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Chapter 4.  Toward the Expansion of Initial Appointment and Promotion of Female 
National Public Employees 

This chapter examines the effective measures to promote women’s activity in the future in 

the public service based on the analysis, etc. of the actual situation of the initial appointment and 

promotion of female national employees in Chapter 1 and by referring to the measures taken in the 

private companies and some foreign countries as shown in Chapter 2 and Chapter 3.

Section 1.  Toward the Expansion of Initial Appointment
An increase in the number of female incumbents through expanding female recruits serves as 

the foundation to promote women’s activities. It is imperative to increase the number of recruits 

appointed through examination by conducting recruiting activity focusing on excellent female 

students and to steadily maintain the ratio of women in the entire recruits at 30% for the time being.

An expansion of female recruits to increase female incumbents will enhance the awareness in 

each organization about the utilization of women as the valuable labor force, expand the range of 

candidates for the promotion to managerial personnel, and promote women’s advancement. In other 

words, it will serve as the foundation to promote women’s activities. As indicated in Chapter 1, an 

increase in the women’s ratio in the recruits appointed through Level I Examination/Examination 

for Comprehensive Service has been reflected gradually over time on the increase in the number 

of female higher-level executives. For instance, the increased ratio of women among the entire 

recruits since 1989 is reflected at present in the women’s ratio up to assistant director level at the 

headquarters and division director level at the regional offices.

In addition, a steady increase of female recruits indicates the positive attitude of public 

organizations trying to utilize women’s power and encourages increase of excellent female students’ 

applications to examinations.

Therefore, it is important to set the effective target concerning women’s ratio among the recruits 

and to achieve it without fail.

1.   Realization of the Women’s Ratio at 30% at the Time of Initial Appointment
Regarding the initial appointment in FY 2015, the government set the target to recruit women at 

about 30% in the entire recruits appointed through the recruitment examinations of national public 

employees (26.8% in FY 2013), and at about 30% in the recruits of Examination for Comprehensive 

Service in the administrative divisions (27.3% in FY 2013). 

Looking at the recent implementation status of the recruitment examinations for national public 

employees, women account for a little over 30% among the applicants for Level I Examination/

Examination for Comprehensive Service in the administrative divisions and Level II Examination/
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Examination for General Service (for university graduate level) in the administration division. Taking 

into consideration of the ratio of female university students in the social science department, which 

is 33.6%, the aforementioned male-to-female ratio of the applicants of the recruitment examinations 

for national public employees generally reflects the male-to-female ratio of university students. 

Therefore, in light of this, it will be possible to achieve the target set by the government concerning 

women’s ratio in the recruits, and it is necessary to steadily achieve it.

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

in the successful candidates falls down to around 20%. Therefore, it is important to conduct the 

recruiting activity focusing on women to increase female excellent applicants, whose first choice is 

to become a national public employee, and then to expand female successful candidates.

For the time being, it is necessary to focus on the promotion of public relations activities to be 

discussed later in 2. If an increase in the female recruits in the fields of law and economics, etc. 

cannot be promoted smoothly, it will be also required to change the measure so that women with 

great potential, regardless of the major at university, can be extensively appointed in accordance with 

the needs of each Ministry.

2.  Promotion of Public Relations Activities Targeting Women
The first thing to be done to increase female recruits is to encourage excellent women to take 

the recruitment examination of national public employees. To this end, it is important to repeatedly 

communicate the attractive features of the duties of national public employees, such as the public 

and specialized nature, and offer specific information, etc. relating to uneasiness of working women, 

such as work-life balance, through various events and brochures, etc.

Since FY 2013, efforts have been made to expand the enlightenment activity targeting female 

college students through holding seminars on the guidance of national public employees at a 

university as a new trial with the aim of communicating the attractive duties and work experiences 

of national public employees to the university students by dispatching the NPA personnel and an 

incumbent female official who graduated from the university where the seminar is held. In FY 2013, 

the seminars were held at five women’s colleges in Tokyo.

It is significant to continue the effort to increase excellent female examinees through conducting 

such recruiting activities focusing on these women in cooperation with the Cabinet Office and each 

ministry.

Furthermore, in order to attract women to the public service from a mid-term perspective, the 

government as a whole needs to encourage female college students and high school students to 

have an interest in the studies in social science, such as law and economics, along with science 

and engineering in relation to their jobs in the future. While conducting such measures, it is also 

important to increase female students, who consider administrative or technical jobs in the public or 

the private sector as one of the options for their jobs in the future.
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Section 2.  Toward the Expansion of Promotion
It is important to shift the focus from the measures to enable female employees to “continue 

working” to the one enabling them to “continue playing a role as the valuable labor force of the 
organization.”

