Mie participant simply said, 7 have received excellent
evaluations and have been requested to renew my [appointment] for a fourth year based on my track record and
ability! Another Hiroshima participant who worked proactively to receive an assessment of his or her working
performance described the situation this way:

ALTs in my contracting organisation do not normally [receive] performance evaluations. However,
around that time, the JTEs at my school were receiving their evaluations. I requested to have one as
well. I believe this initiative has been well received.

Japanese Language Skills

Similar to the majority survey opinion that performance evaluations had not played a significant role in
participants’ reappointment, responses also revealed that the effect of Japanese language ability (or lack
thereof) was not a major consideration. In fact, just under 75 per cent of respondents stated that Japanese
language ability did not affect their reappointment decision while only 25 per cent said it did.

Specifically, survey respondents referred to how Japanese ability affected the personal decision to stay another
year or how language skills affected their contracting organisation’s decision to offer reappointment. Regarding
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the latter, a few survey respondents mentioned Japanese learning requirements. One Shiga participant
revealed, ‘if I don’t have Japanese language ability, the contracting organisation won’t reappoint me, while
another participant in Saitama elaborated, JETS [in my prefecture] are required to have at least a [Japanese
Language Proficiency Test (JLPT) level of] N4 to stay past the third year’

Other respondents discussed the more positive role Japanese language knowledge had played in the decision
to stay longer on the Programme. Though some responses referenced instances of contracting organisations’
JLPT requirements, many survey participants also expressed the desire to pass a certain level of the JLPT. One
Miyagi participant acknowledged, 7T really want to pass JLPT N2, and I have the best chance of doing so while
living in Japan and actually using the language on a daily basis! Other survey respondents described a general
wish ‘[to improve their Japanese skills]; which in turn affected their reappointment decisions. One Niigata
participant summarised this desire as strong motivating factor to remain with the Programme, a reason that
was shared by many survey respondents:

I came to Japan with no Japanese language ability. Over these two years, it has become better....I really
want to improve my Japanese, so I want to stay here and keep studying it and working on it...My
ability to communicate well with my coworkers and other people around me now really makes my life
easier and more enjoyable. I've had lots of opportunities...to do interesting things because non-English
speakers are less shy about talking to me.

The above response highlights the international exchange that can occur between JET Programme participants
and the Japanese community when participants strive to improve their Japanese language abilities.
Subsequently, such sentiments and motivations demonstrate how Japanese knowledge can enhance the JET
experience, encouraging participants to stay for a longer period of time.

Thoughts on Increasing Retention of Highly Motivated JET
Participants

A significant portion of the survey sought to ascertain what would increase the retention of highly motivated
JET participants who make a positive impact in their workplaces and communities. In a multiple answer
question, respondents were asked to identify which factors they felt would influence the decision to stay with
the Programme, with choices ranging from ‘clearer expectations of what is expected from JETS from the start’to
‘more professional development opportunities/training. Additional answer choices also addressed placement
transfer options, restrictions and opportunities for JETs during school breaks, and other work-related
factors. Survey respondents were also able to suggest other incentives they felt would provide motivated JET
participants accept reappointment for another year or more.

The options clearer explanation of what is expected of JETS from the start’ and ‘more professional development
opportunities/training’ together claimed the majority opinion for motivating incentives, with 61 per cent
choosing each respectively. Although several participants expressed a desire for additional training and
support in the professional development arena, this report acknowledges that it is not the responsibility of the
cooperating ministries or CLAIR to provide these. A relative lack of upward mobility potential is an inherent
aspect of the JET Programme itself, due to the nature of the placements and appointments offered. It should
be noted that some participants do utilise the opportunities for certain professional development trainings,
such as the Teaching English as a Foreign Language (TEFL) grants offered by CLAIR and also through AJET.
Additionally, training for advancing skills for Coordinators of International Relations (CIRs) or providing
language training are also organised, in addition to the Skills Development Conferences for Assistant Language
Teachers (ALTs). However, the fact that most survey respondents desired more opportunities suggests a
still unsatisfied yearning to enhance their professional skills in greater or more specific ways during their
appointment.

Exactly 45 per cent of respondents chose greater willingness to allow Japanese study leave during extended
school breaks’ as the second most popular suggestion for increasing ideal participant retention. This may reflect
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the importance that participants place on improving Japanese language skills, as discussed in the previous
section. Interestingly, just over 44 per cent of survey respondents chose ‘pay raises based on performance’
as the second most popular incentive. Though this report understands that financial constraints are an
omnipresent issue and realises that the JET Programme recently introduced a new pay scale structure, this
data is available for future consideration of performance-based pay raises.

