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Introduction
Realization of a gender-equal society is a demand based on respect for human rights of both 

genders, which is a universal basic philosophy. The NPA has conventionally addressed this affair as 

one of the important issues in personnel administration.

In addition, it has been widely recognized in the entire society that the abilities of women, who 

account for almost half of the entire population, are essential for socioeconomic revitalization in 

light of the shrinking labor force due to the falling birth rate and the aging population and response 

to globalization and diversified needs of consumers, etc.

Recently, in particular, emphasis has been put on “create a society in which all women can be 

dynamically engaged” as part of the Growth Strategy, and various measures have been proposed 

aiming at increasing the ratio of women in a leadership position at least to 30 % by 2020 in every 

field in society. Accordingly, there has been an unprecedentedly growing trend to expand promotion 

opportunities for female employees.

With such a trend, active promotion of initial appointment and advancement of female national 

public employees will expand women’s involvement in the decision-making process in relation to 

the country’s various measures, such as those for economy, diplomacy, finance, labor and welfare. 

Furthermore, if the central government takes the initiative in expanding such a promotion, promotion 

of the measures taken by local governments and private industries, etc. can also be expected to take 

place.

In accordance with the main purpose of the public employee system based on the merit system 

principles, the measures should be designed to realize right personnel at right place in a fair and 

impartial manner instead of being preferential treatment due merely to the fact that an employee is 

female. Furthermore, the final goal should be “realization of an environment where all personnel, 

regardless of gender, can fulfill their abilities to the greatest extent.”

In this regard, there has also been a view that improvement of the supporting measures for 

balancing work and family life, especially childbirth and childcare, etc. in the public service 

following the Principle of Equal Treatment (National Public Service Act, Article 27) will naturally 

expand initial appointment and promotion opportunities based on ability regardless of gender.

On the other hand, looking at the actual situation concerning female workers in Japan, various 

factors that hinder the practical realization of equality can be identified, including the followings:

1) There has been a progress at each juncture, for instance the enforcement of the Act on Secur-

ing, etc. of Equal Opportunity and Treatment between Men and Women in Employment (here-
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inafter referred to as the “Equal Employment Act”) (in 1986). It, however, has been hard to say 

that equal opportunities for initial appointment and promotion have been offered to both men and 

women over a long period of time. The public service is no exception.

2) Under the long-term employment system, there has been a personnel practice, which 

emphasizes on-the-job training (OJT) to get promoted rather than qualification acquisition or off-

the-job training regardless of whether it is public or private. In principle, employees are supposed 

to gain extensive work experiences one by one.

3) The physically suitable period for women to give birth to and take care of a child tends to 

coincide with the period when they need to gain important experiences as professionals in the 

light of what is previously mentioned in 2). Insufficient consideration has been given to the 

former period, which cannot be adjusted by individual effort.

4) Under the group-based work system, the scope of duties of each employee is not clear. In 

addition, appropriate and quick response is demanded under the limited personnel allocation. 

Therefore, the practice of working long hours is deeply-rooted based on the loyal and unlimited 

working style without thinking about responsibilities at home. Therefore, a limited number of 

women could adapt to such a practice.

5) In a society with a strong traditional perception for role sharing, fewer women, compared with 

the counterparts in Europe and America, choose majors that are directly related to vocational life, 

such as law, economics, science and engineering, despite the similar ratio of students enrolling in 

universities among men and women.

6) Also at workplace, the attractiveness of assuming responsible posts has not necessarily been 

widespread among women. Meanwhile, men tend to prefer that women remain at a backup 

position instead of being competitors for men.

Therefore, in order to realize an environment where women can fulfill their abilities in the same 

manner with men, it is necessary to identify these historical and social barriers and steadily remove 

them one by one in addition to calling for the expansion of initial appointment and promotion.

The NPA, as an agency specializing in personnel administration, desires to support the 

measures taken by the Cabinet Office and each ministry so that the support for active women will 

be extensively accepted by the people and firmly rooted in the public service as the long-term and 

sustainable support instead of just ending up as the transient slogan.