 According to the analysis conducted in Section 1 relating to employees appointed through Level 

I Examination, some gender difference can be found in promotion to 7th grade, which corresponds to 

a managerial level. There is no denying that female employees will be divided into women who will 

be promoted in the same manner with men and those who will not. In addition, regarding employees 

appointed through Level II and Level III Examinations, etc., the ratio of female employees in the 

managerial personnel at regional offices is remarkably low.

These situations are caused mainly by the labor practice of working long hours. Such a workplace 

having this labor practice tends to avoid appointing female employees, who cannot work long hours 

due to their responsibilities at home, to important posts. This makes it difficult to develop female 

employees through work experience. As a result, their promotion tends to be delayed. At the same 

time, this will lower the motivation of female employees for their work, which is assumed to be the 

cause for the women’s relatively low motivation for promotion as indicated by the survey conducted 

this time. In addition, the delay in promotion caused by temporary absence from work due to the 

acquisition of childcare leave, etc. and its impact on promotion track are also considered to generate 

gender difference in promotion.

Only a handful of female employees can work without bearing the burden of responsibilities 

at home. In order to steadily promote advancement of female employees, it is necessary to create 

a working environment where they can sufficiently fulfill their abilities. It is also necessary to 

properly assign duties that commensurate with their abilities and motivation and to take measures 

for promotion targeting female employees, who avoid promotion due to their heavy responsibility at 

home or lack of confidence in their abilities, and who have not been provided with opportunities to 

return to a post which should be experienced to be promoted to managerial personnel, due to absence 

from work for a certain period of time to take leave, etc.

To this end, it is considered essential to approach three aspects: 1) working environment (working 

style and management in an organization and role sharing at home), 2) consciousness and attitude of 

managers and personnel authorities, and 3) consciousness and motivation of female employees.

1.  Approach to the Working Environment
It is essential to review the current working style and management in the public organizations 

in order to expand promotion of female employees. It is also necessary to conduct a review of role 

sharing at home through implementing the supportive measures for balancing work and family life 

in our country, whose deep-rooted stereotype about role sharing between men and women is often 
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pointed out.

(1) Review of the Practice of Working Long Hours and Change to the Efficiency-Oriented 
Working Style

It is difficult for the employees, whose working hours are restricted due to their responsibility at 

home, to compete for ability and performance under same conditions with the employees, without 

such a restriction, at the workplace where working long hours is mandatory to perform duties.

According to the survey shown in Chapter 1, both female employees and managerial personnel 

consider that long hours on duty at workplace is the biggest reason that women have difficulty in 

fulfilling their abilities. In addition, the most common answer in the survey was that the reduction of 

overtime work and midnight work is indispensable to promote women’s advancement. This suggests 

the importance of solving this issue in order to expand the promotion of female employees.

Whereas the reduction of overtime work has long been addressed as the issue of improvement in 

working conditions at the workplace in the public service, significant progress has not been made. 

Recently, the expansion of women’s advancement has become the government’s key task, and thus, 

it is essential to take the fundamental measures for this issue. The government as a whole needs to 

get to know current status of the work after official work hours end. Based on that, the government 

should sincerely revise the operation system at workplace, including an increase in personnel and 

streamlining of operations through sorting out unnecessary business, and change the way of thinking 

of managers and other employees. Furthermore, it is necessary to seek an understanding of the 

people concerned in order to actively improve the duties that cannot be dealt only with the efforts 

within the administrative branch, such as handling of the Diet-related issues.

In conjunction with these measures to reduce overtime work, it is also important to ensure that 

evaluators emphasize performance, instead of the length of work hours, when evaluating employees’ 

contribution to the organization.

(2) Use Promotion of the Work-Life Balance Support System, Which Encourages Employees to 
Fulfill Their Abilities

The development of work-life balance support systems such as childcare leave and promotion 

of utilization of such systems contributed to reduction of separation from work due to a difficulty in 

balancing work with family life. They also helped female employees to continue their work. On the 

other hand, some private companies, which take advanced measures, see that the use of long-term 

leave, etc. creates a vacuum of work experience and has a negative impact on the career development 

for the female employees after returning to work from the leave. Accordingly, these companies have 

started to focus on measures that facilitate returning to work instead of acquisition of long-term 

leave.

