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Introduction
In recent years, efforts have been made to develop the economy and democratize policy in 

Asian countries, such as the members of the Association of Southeast Asian Nations (ASEAN). 

Particularly, economic development requires the enhancement of trust in the administration held at 

home and abroad. To this end, reform has been carried out to root out corruption and develop a fair 

and efficient system on the model of the modern public employee systems in Europe and the USA so 

that professional and highly motivated public employees can engage in administration.

Amid such a trend of the reform, the public employee system in Japan, which was successful 

in economic growth, has attracted attention. The factors behind this seem to include that Japan is 

also one of the East Asian countries, and that other East Asian countries hope to incorporate 

diligence, a sense of responsibility and a sense of ethics held by the public employees in Japan with 

which they have something in common in society and culture.

Responding to these needs, the NPA dispatched high-level officials, such as the commissioner 

of the NPA, to Vietnam in recent years in order to support the training organized by the Ho Chi Minh 

National Academy of Politics and Public Administration, targeting the national leader candidates and 

to assist the support project to strengthen the ability to conduct training for public employees. 

Furthermore, the NPA has received a fact-finding mission and trainees from Vietnam. Since last year, 

the NPA has accepted the mission to investigate the recruitment examination for national public 

employees in Japan and initial appointment based on the examination with an eye toward the launch 

of the recruitment examination for public employees in Vietnam.

Moreover, the United Nations, the Organisation for Economic Co-operation and Development 

(OECD), and the Asian Development Bank (ADB), etc. developed a framework to enhance ethics of 

public employees and to prevent corruption and have been working on this framework. Japan also 

has actively participated in this framework.

Part 2 provides a review on the present situation of personnel management of public 

employees in East Asia countries, support that the NPA has provided to these countries so far, the 

creation of the China-Japan-Korea Personnel Policy Network, and participation in the measures of 

OECD, ADB, etc. about ethics and prevention of corruption. Based on this, the public employee 

system in Japan is reexamined from an international perspective. At the same time, insight into the 

international cooperation in the future will be given in light of the circumstances where the things 

that have already been firmly established and become the given conditions in Japan, for instance, 

initial appointment based on examination without favoritism and establishment of ethics of public 

employees, are still the goals some countries have to pursue.

Part 2. Public Employee Systems of East Asian Countries 
and Japan
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Chapter 1.  The Measures to Reform the Public Employee System in East Asia 
Countries and the NPA’s Support 

Chapter 1 describes the public employee systems in ASEAN countries, the trend of the reform 

and Japan’s involvement in the reform. Additionally, this chapter covers China-Japan-Korea 

Personnel Policy Network and the measures to prevent corruption through international 

organizations, etc. 

 

Section 1.  Overview of the Public Employee System and the State of Reform in 
the ASEAN Countries, and Cooperation in the Field of Personnel Administration 
1.  Overview of the Public Employee System and the State of Reform in the ASEAN Countries 

(1) Cambodia 

A. Overview of the Public Employee System and the State of Reform 

(a) Overview of the public employee system 

Cambodia was deprived of a lot of personnel resources and social infrastructure due to the civil 

war, etc. that had lasted nearly twenty years until the Paris Accord was concluded in 1991. The 

country has worked on reconstruction until today through the interim administration, etc. by the 

United Nations Transitional Authority in Cambodia (UNTAC), which was launched in 1992. The 

development of the public employee system has been carried out, but it is still in the process of 

development yet. 

Most public employees in Cambodia are professional public employees based on permanent 

employment. Generally, each ministry carries out recruitment, but there is a recruitment system 

where the Royal School of Administration implements recruitment and provides the initial training 

before assigning the trainees to each ministry in consideration of their field of expertise and the 

records of training, etc. 

Cambodia became a member of ASEAN in 1999 and is returning to international society. Fierce 

economic competition with other ASEAN countries is expected to take place in the future. Under 

such circumstances, the country recognizes the necessity to enhance the ability of public employees 

also for the purpose of providing an investment environment for economic growth, and makes 

efforts to reinforce integrity, transparency and accountability in public service, etc. 

(b) The state of reform of the public employee system 

① Groundwork for the public employee system 

After the first general election, which was carried out in 1993 under the supervision of 

UNTAC, Cambodia is said to have restored stability with the second general election in 1998 

despite the political change in 1997. Under the first and the second royal government 

established by these two general elections, the framework of the country was formulated, 

including the promulgation of the new constitution; establishment of the National Assembly, 
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Senate of the Kingdom of Cambodia and National Audit Authority of Cambodia, development 

of the central government and local governments, etc. With regard to the public employee 

system, the basic legal framework was developed, such as through the establishment of the 

Civil Service Act, which is common to the national and local governments. In addition, the 

remuneration management of public employees has become electronically processed, and the 

remuneration level has been raised.