This report aims to indicate the measures that will be useful to promote the initial appointment 

and advancement opportunities for female national public employees through analyzing the current 

situation of the initial appointment and promotion of women in the public service based on the data 

and survey results and hearing about the advanced examples in the private enterprises as well as the 

status in foreign countries in order to derive concrete suggestions that are considered useful.
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Chapter 1.   Situation of Incumbency, Initial Appointment and Promotion of Female 
National Public Employees

Section 1.  Situation of Female Employees Among Incumbents
1.  Trends in the Ratio of Female Employees Among Incumbents

The ratio of female employees among national public employees in Regular Service grew from FY 

1989 through FY 2003 with the enforcement of the Equal Employment Act in 1986, the amendment of 

the Equal Employment Act in 1999 and the enforcement of the Basic Act for Gender-Equal Society in 1999 

(Figure 1).

Figure 1 Trends in the Proportion of Female Employees among Incumbents
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2004 also partly due to the incorporation of national universities. In the meantime, it surged by 3.4 

points in FY 2007 partially due to the privatization of Japan Post, which had a high incumbency 

rate for male employees. Whereas the ratio fell by 0.2 point in FY 2010 partly due to the transition 

of the national highly-specialized medical centers, which had a large number of female nurses, to 

unspecified incorporated administrative agencies, the ratio of female employees hit a record high in 

FY 2012 at 25.6 %.

2.  Trends in the Ratio of Female Employees Among Incumbents by Age Bracket
The trends in the ratio of female employees subject to the Salary Schedule for Administrative 

Service (I) by excluding the employees of the Ministry of Education, Culture, Sports, Science and 

Technology and the Social Insurance Agency in order to eliminate the effects of the incorporation 

of national universities and the abolition of the Social Insurance Agency, the ratio in the age bracket 

from 30 to 34 rose by 11.8 points from 13.6% in FY 1997 to 25.4% in FY 2012. In addition, the 

ratio in the age bracket from 35 to 39 rose by 13.7 points from 8.6% to 22.3%. The ratio of female 

employees among incumbents has showed a steady increase even among the age group of the 

employees who are married and taking care of their children, etc.

Additionally, the age bracket that showed the largest increase were: that from 30 to 34 with an 

increase by 6.7 points from FY 1997 to FY 2002; the age bracket from 35 to 39 with an increase by 

6.8 points from FY 2002 to FY 2007; and that from 40 to 44 with a surge by 6.7 percent from FY 

2007 to FY 2012. An increased ratio of female employees in the younger age brackets is gradually 

reflected in the older age brackets over time without an extreme reduction due to the separation from 

the service, etc. (Figure 2).

Figure 2 Trends in the Ratio of Female Employees among Incumbents by Age Bracket
 (The Employees Subject to the Salary Schedule for Administrative Service (I))
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Assuming that an increasing ratio of female employees among the younger generation will be 

continuously reflected in the older generation over time, further growing ratio of female employees 

among incumbents can be expected with retirement of the age bracket of over 50, which has a higher 

ratio of male employees.

Meanwhile, the female employees aged over 50 had a greater ratio in the past as a backdrop of a 

large number of male employees who retired due to the early retirement practice.

3.  Trends in the Turnover Rates by Age Bracket
The turnover rates in FY 2012 of the employees subject to the Salary Schedule for Administrative 

Service (I) (excluding those in the special service, local public employees and those who were 

separated from work due to personnel exchange, etc. with incorporated administrative agencies) were 

1.8% among female employees and 1.3% among male employees, so the female rate is 0.5 points 

higher than male rate (Reference 1).

A comparison is made as follows of the turnover rates by age bracket of female employees 

subject to the Salary Schedule for Administrative Service (I) in FY 1981, FY 2003, FY 2008 and FY 

2012 (Figure 3).

The turnover rate of female employees was extremely high in the age bracket from 25 to 29 in FY 1981 

with 7.1%. It is assumed that many female employees quit their jobs at the time of marriage or childcare 

in those days. Since FY 2003, the turnover rate even of the age bracket from 25 to 29 has remained 
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approximately 2%, and has been lowered to around 1% as the bracket gets older.

As described above, few national public employees separate from their service due to marriage or 

child-rearing at present. From the viewpoint of promotion, however, it is demanded that the turnover rate of 

female employees be decreased to as low as possible.