The public service will also need to promote measures focusing on helping female employees 

to early restore conditions, where they can fulfill their abilities, and return to their normal duties 

through enriching the supportive system by offering consulting service and information before, 
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during and after using the system for balancing work and family life.

In Western countries, where women’s advancement is highly promoted, the flexible work hour 

system, such as short-time work and flextime, is widely used along with telework. Unlike these 

Western countries, the group-oriented work system is mainly used and overtime work has become 

common at the workplace in the Japanese public service. Therefore, the flexible work hour system 

may not fit naturally to Japanese workplace and has not been widely used yet. Despite that, it can 

be expected that the establishment of flexible work hours at the workplace will help the employees 

assuming the responsibilities at home to enhance their work efficiency, and eventually, their 

performance. Therefore, it is also required to materialize the use of the flexible work hour system 

through further reducing overtime work, sorting out the duties that can be performed alone without 

coordinating or consulting with others; and actively reviewing the current operation system. 

 (3) Change in the Perception for Role Sharing at Home
The use of work-life balance support systems by male employees has been somewhat enhanced 

in recent years. Nevertheless, concerning the acquisition status of childcare leave by national public 

employees in the regular service in FY 2012, 96.5% of female employees acquired the leave for 14.7 

months on average whereas only 3.7% of male employees took the leave for 3.4 months on average. 

In addition, most of the employees who take nursing care leave are also women. This suggests that 

mainly female employees still continue to assume responsibilities at home. Making a change, even 

gradually, in the perception for role sharing at home, for instance by actively encouraging male 

employees to use the supportive measure for balancing work and family life through enlightenment 

and awareness-raising activities, will reduce the burden on women at home and promote them to 

fulfill their abilities at workplace, eventually contributing to the promotion of women’s advancement 

in Japan. We have to pay attention to the fact that Sweden and Germany, etc., as discussed in Chapter 

3, are also working on promotion of childcare leave acquisition by male employees as an important 

issue to support women’s advancement.

2.  Approach to Consciousness and Attitude of Managers and Personnel Authorities
Since consciousness and attitude of a direct superior and personnel authorities have a great 

impact on promotion of female employees, the measures need to be carried out while urging them to 

change their way of thinking and paying attention to personnel management.

(1) Cultivation of Awareness of Managers and Ensuring of Appropriate Response
Managers play a very significant role in expansion of female employee’s advancement.

In the implementation of daily business, managers are required to provide necessary advice 

and instructions to both male and female employees. They are also requested to make a response 

appropriately at the right time, for instance by offering consultation or information smoothly to 

female employees when such employees are temporarily absent from work due to life events, 

including childcare, etc., when they return to work from the leave, or when they are on the leave.  
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In order to make managers recognize the importance of such a role, it is essential to create 

opportunities that enable managers to recognize the necessity of the measures for women’s 

promotion and to learn communication methods for making advice and instruction, etc., and also 

to encourage managers to participate in such opportunities. The Cabinet Office and each ministry 

are required to use the training conducted themselves or the seminar to promote female employee’s 

advancement, which was launched by the NPA this fiscal year, in order to enhance consciousness of 

managers, etc. In particular, it is important to urge managers at regional offices with a low ratio of 

female managerial personnel to utilize such opportunities.

 (2) Personnel Management Keeping Balance Between “Development” and “Consideration”
The important duties of managers include giving consideration to employees assuming 

responsibilities at home, such as childbirth and childcare, and preparing the environment that 

facilitates use of work-life balance support systems. On the other hand, employees assuming 

responsibilities at home, such as childcare and nursing care, face different situations respectively. 

Therefore, it is not appropriate to uniformly assign them to the posts mainly for routine work with 

little time constraint just because they engage in childcare, etc. It is important to provide employees 

having abilities and motivation, even in the conditions where overtime work is restricted, with 

opportunities in accordance with their abilities and aptitudes to take a post that should be experienced 

in the process of promotion up to managerial personnel and to develop them to managerial personnel.

When a female employee assuming responsibilities at home is appointed to the post where 

employees are expected to work overtime, etc., a burden might be placed on her coworkers despite 

the efforts made by the female employee concerned. In such a case, her superior and personnel 

authorities appropriately reassign the duties and reallocate the personnel at the workplace as 

necessary. At the same time, they should create an environment to support each other through 

sending a message to her coworkers bearing the burden that the manager is “watching” their efforts 

and properly evaluating them when conducting personnel evaluation.