During the process of framework development, those who had the status of public employees 

but did not actually work were identified. Remuneration was paid to some of such people, 

which was considered a serious problem. Therefore, a survey was conducted concerning the 

work situation of public employees in 1995 and from 2000 to 2001. As a result of the survey, 

approximately 28,000 people who were not actually working were removed, but it is said such 

people have not been completely eradicated yet.

② The measures taken afterward

The governments following the third royal government, which was inaugurated in 2004 as a

result of the general election in 2003, have positioned the realization of “Good Governance” as 

the central goal of the “Rectangular Strategy”, which is a national development strategy aiming 

at the realization of “growth, employment, equity and efficiency”, and have worked on the 

measures to prevent corruption, judicial reform, administrative reform and military reform. 

Among them, for administrative reform, the national administrative reform program was 

formulated in which, concerning the public employee system, the remuneration was increased,

the category of government positions was simplified, etc.

Meanwhile in December 2013, the Ministry of Civil Service was established by integrating 

three organizations, namely, the Secretariat of Public Service, Council for Administrative 

Reform and Royal School of Administration, with the aim of reinforcing the personnel 

administrative agency.

B. Measures for Personnel Administration

(a) Recruitment examination

Public employees shall be initially appointed through the competitive examination carried out by

each ministry under the supervision of the Ministry of Civil Service. According to the reports issued 

by the external organs, etc., however, it is pointed out that initial appointment and promotion have 

been extensively implemented based on favoritism rather than competition. For instance, recruits are 

already determined in advance by political intervention, etc. prior to the examination.

Looking at applicants from the aspect of securing human resources, it is said that public service

is generally popular due to its high social status and various benefits, despite a low remuneration 

level. Nevertheless, it is also said that more excellent people prefer private companies, which offer 

better remuneration. Therefore, the Ministry of Civil Service makes efforts to secure human 
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resources for instance through making the public service more attractive, such as by improving 

public employees’remuneration, and at the same time, creating a program to recruit the candidates 

for senior officials at the Royal School of Administration, which is under the Ministry of Civil 

Service. 

(b) Human resource development 

Cambodia was deprived of human resources and social infrastructure due to the civil war, etc., 

and higher educational institutions had not sufficiently worked over a long period of time. As a result, 

the country does not have a sufficient number of public employees who have the ability to perform 

duties required for the administrative management. The future development of society and economy 

cannot be realized without securing senior official candidates and enhancing the abilities of public 

employees in general. Accordingly, there is a great need for training, such as reeducation. 

Under such circumstances, the Royal School of Administration was reconstructed in 1995 with 

ENA (École nationale d'administration) as a model and support from France as the training 

institution to develop the abilities of public employees. It offers initial training for senior official 

candidates, etc. and continuing training to reeducate employees with cooperation from other 

countries. The initial training comprises a two-year program for about 60 senior official candidates at 

university graduate level, and a one-year program for about 55 employees at junior college graduate 

level. The continuing training offers two courses for one year targeting about 115 employees at 

university graduate level, and about 85 employees at junior college graduate level. The trainees of 

the initial training for university graduate level, which recruits participants biennially, are expected 

as senior official candidates. For instance, their remuneration level after training is set higher than 

that of other regular employees. In fact, this training has achieved a certain result in that some 

trainees have been actually promoted to executive officials. 

On the other hand, whereas there is a great need for continuing training, such a need is not 

sufficiently met due to limited budget and facilities. Therefore, it is required to increase the budget 

for training, and to further reinforce the ability and the facilities of the Royal School of 

Administration. 

(c) Ethics of public employees and service discipline 

Partly due to an international reputation as a corrupt country, the Cambodian government 

recognizes that prevention of corruption is a top priority issue, which will be a key to realize “Good 

Governance.” Therefore, service disciplines, etc. were incorporated in the Civil Service Act, and the 

National Committee for Corruption Prevention was established pursuant to the Act on Corruption 

Prevention (2010). In addition, the Corruption Prevention Unit was created under the Council of 

Ministers (equivalent to the Cabinet). Furthermore, several measures have been taken, such as 

assigning personnel in charge of corruption prevention in each ministry, and mandatory periodic 

financial report of each employee. According to the reports from external organizations, however, it 
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is said that it is far from a situation in which these measures have achieved satisfactory outcomes.