Section 2.  Situation of Female Employees at the Time of Initial Appointment
1.  Trends in the Ratio of Women Among Employees Appointed Through Examinations

With regard to Level I Examination/Examination for Comprehensive Service, the ratio of women 

among the entire recruits has gradually increased with the establishment of the Headquarters for the 

Promotion of Gender Equality in 1994, the enforcement of the Basic Act for Gender-Equal Society 

in 1999, and the agreement on the Enlargement of the Initial Appointment and Promotion of Female 

National Public Employees in 2004. The ratio reached 25.0 % in FY 2013.

Concerning Level II Examination/Examination for General Service (for university graduate 

level) and Level III Examination/Examination for General Service (for high school graduate level), 

the ratio of the women among the entire recruits steadily increased from FY 1989 to FY 1994, but 

leveled off afterward. In FY 2013, the ratio of the female employees appointed through Examination 

for General Service (for university graduate level) was 27.5 % and that for Examination for General 

Service (for high school graduate level) was 43.0 % (Figure 4).
(Note) The recruitment examinations for national public employees were reorganized in FY 2012 from Level 

I, II and III Examinations, etc. to Examination for Comprehensive Service (for postgraduate student 
and university graduate level) and Examination for General Service (for university graduate level)/
Examination for General Service (for high school graduate level), etc. There is no continuity among 
these examinations. However, Level I examination and Examination for Comprehensive Service; Level 
II Examination and Examination for General Service (for university graduate level); and Level III 
Examination and Examination for General Service (for high school graduate level) are treated as the 
same group respectively.
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2. Situation of Applicants, Successful Candidates and Recruits of Level I Examination/
Examination for Comprehensive Service

The average ratios of the women appointed through Level I Examination/Examination for 

Comprehensive Service over the last five years were 30.7% at the time of application, 20.5% among 

the entire successful candidates, and 23.9% among all recruits.

Concerning the ratios in FY 2013 of women appointed in administrative divisions through 

Examination for Comprehensive Service (administrative division for graduate students and political 

and international division, legal service division and economic division for university graduate 

level), the rate of female applicants was 33.0%, that of successful candidates was 20.6% and the ratio 

of potential recruits (who were offered appointments) was 29.1%. Despite a downward trend in the 

ratio of female successful candidates, the ratio of the women among potential recruits in FY 2013 

was the second highest ever, which is thought to be due in part to the measures actively taken by the 

Cabinet Office and each ministry (Figure 5).

Figure 4 Trends in the Ratio of  Women among Employees Appointed through Level I, II and III Examinations and Examinations
for Comprehensive Service/General service (for university graduate and high school graduate level)
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Figure 5 Trend in the Ratio of Women Among All Applicants, Successful Candidates and Recruits
in Level I Examination / Examination for Comprehesive service
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Amid a highly increased awareness of initial appointment of female employees at the Cabinet Office 

and each ministry, it is necessary to continue the efforts to strengthen the activity to secure human resources 

targeting women in order to increase the ratio of women among successful candidates through increasing 

excellent female examinee. 

3.  Situation of Applicants, Successful Candidates and Recruits of Level II Examination /
Examination for General Service (for University Graduate Level)

With regard to the average ratio of women appointed through Level II Examination (the administrative 

division)/Examination for General Service (for university graduate level: the administrative division) over 

the last five years, the ratio of the applicants was 32.9%, that of successful candidates was 31.9% and that 

of recruits was 30.0%. Compared with Level I Examination/Examination for Comprehensive Service, the 

gap among the ratios of female applicants, successful candidates and recruits is smaller.

Concerning the ratio of the women appointed through Examination for General Service (for university 

graduate level: the administrative division) in FY 2013, the rate of applicants was 32.7%, that of successful 

candidates was 32.7% and that of recruits (potential recruits) was 32.2%.

Figure 6 Trend in the Ratio of Women Among All Applicants, Successful Candidates and Recruits
in Level II Exam / Exam for General Service (for university graduate level)
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With respect to Level II Examination (the administrative division)/Examination for General 

Service (for university graduate level: the administrative division), the ratio of the women among 

recruits (including those who were offered an appointment) is lower than that of the women among 

successful candidates, different from Level I Examination/Examination for Comprehensive Service. 