This report acknowledges that inter-prefectural and intra-prefectural JET participant placement transfers are
usually only granted under certain circumstances. In spite of this accepted fact, both greater flexibility in
allowing transfers outside of your prefecture’ and ‘greater flexibility in allowing transfers within your prefecture’
received almost an identical percentage of responses from survey participants, with 37 per cent and 36 per
cent of respondents choosing each, respectively. As such, it appears that JET participants do not significantly
differentiate between the two types of transfers.

Finally, those respondents who provided additional suggestions for increasing retention of highly-motivated
JET participants noted the following trends: better utilisation and management of JET participants in the
classroom, more responsibility for JETs in the workplace and more training for Japanese Teachers of English
(JTEs) regarding more effective ALT utilisation in the classroom. A survey respondent in Gifu expanded on
an initial response, explaining that

allowing JETs — particularly ALTS — to have a more substantial part of teaching],...] allowing ALTS to be
real teachers and expecting more of them than to just be a tape recorder in class[, and] using the ALTs
more effectively in the classroom and making it so that the ALTS could [not] be easily replaced by a CD
player [all together could increase retention].

Several responses indicated a belief that JTEs are not adequately prepared for how to handle ALTs in and out
of the classroom. Many JET participants expressed a wish for more support in this regard. One Miyagi survey
respondent advised that ‘training seminars for JTEs on how to use ALTs and what the ALT can and should be
allowed to do.....allowing the ALT greater autonomy and a stronger role as [aJn educator’ would help increase
the retention of highly motivated JET Programme participants. In this capacity of emphasizing how to best
use ALTs, a survey respondent in Kagawa suggested ‘making more use of ALTs as cultural ambassadors, at
schools and in communities, and letting them [schools and communities] know this! A Hiroshima JET went
one step further and recommended ‘some training for teachers besides JTEs on cultural sensitivity, explaining
that this may help ALTs feel more included within their schools, thus potentially increasing the likelihood of
reappointment.

10



Opinion Exchange Meeting ¢ May 2013

Valued Qualities for JET Participant Selection with the Goal of
Retention

Another survey question asked respondents to consider which qualities ‘should be valued the most during JET
Programme recruitment and selection’ (see Figure 3). The most popular response, chosen by 76 per cent of
respondents, was flexibility and adaptability! About 63 per cent of those surveyed chose openness to foreign
cultures, while 59 per cent of respondents made ‘willingness to accept challenges’ the third most popular choice.

Figure 3. Most Valued JET Participant Qualities with the Goal of Retention

With the goal of retaining effective and motivated JET participants for longer, which qualities, in your
opinion, should be valued the most during JET Programme recruitment and selection? Choose three (3) of
the following.

Academic record
Flexibility/adaptability 75.5%
International experience
Japanese language ability
Openness to foreign cultures
Past experience with children
Professional experience
Teaching experience

Willingness to accept challenges

Other

Approximately 31 per cent of survey respondents selected ‘teaching experience’ as one of the three qualities
they thought should be valued most. A few other characteristics received a similar amount of support from
those surveyed, notably, ‘international experience’ (29 per cent) and ‘past experience with children’ (28 per
cent). A further 26 per cent of surveyed participants selected ‘Japanese language ability’, while just under 20
per cent favored ‘professional experience’. Finally, only 6 per cent cited academic record’ as key when aiming
for increased retention rates of motivated JET participants.

When asked to give additional aspects to consider in the recruitment and selection process, several respondents
identified social awareness, communicative problem solving skills, and professionalism as traits necessary for
making successful Programme participants. Additionally, although flexibility and adaptability’ was one of the
listed options in the survey, a few survey respondents made sure to emphasize that they felt this was the most
important characteristic for a positive participant by far.

11
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JET ALUMNI RESPONSE ANALYSIS

In order to gain a more holistic view of how former and current JET participants view the reappointment
experience and goals surrounding retention of JET participants, this report also took into account survey
responses from JET alumni. The following is that review, organised between a collective analysis of all
responses and those instances when appointments were broken early.