In the meantime, it is recognized that it is necessary to establish a rule similar to the National 

Public Service Ethics Code in Japan that concretely prescribes the code of conduct for public 

employees, but one has not been established yet.

(d) Raising of the remuneration level

Pursuant to the Civil Service Act, the remuneration of public employees is set by Royal Decree,

which is issued by the King after proposal by the Council of Ministers and approval of the 

parliament. The remuneration of public employees consists of the basic salary and allowances, 

which are granted in accordance with the position. There is no regional allowance or bonus.

It is said that because the current level of public employees’ remuneration is not high enough to 

maintain their livelihood, a series of problem has been caused, including some public employees 

engaging in a second business so hard as to neglect their main duties, or other employees receiving

perks. Moreover, it is said that the low remuneration poses an obstacle to securing excellent 

personnel. For these reasons it is recognized as important to raise the level of public employees’ 

remuneration. In addition to the increase in the past, Prime Minister Hun Sen stated that the level of 

public employees’ remuneration will be raised from 2015 to 2018. With the public’s more critical 

eyes toward public employees, the Ministry of Civil Service recognizes the necessity to raise the 

awareness of the public service among public employees and to improve the administrative service 

in order to gain public understanding toward the remuneration increase.

(e) Performance management system

In 2005, the performance management system was introduced to evaluate the performance of

public employees every six months. This system is expected to be used for personnel allocation, 

promotion and training for employees who have a problem with ability, etc. But there are many 

challenges in implementing and using this system due to job description, which is premise for 

evaluation but has not been prepared yet, along with the practice of appointment through favoritism 

and lack of training opportunities, etc. 

What I expect from the NPA

Kong Sophy

Director General, General Department of Civil Service Policy, 

Ministry of Civil Service of Cambodia

(Secretary General of the Committee for the Reform of Civil 
 Service System)
2000 Assistant to Program Manager of National Program for Administrative Reform and advisor 

to H.E. Sok An, Senior Minister in charge of the Office of the Council of Ministers 
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2001 Director of the Governance Project, Council for Administrative Reform, Office of the 

Council of Ministers.

2005 Deputy Secretary General of the Council for Administrative Reform (CAR), The Office of 

the Council of Ministers, in charge of Governance Issues and Pay Reform Policy, and 

coordination of the PAR TWG.

2010 Chief of Court Management Section (CMS) in the Extraordinary Chambers in the Court of 

Cambodia (ECCC)

2014 Director General, General Department of Civil Service Policy, Ministry of Civil Service, 

and Secretary of Committee for Public Administrative Reform of Cambodia

Recently, the Ministry of Civil Service of Cambodia delegation undertook a study visit to 

Japan from 17 to 21 February 2015. The visit meetings were held with various government 

institutions of Japan such as: National Personnel Authority (NPA). As a result, the visit has provided 

some of key findings which reflected the strength of Human Resource Management, and 

Development, etc. from the Japan’s experience and practices.

The success of reform in Japan has started from the Meiji era, and consequently contributed 

to Japan civil service evolution and development. The Civil Service Management in Japan is based 

on expertise (recruitment and appointment based on qualification and merit system and 

examination), neutrality and fairness (pursuit of national interest, equal treatment, merit system, and 

remuneration based on duties and responsibilities), lifetime employment (livelihood security for life, 

guarantee of status), and dependency or anonymity (implementing agent of government policies, and 

follow national public service ethics act). 

One of the priority mission of MCS is to plan and implement the Policy on Human Resource 

in Civil Service and the National Program for Administrative Reform. 

Those seek to: 

• Improve the accountability, efficiency and reliability of public service deliveries;

• Strengthen human resource management, strengthen cadre management and deployment; 

• Public Administration Institute for long term and sustainable capacity development.

In general, the experience of Japan’s reform is useful to Public Administrative Reform in 

Cambodia, especially focusing on the experience of strict and fair human resource management and 

development for further improving Cambodia’s civil service and service delivery.

MCS is seeking assistance cooperation from the government of Japan, especially NPA, to 

support the public administrative reform program in Cambodia. The expectation of support 

cooperation from the government of Japan will provide a great experience of reform for Cambodia 

civil service on human resource management and development.

(2) Indonesia
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A. Overview of the public employee system and the state of reform 

After the declaration of independence from the Netherlands in 1945, the Constitution of 1945 

was established. Afterward, the Civil Service Act was enforced for the first time in 1974, prescribing 

the basic issues of the public employee system, such as the type, initial appointment, promotion and 

service discipline, etc. The government launched the system to entrust the appointment of public 

employees to the head of each ministry, who is an appointer, but an integrated screening examination 

targeting all ministries, which has been implemented in Japan, is not introduced yet. 