This is partly because the successful candidates of Level II Examination/Examination for General 

Service (for university graduate level) often get their jobs at local governments, etc., which are in 

a competitive relationship with the national government. Therefore, it is necessary to convey the 

attractive job of national public employees also to the female applicants for Examination for General 

Service (for university graduate level).

4.  Ratios of Female University Students by Department 
According to the Basic School Survey (conducted by the Ministry of Education, Culture, Sports 

& Technology), the ratios of female students by department in FY 1993 were: 18.7 % in social 

science department; among which the ratios were 20.0% in law and political science and 14.7% in 

commerce and economics. On the other hand, the counterparts in FY 2013 were 33.6% in social 

science department, among which the ratios were 30.1% in law and political science and 27.4% 

in commerce and economics. The ratios of women in FY 2013 roughly correspond with those of 

Figure 6 Trend in the Ratio of Women Among All Applicants, Successful Candidates and Recruits
in Level II Exam / Exam for General Service (for university graduate level)
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the women among the applicants of Examination for Comprehensive Service (the administrative 

division) and Examination for General Service (for university graduate level: the administrative 

division).

The ratios of female students majoring in science department in FY 1993 were 20.7% in science 

department, 6.3% in engineering department, and 29.9% in the agriculture department. Meanwhile, 

the counterparts in FY 2013 were 26.2% in the science department, 12.3% in the engineering 

department, and 43.6% in the agriculture department. In particular, the ratio in the engineering 

department remains low.

Section 3.  Situation of Female Employees in Relation to Their Promotion
1.  Ratios of Female Employees Among Managerial Personnel

Concerning the promotions of female employees, the Third Basic Plan for Gender Equality 

(cabinet decision on December 17, 2010) set the targeted results to attain the ratio of women in 

government positions equivalent to or higher than division director of regional offices or assistant 

director at the headquarters (the 5th and the 6th grades in the Salary Schedule for Administrative 

Service (I)) as approximately 10%, the ratio of women in government positions equivalent to or 

higher than division director/head of office at the headquarters (the 7th to the 10th grades in the 

Salary Schedule for Administrative Service (I)) as approximately 5%, and the ratio of women in 

government positions equivalent to Designated Service as approximately 3%.

Here, with the aim of accurately understanding the actual state of promotion of female national 

public employees, the ratios of women among managerial personnel are analyzed by dividing them 

into three groups comprising the employees appointed through Level I Examination/Examination 

for Comprehensive Service, the incumbents at the headquarters appointed through Level II and 

III Examinations/Examinations for General Service, and the incumbents at the regional offices 

appointed through Level II and III Examinations/Examination for General Service.

First, looking at the ratios of the women at each managerial position level among the employees 

appointed through Level I Examination/Examination for Comprehensive Service, the ratio of the 

women at the rank of assistant director at the headquarters and division director at the regional 

office was 10.5% in FY 2012, exceeding 10%, which is the goal set for the personnel at the rank of 

assistant director at the headquarters and division director at the regional offices and above in so far 

as this class exclusively is concerned. Next, the ratio of the women at the rank of division director/

head of office at the headquarters and head of regional offices was 3.7% in FY 2012. Although it has 

not reached 5%, which is the goal set for the personnel at the rank of division director/head of office 

at the headquarters and head of regional offices and above, the ratio increased by 0.8 points from FY 

2002 through FY 2007 and by 1.2 points from FY 2007 through FY 2012 (Figure 7).
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Meanwhile, concerning the ratios of women at each managerial position level among employees 

appointed through Level II and III Examinations/Examination for General Service (the incumbents 

at the headquarters), the ratio of women at the rank of the assistant director at the headquarters was 

9.2%. If looking at this class exclusively, the ratio has been on an upward trend, reaching almost 

10%, which is the goal set for the personnel at the rank of assistant director at the headquarters, 

division director at regional offices and above (Figure 8).
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I Examination/Examination for Comprehensive Service
(incumbents at the headquarters and at regional offices)

FY1997
FY2002
FY2007
FY2012

(%)