Factors Affecting Number of Years on JET Programme

When alumni were asked about the number of years they had planned to spend on the Programme initially, the
most popular answer was one year, with 40 per cent. Additionally, approximately 33 per cent of respondents
had hoped to spend two years while 22 per cent selected three years. Less than a total of 5 per cent of alumni
said that they had expected to spend a fourth (1 per cent) or fifth (4 per cent) year on the Programme, though
this may be due to the change in the number of years participants were able to accept reappointment, which
occurred in 2006.

Alumni were asked whether they had been reappointed for longer than originally planned. Responses were
split evenly between those who had been reappointed for longer than originally intended and those who
had not. Of the former group, approximately 40 per cent of survey participants—the highest proportion of
respondents—selected Satisfactory work situation’ as their primary reason, while ‘the desire to live in Japan’
had motivated an additional 27 per cent of respondents. Other reasons can be seen in Figure 4 below.

Figure 4. Reasons Alumni JET Participants Stayed Longer Than Expected

If yes, what was your primary reason for staying longer than initially planned?

Building resume/Curriculum Vitae

Family and friends

Financial reasons

Job-type change opportunities (change to CIR, etc.)
Opportunity to transfer to a new location
Satisfactory work situation 39.7%

The desire to live in Japan

The wish to improve Japanese language skills

Travel

Other

Among those participants who indicated that they had not agreed to extend their time for more than
originally planned, a little over 16 per cent said they had stayed on the Programme for the exact number of
years that they expected. A further 17 per cent said they left due to a lack of career advancement. From the
reasons provided, many respondents stated they would have accepted reappointment over more years if there
had been opportunity for advancement, job change or the ability to transfer locations easily. As one former
participant ALT explained, I would have loved for some program([me] that [would have] allowed me to get a
teaching degree to become a full time English teacher in the Japanese school system, rather than just part time.

12
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Others felt that they had come to Japan without a specific goal of number of years, but their situation helped
them to make a decision. One Fukui JET alumni participant provided the following explanation of this decision
process:

1 [didn’t] come onto JET with a specific number of year(s] I wanted to do. After my second year as an
ALT, I felt ready to move on to something new and I hoped to do a CIR position as my Japanese is
between JLPT Levels 1 and 2. [A] position was not open. I was disappointed that I could not stay on
the JET Programme and transfer to another prefecture. This would not only save the JET Programme
money, but allow motivated, dedicated workers like myself a better chance to work in their optimal
setting.

Work conditions also played a partin the decision process, with 13 per cent of respondents stating unsatisfactory
working conditions as their reason for deciding to leave. A second-year JET participant stated, ‘I was under-
utilised at my school and was very bored most of the time’ Interestingly, this perceived underutilisation was
shared by some CIR alumni participants as well. A former second-year Kyoto CIR explained, I felt I was not
challenged, nor given any opportunities to demonstrate marketable skills and felt wasted in the position.

Other reasons were of a more personal nature, with 11 per cent of alumni participants hoping to further their
education, 10 per cent wanting to be closer to their families and 8 per cent ready to try something new.

When asked if performance evaluations had played a significant role in reappointment, 57 per cent of alumni
participants responded negatively and only 8 per cent affirmatively. In fact, many alumni were either not
given a formal evaluation or were unaware one existed. However, those who did receive formal evaluations
identified a variety of reasons for their administration, including those that affected reappointment offers.
As one former Kyoto-based participant said, {t/he Prefectural BOE held quarterly performance evaluations
and those were a big factor in determining who was [reappointed]. Another respondent stated that evaluations
were only offered in some prefectures for participants seeking reappointments for a fourth or fifth year: 7o be
offered 4th or Sth year reappointment [in Fukuoka], the JET must receive an exceptionally high evaluation in all
areas assessed by the annual evaluation in addition to receiving the principal’s endorsement!

Alumni responses regarding the effect of Japanese language ability (or lack thereof) on their reappointment
decisions also revealed that this had not been a major consideration. Specifically, approximately 72 per cent
of respondents stated that Japanese language ability had not affected their reappointment decision while only
28 per cent said it had. Similarly, only 5 per cent of respondents who stayed three years or longer stated that
Japanese study had been a reason for them staying.

When asked to reflect on which traits should be valued most during JET Programme recruitment and
selection, 80 per cent of respondents chose flexibility/adaptability’. Additionally, openness to foreign cultures’
and ‘willingness to accept challenges’ were chosen by 68 and 60 per cent of respondents, respectively, while
Japanese language ability’ received 24 per cent. However, alumni respondents did not see ‘international
experience’, ‘past experience with children’ and ‘professional experience’ as very important factors, while
academic record’ was only seen as an important factor by less than 5 per cent of alumni.