Under President Joko Widodo, who took office in 2014, the Civil Service Act was amended to 

establish the public employee system with higher-level transparency, specialization and dedication 

with a view to eliminating appointment through favoritism and eradicating discrimination. More 

concretely, the Civil Service Act specified for the first time the merit system, where personnel 

management shall be carried out based on qualifications, ability and performance and free of any 

discrimination on the basis of political background, race, skin color, religion, gender, marital status, 

age or physical disability. In addition, the “National Committee Concerning Civil Service Agency” 

was established. The function of this committee is to supervise each ministry in order to ensure the 

realization of the merit system. At present, seven committee members, including the former 

Chairman of the National Civil Service Agency and the former president of university, etc., have 

been selected. 

B. Measures for Personnel Administration 

(a) Recruitment examination 

With regard to initial appointment of public employees, each ministry recruits and selects the 

employees based on the recruitment plan approved by the Minister in charge of Administrative 

Reform. 

Each ministry conducts documentary examinations of the applicants, and the successful 

candidates take the basic ability test carried out by the National Civil Service Agency to judge if they 

have the basic ability required for public employees. The basic ability test comprises a general 

knowledge examination, academic ability examination, and examination to determine maturity level. 

Information and communications technology is being used to reform the procedure for 

recruitment and application as well as the implementation of the basic ability test. First, online 

recruitment and application were launched in 2013. Now, all ministries use the online system and 2.7 

million applications were received for around 100,000 posts available in 2014. In addition, the 

implementation of a computer-based basic ability test has expanded rapidly. With support from the 

Ministry of National Education, the computer-based examination was conducted at all examination 

sites (469 sites) in 2014 by using the computer rooms at universities, etc. 

With the aim of preventing cheating in the basic ability test and enhancing the transparency of 

the process, over 40,000 questions for the basic ability test are stored in a database, each examinee 
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answers a different combination of questions using the computer assigned to him/her, and the 

examination result for each examinee is displayed upon completion of the test on a screen in a 

different room from the one where the examinee took the test. 

Each ministry conducts interviews as the second-stage examination with the successful 

candidates of the basic ability test to decide recruits. Each ministry may carry out the technical 

ability test as part of the second-stage examination when it is necessary to judge if the applicants 

have the specific technical ability required for particular government posts. 

It is said that securing fairness throughout the process of examination and recruitment is 

considered to be an issue that should be addressed. 

(b) Training 

The training for public employees comprises the cross-ministerial training carried out by the 

National Institute of Public Administration along with the one conducted by each ministry. 

The training carried out by the National Institute of Public Administration consists of the 

stratified training program, the completion of which is a prerequisite for promotion, and other 

programs, including theme-based training. There are four kinds of stratified “Leadership Training 

Program” ranging from Level 1: Undersecretary-level Promotion Training to Level 4: Director-level 

Promotion Training. 

Among them, “Leadership Training Program” (Level 1) is a program offered to candidates for 

the promotion to executive posts, such as Undersecretary (designed for the Director-General level 

officials). The National Institute of Public Administration and the National Defense Institute, which 

is an umbrella organization of the Defense Institute of the Indonesian National Armed Forces, 

implements this training program, in which the executives of private companies, such as banks, also 

participate along with public employees at the Director-General level. 

“Leadership Training Program” aims at developing the ability to lead reforms or changes in 

addition to the technical and managerial skills of trainees, who are expected to create an action plan 

and to enhance their ability as the concrete result of training. Currently, efforts are being made to 

improve the training technique and to enhance the abilities of instructors and facilitators. 

Additionally, the implementation status of the action plan, which was created by each trainee, shall 

be confirmed as the evaluation after the training. 

(c) Ethics of public employees and service discipline 

It is said that, in Indonesia, it is common for public employees to demand illegal payment related 

to public service, and police/public prosecutor agencies are not an exception. With such public’s low 

trust and the surge of public criticism against corruption by high-ranking government officials, the 

Corruption Eradication Commission was established in 2003, apart from the existing police/public 

prosecutor agencies. This Commission has the authority for investigation and prosecution of the 

corruption cases of more than ten billion rupiahs in which the national government agency is 
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involved. A total of 396 people became suspects and accused as a result of the investigation 

conducted by the Commission over the ten years from 2004 through 2013 including 73 national/local 

assembly members, 11 Ministerial-level officials, 4 ambassadors, 10 state governors, 35 prefectural 

governors/mayors, 114 high-level government officials, and 9 judges/prosecutors. 