 (3) Flexible Development Plan
The timing when female employees are forced to be absent from work due to life events, such 

as childbirth and childcare, varies depending on each person. Competent female employees may 

miss opportunities to experience a specific post and training required for management under the 

fixed personnel management system where employees cannot be promoted lest they experience such 

an opportunity simultaneously with other employees who were appointed in the same year. It is 

necessary to help employees restore a lack of work experience due to leave, etc., and to offer them 

an opportunity to take a challenge through flexibly setting up an opportunity to gain work experience 

and attend seminars, which are required to become managerial personnel, irrespective of the year 

they were appointed.
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3.  Approach to Consciousness and Motivation of Female Employees
It is of course necessary to take an opportunity, for instance at an interview for personnel 

evaluation, to send a message that female employees are expected as the organizational valuable 

labor force and provide them encouragement in order to change the consciousness and motivation 

of female employees. In addition, it is essential to offer a chance to female employees so that 

they can seriously consider the balance of career development with life events, such as marriage, 

childbirth and childcare, etc., through providing them with work experience that enables them to find 

significance and fun of working.

Creating conditions in which employees can envisage an ideal future image, find a route to 

reach there, and experience the fun of working, at an early stage of the career ladder, will allow 

female employees to raise consciousness and motivation to overcome hurdles to keeping the balance 

between work and responsibilities at home and to take on the challenge of their jobs.
(1) “Visualization” of Career Path ~Development and Publicity of Role Models and Improvement of 

Consultation System~

Women account for 3% of employees at the rank of division director/head of office level at 

the headquarters and above and 5.3% of employees at the rank of assistant director level at the 

headquarters and division director level at regional offices and above among officials subject to the 

Salary Schedule for Administrative Service (Ⅰ). The ratios seem to be much lower for some specific 

types of job. Under such circumstances, it is often considered difficult for female employees to find 

a role model around them. Therefore, personal authorities are required to set images of various role 

models in accordance with the range of duties and position levels and to take measures to indicate 

the proper personnel and make them widely known (through hosting discussion meetings/seminars 

or posting their experiences on the Intranet, etc.). In addition, there is an urgent need to develop a 

role model in occupational areas, etc. without such a model.

Furthermore, it is also necessary to prepare the environment where female employees can easily 

consult about career development in the future and attitude, etc. in performing business on a daily 

basis, which is required for successful career development, for instance, by leveraging the mentor 

system, etc. In addition to assignment of mentors by the organization, it is necessary to creatively 

offer a chance for female employees themselves to choose a mentor whom they can easily ask advice 

through providing them with an opportunity to exchange with their seniors, etc.

Implementation of these measures is encouraged even in the United Kingdom, etc., where 

women already account for nearly 40% of managerial personnel.
(2) Appointment to a Post Where the Fun of Working can be Experienced at an Early Stage After 

Initial Appointment

It is also needed to identify the abilities, aptitudes and motivation of female employees at an early 

stage after their initial appointment and to appropriately allocate personnel, for instance by assigning 

female employees to the posts where they can experience the fun of working, etc. Continuously 
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assigning women only to posts in charge of duties that have been conventionally carried out mainly 

by women, such as general affairs and accounting, from the beginning of their initial appointment 

will deprive competent female employees of experiencing the attractiveness of work and also 

discourage them from trying hard in their jobs while assuming responsibilities at home at the same 

time. Therefore, such a personnel allocation should be avoided.

Section 3.   Implementation of the Measures
It is vital to steadily expand initial appointment and promotion of female employees through 

establishing an effective target and enforcing measures by seriously following up achievement status.

1.  Steady Implementation Through Establishing a Target

The foreign countries discussed in Chapter 3 basically indicate a certain target and rough length 

of time required to achieve the target, and then, make efforts to achieve it in order to promote initial 

appointment and promotion of women. Instead of simply setting a numerical target, these countries 

have made successful results by taking diverse and active measures over and over again for a long 

period of time aiming at achieving the target while examining the results.

Japan also has expanded initial appointment and promotion of women in the same manner with 

these countries. Such a procedure has been carried through also to the Guidelines concerning the 

Enlargement of Initial Appointment and Promotion of Female National Public Employees, etc. 

(2011) since the Headquarters for the Promotion of Gender Equality made a decision on June 20, 

2003, that “the ratio of women in leadership positions should reach at least around 30% by 2020.” 