13
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Appointment Non-Completion Among Alumni Respondents

The survey also collected responses from 14 alumni who had to leave their placement prior to the end of
appointment. Of these, three left in their first year; five left in their second year; two left in their third year;
and three left in their fourth year (one respondent declined to answer). Although this was a small cross-
section of actual alumni who responded (comprising only 3 per cent), the survey identified the following
important trends to determine reasons and influencing factors for this decision, which can be seen in Figure 5.

Figure 5. Reasons for Non-Completion

For which of the following reasons did you choose to end your time on the JET
Programme early?

Difficulties with your placement/contracting organisation
Family emergency

Family/children

Financial reasons

Higher education

I was asked to leave the JET Programme early by my contracting
organisation

liness/injury
Other employment
Start of hiring season in Japan (April)

Other

In analysing the responses, 58 per cent of these mid-term resignations left with just a short amount of time
(one to three months) remaining in their appointment, while a further 33 per cent left with just four to six
months left. Comparatively, only 8 per cent left the Programme within the first three to five months of arrival
in Japan. When asked to provide reasons for early departure, 33 per cent stated they left because of the hiring
season in Japan, which begins in April; 25 per cent left due to illness or injury; and the rest left due to a variety
of reasons, such as family issues or emergencies, alternative employment and difficulties with placement. A
further 8 per cent stated they had been asked to leave early by their contracting organisation.

Examples of the reasons given included a variety of the aforementioned factors:

+  One Kagoshima survey participant cited personal reasons for leaving the Programme: /I had an]
unfortunate social situation, and knowing that psychologically I needed more support than was
available on my island.

+ Another respondent from Hyogo identified employment dissatisfaction and a desire for other
opportunities: (1] applied to the JET Programme because I wanted to work in an environment where
1 would be challenged and have at least some responsibility and expectations made of me. My CO did
not supply this’

+  Finally, another participant from the United Kingdom explained having frustration with the transfer
of placement process: T was transferred, after [requesting reappointment] without my knowledge and
kept in the dark until the very end.

14
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SIMILARITIES AND DIFFERENCES
BETWEEN CURRENT AND ALUMNI
SURVEY RESPONDENTS

Approximately 40 per cent of alumni respondents—the majority percentage of this group—had planned to
stay for one year, while only 20 per cent of current participant respondents stated the same. Rather, the most
popularanswer for current JET participants was two years. This difference may suggest a possible pattern among
more recently appointed participants intending to stay longer on the Programme than alumni participants in
the past, in which the two year appointment appears to be preferred over the one year appointment. A future
study comparing the maximum Programme length with the intended length of stay of current and alumni JET
participants could provide more support for understanding this trend.

Both groups of respondents were evenly split down the centre regarding whether or not they had been
reappointed for longer than initially planned. Comparatively, the majority of those who did stay longer than
initially planned—whether alumni or current Programme participants—did so for the same reasons. Both
of these observations suggest that this trend may be independent of when participants arrive onto or depart
from the Programme. However, a much larger percentage of current Programme participants than alumni
participants stayed for exactly as long as they had planned. A future study that could chart changes within
the Programme, including support systems or other offers, alongside the duration of intended and actual
appointment figures, could reveal more information in support of this difference.

Finally, neither performance evaluations nor Japanese language ability played a significant factor in the
acceptance of reappointment by current JET participants or alumni. However, both alumni and current
participants chose the same three qualities which should be valued most during recruitment: flexibility/
adaptability’, openness to foreign cultures’ and ‘willingness to accept challenges’.

15
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CONCLUSION

A major aim of this report was to determine which factors contribute most to JET Programme participants’
decision whether or not to accept a reappointment offer. Survey results show that having satisfactory work
conditions is the leading factor in most participants’ decisions to accept reappointment offers—more important
than social or cultural factors. Many respondents stated that a commitment to improve working conditions
results in the desire to remain with the Programme for a longer time. Overall report findings suggest that
participants may be willing to invest longer with the Programme when they feel a sense of satisfaction and
success in their day-to-day employment.

However, responses received regarding the reasons for ending time on the JET Programme were more evenly
spread out between respondents. Each of the choices given were almost equally represented in the responses,
with Yack of career advancement’ slightly edging out the other choices. This trend suggests the diversity
of experiences and goals participants may share during their Programme involvement. As such, and if the
Programme goal is retaining quality participants, this report finds it could be more beneficial to invest in and
improve upon the reasons that makes participants accept reappointment offers.