(d) Remuneration  

The remuneration of public employees comprises basic salary and various allowances, including 

family allowance, food allowance, executive allowance, special duty allowance and special region 

allowance, etc. 

Concerning the remuneration level, the level for the officials at the mid-level or lower is almost 

the same as that in the private sector, but the level for senior officials is lower than that in the private 

sector. 

The remuneration is set in accordance with the rank of government posts, but in fact, the length 

of service was conventionally used as the important decisive factor for remuneration. With the 

amendment of the Civil Service Act in 2014, promotion has become decided based on the rank of 

government post, performance evaluation, etc. 

(e) Performance evaluation system 

The performance evaluation system was introduced in 2011. At the beginning of every year, each 

employee sets the goal of his/her duty based on the agreement with the superior in accordance with 

the business plan of the department he/she belongs to. An interim assessment concerning the 

progress situation of the duty toward the goal is conducted every three months. 

The performance evaluation is conducted to determine promotion, and 60% of the evaluation is 

based on the performance achievement while the remaining 40% is based on the behavior evaluation. 

The performance evaluation of the employee is carried out based on the performance record 

prepared by his/her superior, and the behavior evaluation is implemented based on 360 degree 

evaluation. 

Obtaining a certain level of grade in the performance evaluation is a prerequisite to be 

recommended as a candidate for promotion. 

(3) Malaysia 

A. Overview of the public employee system and the state of reform 

The origin of the public employee system in Malaysia dates back to the period of British rule, 

and a standardized recruitment examination was carried out in the latter half of the 19th century. 

Since the declaration of independence in 1957, the reform of the administrative and public 

employee system in Malaysia has been carried out in conjunction with the country’s development 

plan. From the 1960s to the 1970s, the scale of the administration was expanded in order to meet the 

needs of the development policy. From the 1980s to the 1990s, the goal was to promote the 

efficiency and streamline the administration, etc., and efforts were made to promote privatization 
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and to reduce the burden on the government’s finance and administration. Early in the 2000s, the use 

of information and communications technology was advanced. At the same time, coordination of 

various stakeholders’ interests, including consumers, the private sector and NGOs, etc., also became 

one of the important duties of the administration. At present, the reforms of the politics, economy, 

society and administration have been implemented in an integrated manner with an eye toward 

becoming a developed country by 2020. It is essential in order to realize the reform of the public 

employee system to promote these reforms, and especially the new reforms require to secure 

excellent human resources, and a review of the personnel management policy has been implemented 

for that purpose. 

In recent years, a review was conducted on the entire remuneration structure, including 

consolidation and creation of the schemes of service and review on the ratings of government posts 

to cope with the change in administration, such as privatization, through the addition of the ranks 

and pay steps offering opportunities for promotions and pay rises. These measures were taken to 

increase opportunities for promotion, motivate employees and maintain excellent personnel. 

Since 2010, the government has promoted various reform programs, including measures relating 

to improvement in administrative management. In the field of personnel administration, the 

government has worked on the reinforcement of measures to secure human resources, improvement 

in training, review on the remuneration system and reduction of posts. 

B. Measures for Personnel Administration 

(a) Recruitment examination 

The Constitution stipulates that the authority to appoint the Federal General Public Services shall 

be granted to the Public Services Commission. The Federal General Public Services are recruited for 

each scheme of service, and the Public Services Commission implements the recruitment 

examinations for schemes of service with some exceptions. The Public Services Commission carries 

out the recruitment examinations in an integrated manner for the scheme of service of Administrative 

and Diplomatic Service, who are initially appointed and developed as the candidates for senior 

officials. The general recruitment procedures include registration of the candidates, examination of 

eligibility requirements, implementation of the recruitment examination, qualification selection at 

the Assessment Center, and implementation of interviews. The procedures from registration to the 

implementation of recruitment examination have been made online. 

In the recruitment examination, which comprises the basic ability test (comprehension/analytical 

ability, arithmetical reasoning, data analysis, etc.) and psychological test, the examinees have to 

answer many questions during a short period of time. Therefore, they cannot pass the examination if 

they try to find an answer by using the Internet, telephone, etc. The qualification selection, which is 

carried out at the Assessment Center over one to three days, includes a case study, presentation, and 

debates in accordance with the content of duty for each scheme of service and based on the requests 



40

11 

from ministries. The selection aims to examine behavior/skill/knowledge, communication ability, 

discipline, confidence and the ability to work in a group, etc. The interview is jointly conducted by 

the Public Services Commission and the ministries to initially appointment employees aiming at 

evaluating the nine competencies, namely speed, accuracy, integrity, productivity, creativity, 

innovation, loyalty, openness, and understanding and support of others by examining the attitude or 

behavior characteristics displayed by the examinees under the given circumstances based on past 

experience.