Although these measures have been taken for over ten years, initial appointment and promotion 

of female employees have not seen remarkable progress yet. The reasons that Japan has not made 

successful results compared to other countries include that: the established target did not necessarily 

respond to the actual situation, and Plan-Do-Check-Act (PDCA) to concretely change the current 

situation has not been conducted appropriately. Therefore, it is considered appropriate that Japan 

continuously adopts current procedures, which have been taken also in foreign countries in order 

to expand initial appointment and promotion of female employees. The implementation of the 

procedure requires monitoring of the achievement status of the target instead of simply establishing a 

target. If the target cannot be achieved, it is necessary to take measures following the PDCA cycle to 

examine factors for failing to achieve the target and make progress by removing barriers. In this way, 

an improvement should be made concretely every year.

2.  Responsibilities of Personnel Authorities

In Section 2 in this Chapter, various measures, which are considered necessary to expand 

promotion of female employees, are presented taking into account the results of the survey for the 

employees, from three perspectives comprising working environment, consciousness and attitude of 
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the managers and the personnel authorities, and consciousness and motivation of female employees. 

The personnel authorities within the organization play the most essential role in implementing these 

measures.

Personnel management in the public service of the Western countries is based on open 

recruitment. In addition, regarding promotion, employees basically apply for upper posts in 

accordance with their own will. On the other hand, in Japan, transfer, allocation and development of 

employees, including promotion, are implemented under the initiative of the personnel authorities. 

Along with personnel allocation and development, roles of the personnel authorities include 

awareness-raising of managers, for instance setting of role models to enhance awareness and 

motivation of female employees, etc., and creation of working environments, etc., such as reduction 

of overtime work. The personnel authorities should systematically and continuously implement the 

measure under the system of the entire ministry, including the regional offices, while being aware 

that the successful promotion of women’s advancement depends on their attitude.

Conclusion
The measures introduced in this report aim to promote women’s activities through creating an 

environment in which women can fulfill their abilities, instead of promoting initial appointment 

and promotion of women by overestimating their abilities. These measures, including the ones that 

have been already undertaken, are considered important and need to be emphasized after taking the 

current status into consideration. They are not necessarily new, but it should be recognized that the 

current situation in foreign countries which are by far advanced than Japan in initial appointment and 

promotion of women is the fruit of measures steadily taken by these countries over the years.

The expansion of initial appointment and promotion of female national public employees should 

not be treated as a temporary measure. Instead, it should be positioned as the important issue for the 

government and needs to be steadily promoted. The NPA, as the agency specialized in personnel 

administration, will actively work on this measure.

Reference 1 The turnover rates in FY 2012 of employees subject to the Salary
Schedule for Administrative Service (I)
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What are the main reasons that you decided to become a national public employee?
 (Choose 3 answers.) All categories

What are the main reasons that you decided to become a national public employee?
(Choose 3 answers.) Divisions of Social Science and Humanities

Reference 2 Survey of the Employees  Newly Appointed through Examinati on for Comprehensive Service, etc.
(Conducted in April 2013 with 531 respondents, including 139 women)
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Reference 3 Survey for Managerial Personnel and Female Employees
Do you think that women’s abilities are sufficiently utilized at the workplace of national public employees?
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What sort of consideration should be given?

Do you think that some sort of consideration should be given to the employees who are on childcare
leave or have returned from the leave in order to promote women’s advancement?
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Informa�on provision during the childcare leave period

Implementa�on of training right a�er returning
to work from childcare leave

Personnel alloca�on that gives considera�on to family life
(including use of the short-�me work system, etc.)

Making sure that the acquisi�on of childcare leave
will not have a nega�ve impact on promo�on

Assignment of core business in
considera�on of return to promo�onal track

Through implementa�on of personnel management
based on ability and performance

Others

Managerial personnel

Female employees

Yes, I tend to 
think..238
31.5%

Yes, I think so.
436

Not really., 49
6.5%

No opinion., 11, 1.5%

No reply, 1, 0.1%

Female employees

Yes, I tend to think.
131

33.3%

Yes, I think so.
215

Not really., 33
8.4%

I don’t think so.
5,1.3%

No opinion., 7, 1.8%

No reply, 2, 0.5%

Managerial personnel
I don’t think so.

20, 2.6%

54.7%
57.7%
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Are you for or against the quota system, and why?