(Note)
1. As of 15 January in each fiscal year. Based on data from “the Status Report on Appointment of National Public Employees in Regular 
Service” (NPA).
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Division director level at regional offices: 5&6 grade  (former 7&8 grade for FY2002).  Division director/head of office level at HQ and 
Head of regional offices:  7-10 grade (former 9-11 grade for FY2002).
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On the other hand, regarding the ratio of women at each managerial position level among 

employees appointed through Level II and III Examinations/Examination for General Service (the 

incumbents at regional offices), the ratio of women at unit chief level increased from 14.3% in 

FY 2002 to 18.3% in FY 2012. However, the ratio of the women at the rank of division director at 

regional offices was 4.7% in FY 2002, 5.1% in FY 2007 and 4.9% in FY 2012 with no significant 

change over the past ten years. Accordingly, it is necessary to work on the promotion of female 

employees appointed through Level II and III Examinations/Examination for General Service to the 

posts at the rank of division director at regional offices, etc. (Figure 9).

2.  Trends in the Ratio by Grade of the Female Employees Appointed through Level I 
Examination Among Those Subject to the Salary Schedule for Administrative Service (I) 

The Equal Employment Opportunity Act for Men and Women was enforced in 1986. The 

aggregation results of the ratios by grade of female incumbents appointed through Level I 

Examination etc. among those subject to the Salary Schedule for Administrative Service (I) from FY 

1985 through FY 2012 show that the increased ratio of women among recruits has been reflected in 

the higher grades as a fiscal year passes (Figure 10).
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Service” (NPA).
2. Unit chief level: 3&4 grade  in Administrative Service Schedule (I) (former 4-6 grade for FY2002).  Assistant director level at HQ and 
Division director level at regional offices: 5&6 grade  (former 7&8 grade for FY2002). Division director/head of office level at HQ and 
Head of regional offices:  7-10 grade (former 9-11 grade for FY2002).
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Looking at the standard promotion pattern of female employees, the ratio of the women promoted 

to the rank of assistant director level at the headquarters and division director level at regional offices 

(5th and 6th grades in the Salary Schedule for Administrative Service (I)) is generally consistent with 

that of recruits. On the other hand, the ratio of the women promoted to the rank of division director/

head of office level at the headquarters (7th grade and above in the same Salary Schedule) was lower 

than that of the women among all recruits (Figure 11).
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Figure 11 Trends in the Ratio by Grade of the Female Employees Appointed through Level I 
Examination among Those Subject to the Salary Schedule for Administrative Service (I) 
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From this, it is possible to assume that the step-by-step increase in the number of female 

employees appointed through Level I Examination/Examination for Comprehensive Service from 

FY 1989 is reflected in the ratios of the female employees among those up to at the rank of assistant 

director level at the headquarters and division director level at regional offices (5th and 6th grades 

in the said Salary Schedule). It also implies that promotion of women has been gradually enhanced. 

On the other hand, it will take more time till the impact of increased recruits is fully reflected in the 

posts at the rank of division director/head of office level at the headquarters (7th grade and above in 

the said Salary Schedule). Therefore, the Cabinet Office and each ministry are required to continue 

making efforts focusing on the development of female employees with an eye toward enhancing their 

promotion to managerial posts.

Section 4.  Views on the Initial Appointment and Promotion of Female National 
Employees

1.  Views Held by the Newly Appointed Employees through Examination for Comprehensive 
Service, etc.

According to the “Survey on the Newly Appointed Employees through Examination for Comprehensive 

Service, etc.” conducted by the NPA in April 2013 (targeting 535 participants in the Joint Initial Training 

for national public employees), more male than female employees in divisions of social science and 

humanities (296 employees) selected “effective in career development” and “being able to engage in the 

large-scale work” as the main reasons that they wanted to become national public employees. On the other 

hand, more female than male employees chose “steady jobs that enable stable lives” and “good atmosphere 

at workplace,” showing somewhat different views between men and women.

In addition, more female than male employees replied “want to work as a public employee until the 

mandatory retirement age.” This indicates that female employees tend to place more value on stability. 

Furthermore, to the question asking “To what level do you want to be promoted?”, considerably less female 

than male employees answered Administrative Vice Minister level or Director-General level, suggesting a 

weaker ambition among women (Reference 2).

(Note) “Employees in divisions of social science and humanities” refers to those who were appointed through 
Examination for Comprehensive Service of seven divisions: “administration”, “political science and 
international relations,” “law,” “economics,” “human science,” “liberal arts,” and “legal affairs,” and 
other examinations corresponding to them.