For the purpose of securing excellent human resources, several measures are taken, such as

online procedures, interviews at night and on weekends to enhance convenience, and PR activities

targeting students and minorities. In addition to these measures, “the Talent Acceleration in the 

Public Service” was launched in 2011 with the aim of expanding the pool of human resources for 

public service in the future despite sufficient applicants for public employees (75,000 people were

initially appointed out of 1.6 million applicants in 2014) due to the remuneration level of public

employees that is competitive enough to that of the private sector. This is the program in which the 

Public Service Department selects applicants who graduated from universities at home or abroad on 

the scholarship of the Public Service Department, initially appoints them with terms of two years,

provides them with the opportunity to learn practical business at two ministries for around one year

each after the orientation for about three weeks, and officially appoints the personnel who achieved 

excellent results as candidates for “Administrative and Diplomatic Service”. According to the report 

issued by the Public Service Department in 2013, 62 officials, who completed this program, were

initially appointed in public service. (Meanwhile, the number of students who graduated from

universities abroad on the scholarship of the Public Service Department was 1,698, while those

graduated from domestic universities totaled 6,205 in 2013.) 

(b) Human resource development

Recognizing the importance of awareness-raising of employees to implement the administrative

reform, the training for senior officials focuses on the subjects relating to the values required for 

public employees and leadership to promote the reform for the purpose of awareness-raising of 

senior and managerial personnel.

The government policy makes it mandatory for each ministry to allocate 1% of personnel 

expenses to training costs and employees are supposed to participate in training for more than 7 days 

a year. In addition, aiming at making 90% of training programs in the entire government conducted 

online, an e-learning program started four years ago.

Public employees in Malaysia are classified into two categories, namely officials who may be 

transferred to other ministries (Administrative and Diplomatic Service, etc.) and those who may not 

be transferred to other ministries and moved only within the same ministry or department (auditors, 

etc.). Managerial personnel and middle managers of the former category (from the Assistant Director 
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level to the Department Director level) are developed as generalists.

Looking at the development of “Administrative and Diplomatic Service” who are initially 

appointed and developed as senior official candidates from the beginning, they take the training for 

12 months in total after passing the examination. The training comprises the Diploma in Public 

Management for 7 months at the National Institute of Public Administration, which is the affiliated 

organization of the Public Service Department, and the Postgraduate Diploma in Public 

Administration at the graduate school of University of Malaya for 5 months. The Administrative 

Management Course has been composed based on three concepts, namely professional education, 

attitude and activity. The content of the training includes education on finance, economy and 

leadership, etc. along with around two-week on-the-job training at various field sites in public 

service, such as fire brigade, armed forces and traffic police, etc. and emergency management. Even 

after the completion of these training programs and assignment to each ministry, a series of 

leadership development programs are prepared for the Administrative and Diplomatic Service. For 

instance, when promoted to the Department Director level, they are required to take the advanced 

leadership development and assessment programme. This training does not guarantee promotion to 

senior officials (the rank higher than Department Director), but the candidates for promotion are 

selected based on the results of performance evaluation and competency evaluation in addition to the 

result of this training program. Regarding the promotion model of Administrative and Diplomatic

Service, it seems that the officials are initially appointed to the entry-level rank of the Assistant 

Director level at 25, transferred/promoted every 5 years on average, and promoted to senior officials 

(ranks higher than Department Director) at 45 at the earliest. Recently, Administrative and 

Diplomatic Service are likely to be promoted faster than before, which serves as one of the driving 

forces to secure excellent personnel.

(c) Ethics of public employees and service discipline

Corruption undermines confidence in the government, affects private investment, and 

significantly hinders the country’s economic development. Therefore, corruption prevention is 

one of the main six factors of the government’s reform program and recognized as the important 

issue for the reform of public employee system. 

Pursuant to the Act on the Anti-Corruption Commission of Malaysia of 2009, the

Malaysian Anti-Corruption Commission was established as the agency specializing in 

anticorruption (with approx. 2,000 employees). This Commission is in charge of anticorruption

measures in both the private sector and the public sector. The responsibilities of the Commission

include detection and investigation of suspected violation stipulated by the said Act, advice on

anticorruption; and education for the people concerning corruption. In addition, the Commission

makes efforts to strengthen the anticorruption measures through dispatching its officials to ministries 

at high risk of corruption.