Some foreign countries adopt the system to allocate a certain number or proportion of staff with the aim of
realizing a goal relating to promotion to managerial personnel (the quota system). What do you think of
introducing such a system to national public employees in Japan?

Female employees

Not Sure
44

11.2%

Disagree
271

69.0%

Disagree
382

50.6%

Agree
78

19.8%
Agree
220

29.1%

No Reply
3

0.4%

Not Sure
150

19.9%

Managerial personnel

46

57

19

9

14

213

148

96

183

19
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Compulsory measures are required to change consciousness in society and
workplace.

The system will help female employees raise their own awareness of promo�on
and change their fixed ideas.

The highest priority should be placed on a significant change in the current status.

The promo�on of women is advanced in some foreign countries that introduce the
quota system.

Others

It will expand personnel alloca�on, which will not put the right personnel at the
right place, and hinder job performance.

A sense of inequality will be generated and will lower the mo�va�on of male
employees.

People might consider that “the quota system contributed to the promo�on” even 
for those promoted based on their abili�es.
Promo�on to the posts that are not commensurate with abili�es and ap�tudes will
place a burden on women themselves.

Others

( Managerial 
personnel)

Agree

( Managerial
personnel)

Disagree 
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75

45

25

274

170

187

222
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Reference 4 Men and women labor force participation rate (1990,2000,2010）

Female Total Female Total Female Total Gender
gap

U.K. 67.3 77.8 68.9 76.4 70.2 76.3 12.3

U.S.A. 67.8 76.5 70.7 77.2 68.4 73.9 11.2

Germany 55.5 67.4 63.3 71.1 70.8 76.6 11.6

France 58.5 67.1 62.9 69.0 66.1 70.5 8.8

Republic of
Korea

49.9 62.8 52.0 64.4 54.5 65.8 22.6

Sweden 82.5 84.7 76.4 79.0 76.7 79.5 5.5

Japan 57.1 70.1 59.6 72.5 63.2 74.0 21.6

（％）

（％）

MaleGender
gap

MaleGender
gap

83.9

84.1

17.8

21.088.3

86.8

76.2

75.8

85.6

79.0

83.0

81.5

77.1

75.3

78.9

25.9

4.3

26.3

17.3

23.5

85.2

25.1

12.4

15.6

13.2

15.2

 U.K.

Medical science,
dentistry, pharmacy,
health science (61.8)

Science (27.4)
Engineering (11.6)

Law and economics,
etc. (34.2)

Japan (2012)

Science technology-
related fields
(including nursing,
architecture,
mathematics, teacher
education) (71.6)

Engineering (20.1)

Social science (50.7)
Management (48.8)

U.S.A. (2009)

(Note)
 1 The data for the U.S.A. shows the proportion of the degree holders aged between 25 and 39.
 2 The data for France shows the proportion of the current college students.

Japan (2012)

45.2

Medical science,
dentistry, pharmacy,
health science (60.7)

Science (37.1)
Engineering (25.2)

Law and economics,
etc. (48.1)

Germany (2006)

Medical science and
dentistry (80)
Pharmacy (75)

Law and politics (64)
Economics and
management (52)

France (2010)

Medical science,
dentistry, pharmacy,
health science (63.6)

Science, engineering,
agriculture (31.4)

Law and economics,
etc. (48.4)

Korea (2011)

55.3

(The data for each country, except the U.S.A. and France, is based on the “International Comparison of Educational Indicators” (released by the
Ministry of Education, Culture, Sports, Science and Technology).)
(The data for the U.S.A. is based on the materials of the U.S. Bureau of Labor Statistic .)
(The data for France is based on the “Road to the Gender Equality Up to the Higher Education” (released by the Ministry of National Education))

Reference 5 Proportion of women in higher education (undergraduate and junior college)

U.S.A. (2009) Germany (2010) France Korea (2011)

54.9

U.K.(2010)

51.6 38.9

Reference 6  The Proportion of Women in Each Major Field of Study (Department) among Degree Holders

(Source) Closing the Gender Gap:Act Now (OECD)
　　　　　　　　　　　　　　                                        （％）

（Note）Percentage of the labor force population of 15-64 years-old on the job or employment application.

（The data for each country was created based on the “International Comparison of Educational Indicators”
 (released by the Ministry of Education, Culture, Sports, Science and Technology).)

1990 2000 2010

Male

84.8

82.2

77.1

74.9

82.4

79.6

82.5

25.6

5.1