2.  Views Held by the Managerial Personnel and Female Employees
The NPA conducted the “Survey on the Enlargement of Initial Appointment and Promotion of 

Women” in February 2014. This was an anonymous survey targeting approximately 450 managerial 

personnel (randomly sampled regardless of gender from those at the rank of division director/head 

of office level at the headquarters and the Head level of regional offices (7th grade and above in 

the Salary Schedule for Administrative Service (I))), and approximately 950 female employees 
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(randomly sampled from all female managerial personnel and those at the rank of unit chief, assistant 

director level at the headquarters and division director level at regional offices (3rd to 6th grades in 

the Salary Schedule for Administrative Service (I))). (The collection rates of the survey were 87.1% 

and 79.8% respectively.) The summary of the survey results is as follows.

The results of the female employee survey were obtained through combining the results of the 

survey of female managerial personnel (191 employees) and the survey of the female employees 

at the rank of unit chief, assistant director level at the headquarters and division director level at 

regional offices (564 employees). There was no significant difference in the replies between these 

two surveys.

 (1)  Utilization of Women’s Abilities
Concerning utilization of women’s abilities, 64% in the managerial personnel survey and 56.8% 

in the female employee survey replied “not sufficiently utilized.” On the other hand, 23.9% in the 

managerial personnel survey and 24.2% in the female employee survey chose “fully utilized.” 

Despite the difference in the survey target, the ratio of the respondents who chose this answer 

increased from 13.4% in the managerial personnel survey and from 10.8% in the female employee 

survey, which were conducted in a similar way in February 2001.

As the reasons for not being able to utilize women’s abilities, the most common answer both in 

the survey of managerial personnel and the survey of female employees was “too long hours they 

are forced to stay at workplace.” Another popular answer in both surveys was “No development 

program, suitable for the women’s abilities and aptitudes, is conducted in a planned manner.” 

However, many respondents in the survey of managerial personnel chose “A system that gives 

consideration to childbirth, childcare and nursing care, etc. has not been prepared yet” and “Women 

do not have a sufficient awareness to utilize their own abilities.” These answers were not frequently 

chosen in the survey of female employees, suggesting some different awareness between managerial 

personnel and female employees (Reference 3).

 (2)  The Necessary Measures to Help Women Fulfill Their Abilities
Regarding what is needed to enable female national public employees to further fulfill their 

abilities and be more active in the public service, “reduction in overtime work and late-night work 

at the entire workplace” was the most frequent answer both in the survey of managerial personnel 

and the survey of female employees. The top five answers in both surveys include “development of 

female employees through offering them diverse work experiences,” “awareness-raising activities 

for female employees themselves,” and “support for childcare and nursing care through providing 

childcare facilities and utilizing the private service.” These three answers placed in the top five 

both in the survey of managerial personnel and the survey of female employees. “Securing of 

replacements for the employees on childcare leave” placed in the top five in the survey of managerial 

personnel, but not in the survey of female employees. On the contrary, “awareness-raising activities 



―48―

for the heads of organizations and managerial personnel” placed in the top five in the survey of 

female employees, but not in the survey of managerial personnel. This suggests that there is a 

significant difference in these views between managerial personnel and female employees (Figure 

12).

(3)  Consideration for Childcare Leave, etc.
Concerning the question, “Do you think it is necessary to give consideration to the employees 

on childcare leave and those who have returned to work from childcare leave?,” almost 90 % of 

the respondents both in the survey of managerial personnel and the survey of female employees 

answered “yes” or “moderately yes.” Regarding the content of necessary consideration, the most 

frequently chosen answer was “personnel placement that gives consideration to family life (including 

the use of short-time work system, etc.)” in both the surveys followed by “thorough personnel 

management based on ability and performance” (Reference 3).

 
(4)  The System to Allocate a Fixed Number or Quota to Promotion of Managerial Personnel 
(the Quota System)

With regard to the question concerning the quota system, 19.8% in the survey for managerial 

personnel and 29.1% in the survey of female employees replied “agree,” while 69.0% in the former 

survey and 50.6% in the latter survey said “disagree.” More respondents selected “disagree” than 

“agree” in both surveys. Additionally, to the question concerning the views on promotion, which will 

be discussed later in (5), 41.6% of the female employees, who replied “want to be promoted up to 

Designated Service,” said “agree”, whereas 47.7% of them replied “disagree.” 