12 



42

13 
 

This Act prescribes the crimes by public employees, such as bribery, more extensively than the 

Penal Code. According to the report issued by the Commission, 176 (34.6%) out of 509 of those 

arrested and 119 (41.2%) out of 289 of those indicted in 2013 were public employees. When the 

public employee’s violation of service discipline is identified in the investigation, etc., the 

Commission makes a report of the fact concerned to each ministry, which takes necessary measures 

based on the report. (In 2013, sanctions, such as disciplinary action, etc. were imposed by each 

ministry in 243 cases out of 279 reported.) 

Aiming at strengthening the measures for anticorruption, the Commission established the Agency 

Integrity Management Division in 2013, and each ministry also developed an Integrity Units. The 

objectives of the division include inhibition of criminal acts, inhibition of ethics violation, and 

reinforcement of Good Governance through internal control relating to integrity. 

(d) Remuneration  

The remuneration is paid in accordance with duties and responsibilities, and as a prerequisite, 

qualifications for the duties and participation in training are required. Furthermore, rating to the 

grade of each scheme of service is determined in consideration of correlation and equivalence among 

schemes of service from the standpoint of fair treatment. 

In principle, the salary schedule is prepared respectively for 21 service classification into which 

similar schemes of service are put together, and the grades are established for each salary schedule 

based on degree of responsibility and complexity of duty. The remuneration comprises basic salary, 

fixed allowances and other allowances which have variable factors. The remuneration level of public 

employees is the same or higher than that of the private sector, which is one of attractive features of 

public service. 

(4) Myanmar 

A. Overview of the public employee system and the state of reform 

After the independence in 1948, the socialist regime was born, triggered by the military coup 

d’état in 1962. The democratization movement that started in 1988 collapsed this regime. During the 

process of stabilizing the situation, however, armed forces took over the government again. To meet 

the demand on democratization, the government unveiled the “Road Map” in 2003 with seven steps 

toward democratization, including passage of the Constitution by the national referendum, and 

implementation of fair election, etc., and launched the measures to become a modern and democratic 

nation. The new Constitution was ratified by the national referendum in 2008, and the current Thein 

Sein’s administration was inaugurated in 2011 as a result of the general election. This administration 

has worked on democratization, reinforcement of the rule of law, national reconciliation and 

economic reform, etc. As part of the development of social infrastructure and various legal systems, 

the Civil Service Act, which stipulates the basic issues of personnel management of public 

employees, was enforced in 2013. Aiming at personnel management based on ability and 
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performance, the Civil Service Act prescribes initial appointment and remuneration of employees, 

service discipline, as well as promotion based on examination and personnel evaluation. The public 

employee system, however, is still in the process of development with a high proportion of officials 

with military background among senior officials. 

B. Measures for Personnel Administration 

(a) Recruitment examination 

With regard to recruitment of “Gazetted Civil Servants”, who are in charge of planning, 

management and implementation of policies in each ministry, the Union Civil Service Board solely 

conducts written tests, psychological tests and individual interviews for impartial and fair 

examination. The pass rate of the recruitment examination of “Gazetted Civil Servants” is less than 

10%. Despite its popularity, efforts are being made to secure more competent human resources, for 

instance improving remuneration, etc. 

On the other hand, each ministry conducts recruitment of “Ungazetted Civil Servants”, including 

employees who are specializing in administrative assistance and skilled/labor-related work in each 

ministry. About 90% of employees are “Ungazetted Civil Servants”. 

(b) Human resource development 

To improve ability of public employees, the Central Training Institute for Civil Servants, which 

is established under the Union Civil Service Board, provides training for public employees at each 

rank. Participation in such training is considered favorably for promotion. Putting emphasis on the 

ability development of senior officials for the purpose of realization of Good Governance, 

improvement in public service and the administration without corruption, etc., the government 

provides training programs which are designed to improve management ability, to strengthen ability 

to make strategic plans, and to understand ethics of public employees. Among them, the training 

programs focusing on improvement of management ability were carried out under the direction and 

supervision of the federal government targeting the Director level in 2013 and the Department 

Director level in 2014, aiming at enhancing operational efficiency and general knowledge of the 

employees. The length of both training programs was two months. During the first one month, each 

Minister, Senior Vice Minister and various experts in the country delivered lectures. Nevertheless, 

due to difficulty in securing lecturers with sufficient knowledge and ability at present, experts were 

invited from other countries to offer lectures during the last one month. It is necessary to educate 

training instructors and to develop/improve materials for the training in the future. 