The second aim of this report was to identify strategies that would increase the retention of capable Programme
participants for longer periods of time. Results show that the area in which to focus for such a goal is improving
participants’ satisfaction in the workplace. At least one tangible area for such improvement is performance
evaluations: approximately 83 per cent of all respondents stated that performance reviews had played no part
in reappointment decisions, suggesting a relatively large area for a future focus. This report concludes that the
improved communication and the chance to define realistic, professional goals, which comes from routine
work evaluations, could be used to improve participants’ impressions of their workplace situations. Feeling
more involved on the job and working on finding clear ways to improve could be highly motivating for many
Programme participants. It seems likely that a large portion of JET participants would find such an investment
beneficial to their overall time with the Programme and future reappointment decisions.

Finally, this report also sought to determine the major contributing factors regarding participants’ choices
to leave the Programme early and to suggest solutions for motivating JET participants to complete their
terms of appointment. Personal issues cannot be helped, but the main factors appear to be JET Programme
participants who wish to stay in Japan after their time on JET and those who leave early for other employment
opportunities in Japan, generally offered in April. There may not be a solution to preventing people from
leaving early for personal reasons; though this report does acknowledge that the Programme arrivals in April
may provide an opportunity to reconcile some other common situations.

16
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RECOMMENDATIONS

Based on respondents’ feedback, Programme participants may choose to accept reappointment for longer if
they can be provided career advancement or professional development. This report recommends opportunities
such as more individualized teacher training, Japanese language support or opportunities to expand their
work responsibilities as recommended by the utilisation report that was presented in December of 2012.

As a great deal of financial resources is allocated to the acquisition and training of JET participants, this report
recommends that further research be conducted regarding the logistics of allowing JET participants to transfer
for reasons other than those currently allowed. Some examples include: if transferring would allow greater
content in personal or professional lives; if transferring would allow room for professional advancement; or
if there were other reasons that could be reviewed on a case-by-case basis. Permitting JET participants to
transfer may encourage them to stay longer, which could potentially cut costs incurred by hiring and training
anew JET participant.

This report also recommends the better utilisation of performance evaluations. Surveyed participants
overwhelmingly responded that these reviews played no part in their decision to accept or decline
reappointment. Providing participants with such evaluations, constructive feedback or other gestures
with regards to work performance could both challenge the participant as well as raise the overall attitude
towards the working situation. This may include advising contracting organisations to initiate or include
their appointed Programme participants in a pre-scheduled plan for performance reviews, giving current
participants an official opportunity to receive feedback, improve professionally and relate their experiences
to their colleagues.
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QUESTIONS

1.

A change in the Japanese “Revised Labour Contract Act,” (S1E 55 E122#9;%) which was passed on August
3, 2012, stipulates that part-time or contracted employees who have been employed in the same workplace
for more than five years may request an unlimited term of employment. (Source: Nikkei Shimbun BIA#Z %
FTE August 3, 2012 MeRIEFBIERHE. EhiOF CEIRER /(—MMHBE\E)) According to the
Contracting Organisation Manual 4-18 footnotes, Oceania April arrivals are eligible to be employed for a
total of 5 years and 4 months. AJET understands that Programme participants are employed in accordance
with existing Japanese labour laws. In the event that an Oceania April arrival Programme participant wishes
to receive unlimited period of employment, may AJET assume that his or her contracting organisation will
be obliged to comply with this law in the future? (Law expected to go into effect in Fiscal Year 2013 with the
first effects expected to be seen in 2018.)

Does CLAIR have any data from contracting organisations about performance evaluation? If they are
utilised, how they are utilised?

Are there any plans to have more JET participants arrive in April to coincide with the start of the
Japanese fiscal year and school year? How do CLAIR and the three ministries envision this will affect JET
recruitment, selection, reappointment, and retention?

This is the first year of the new pay scale system. Do the three ministries or CLAIR have any indication
that this affected the number of JET participants who are being reappointed? Is this something that the
ministries would be interested in having AJET investigate further in the future?

The three most valued qualities during JET Programme recruitment and selection as indicated by both
current JET participants and JET alumni are that flexibility/adaptability, openness to foreign cultures, and
willingness to accept challenges, with the goal of retaining effective and motivated JET participants. Does
MOFA provide recommendations to individual embassies and consulates regarding how to evaluate these
characteristics? Has JET selection changed over the 26 years? If so, how?
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