Figure 12 The Necessary Measures to Help Female National Employees Fulfill Their Abilities
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As for the reasons for choosing “agree”, a higher ratio of the respondents in both surveys 

answered “Compulsory measures are required to change consciousness in society and workplace,” 

and “The system will help female employees raise their own awareness of promotion and change 

their fixed ideas.” The survey for female employees had a higher ratio of respondents who chose the 

former answer, while the survey of managerial personnel had a slightly higher ratio of respondents 

who chose the latter answer.

Regarding the reasons for choosing “disagree,” a higher ratio of the respondents in both surveys 

answered “It will expand personnel allocation that will not put the right personnel at the right place 

and hinder job performance” and “Promotion to the posts that are not commensurate with abilities 

and aptitudes will place a burden on women themselves.” Meanwhile, “People might consider that 

the quota system contributed to the promotion even for those promoted based on their abilities” was 

frequently answered only in the survey of female employees, suggesting a different view between 

managerial personnel and female employees (Reference 3).

(5)  Views on the Future Promotion (Question for Female Employees Only)
With regard to the replies made by female employees at the rank of unit chief (3rd and 4th grades 

in Salary Schedule for Administrative Service (I)) concerning promotion to a position higher than 

the current one, “want to be promoted up to the Designated Service” and “want to be promoted up 

to the rank of division director/head of office level at the headquarters” were chosen by 55.4% of the 

employees appointed through Level I Examination, etc., 24.8% of those appointed through Level II 

Examination, etc., and 15.9% of the employees appointed through Level III Examination, etc. On the 

other hand, “want to be promoted to a position higher than the current one (unit chief), but promotion 

to the rank of assistant director level at the headquarters is enough” and “don’t want to be promoted 

from my current position level (unit chief)” were selected by 25.7% of the employees appointed 

through Level I Examination, etc., 61.6% of those appointed through Level II Examination, etc., 

and 72.7% of the employees appointed through Level III Examination, etc. As for the reasons that 

“promotion to the rank of assistant director level at the headquarters is enough” and “don’t want to 

be promoted from my current position level (unit chief)” were chosen, “feel lack of my abilities” was 

selected by 63.2% of the employees appointed through Level I Examination, etc., 74.3% of those 

appointed through Level II Examination, etc., and 72.9% of the employees appointed through Level 

III Examination, etc. “Promotion will make it hard to keep balance between family life and work” 

was chosen by 68.4% of the employees appointed through Level I Examination, etc., 60.6% of those 

appointed through Level II Examination, etc., and 45.8% of the employees appointed through Level 

III Examination, etc.
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　　　The results of this survey found the following issues:

a. An awareness of overtime work is a very great concern both for managerial 

personnel and female employees. In order to create an environment where both male and 

female employees can fairly compete with each other and are promoted based on ability 

and performance, it is necessary to pay attention to work-life balance and drastically 

change the working style at workplace in the public service.

b. Concerning the consideration for the employees, who returned to work after taking 

childcare leave, many employees consider it necessary to pay attention to thorough 

personnel management based on ability and performance along with consideration for 

family life. This implies the necessity of assignment of duties to commensurate with 

ability and also evaluation based on the performance of one’s duty instead of the time 

spent on childcare, etc. 

c. There are mixed reactions to the selection system favorable to female employees 

with the introduction of the quota system. The survey revealed the concerns, for instance, 

that it might pose impediments in performing the public duties. Other concerns include 

that the female employees, who are promoted based on their abilities and performances, 

might be regarded as having been promoted “thanks to the quota system”; and that some 

female employees might feel burdened with the positions that are not commensurate with 

their abilities and aptitudes. 

d. Many of the employees appointed through Level II and III Examinations, etc. do 

not want to be promoted to a rank higher than division director/head of office level at 

the headquarters. The main reason for this is lack of their abilities rather than work-life 

balance. It is necessary to offer them various work experiences and also actively provide 

opportunities for them to think about career development.