(c) Ethics of public employees  

As the measure to improve employee’s sense of ethics, the ethics training, such as “Maintaining 

Ethics of Civil Servants and Anticorruption”, is carried out at the Central Training Institute for Civil 

Servants. 

Whereas the government focuses on the training to improve employees’ awareness of ethics, it is 



44

15 
 

difficult at present to implement its original ethics training due to the difficulty in preparing teaching 

materials and securing instructors for the training. 

(d) Raise of the remuneration level 

With regard to the remuneration of public employees, employees shall have the right to equally 

obtain salary, commuting allowance and other allowances based on the rules, etc., under the 

principle of equal pay for equal work as stipulated in the Civil Service Act. 

The remuneration of public employees is deemed lower than that in the private sector. 

Nevertheless, since the inauguration of the new administration in 2011, the remuneration has been 

gradually raised, and the upward trend is expected to continue in the future. 

(5) Republic of the Philippines 

A. Overview of the public employee system and the state of reform 

The Philippines has a long history in the public employee system. After the start of the U.S. rule 

in 1898, the civil service law (Public Law No.5) based on the merit system was established by the 

U.S. governing institution in 1900. In 1901, the remuneration-related law was enforced, and at the 

same time, the examination for public employees started. In 1935, under the Commonwealth of the 

Philippines (the government for independence preparation), the Constitution of 1935 was established 

prescribing the merit system as the basic rule to appoint public employees. 

In 1973, the Civil Service Commission, which is the central personnel administrative 

organization, was positioned as an independent agency of the constitution in accordance with the 

amendment of the constitution. The Commission endeavors to secure the merit system lest the career 

service employees becomes politically appointed. Commissioners of the Civil Service Commission 

also participates in the examination of qualifications for appointment when appointing employees to 

senior posts under the Career Executive Service Board, which was launched in 1976. 

After the February Revolution in 1986, the civil service law (the Administrative Code of 1987) 

was amended in conjunction with the establishment of the Constitution in 1987. Consequently, the 

personnel authority was decentralized and the number of public employees was reduced as a result 

of empowerment of local governments and privatization of national enterprises, etc. 

As stated above, efforts have been made in the Philippines to improve the public employee 

system since the beginning of the 20th century. Nevertheless, it is said that corruption and 

administrative inefficiency remain a challenge today. 

B. Measures for Personnel Administration 

(a) Recruitment examination 

① Types of public employees 

Public employees comprise career service employees with guarantee of status and without 

any term of office, and non-career service employees with a limited term of office without 

guarantee of status. 
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Career service employees are initially appointed through competitive examinations based on 

the merit system. On the other hand, the merit system is not applied to non-career service 

employees, who are initially appointed through methods other than competitive examinations. 

The public employees with a term of office, including the heads of each ministry, contracted 

employees and those urgently recruited, fall under this category. Non-career service employees 

occupy nearly 10% of all the public employees. Meanwhile, non-career service employees 

account for about half the Career Executive Service (officials at Deputy Director-General level 

to Vice-Minister level). 

② Examination for specialists 

Career service employees are initially appointed after passing examination for specialists, etc. 

conducted by the Civil Service Commission to acquire the civil service eligibility and taking the 

recruitment examination (interview, etc.) carried out by each ministry. 

The applicants of the examination for specialists conducted by the Civil Service Commission 

shall be age 18 or above and have the citizenship of the Philippines, but educational background 

does not matter. The content of examination is designed to measure basic ability, including 

vocabulary, reading comprehension, arithmetical reasoning and quantitative thinking. The civil 

service eligibility can be obtained by passing this examination. 

In addition, those who apply for vacant posts of Senior Executive Service of career service 

employees are required to obtain the qualification for appointment as Career Executive Service, 

in addition to the civil service eligibility. The examination carried out for that qualification by 

the Career Executive Service Commission, which consists of Commissioners of the Civil 

Service Commission and intellectuals outside the Commission, is comprised of an interview 

and a written test to examine honesty, management ability and leadership. 

Meanwhile, the examination to obtain the civil service eligibility is currently going through a 

shift from the paper-based examination to the computer-based one through installing computer 

rooms at the headquarters of the Civil Service Commission and 16 regional offices across the 

country. 

③ Process of initial appointment and promotion 

Initial appointment and promotion of career service employees are carried out through 

application for vacant posts. In principle, each ministry makes a public announcement of vacant 

posts on the website, etc., and people who have the qualification for each vacant post can apply. 

Each ministry organizes the Personnel Selection Board with around five members comprising 

senior officials of the ministry and the representatives of employees’ organizations, etc., which 

evaluates applicants by conducting an interview, etc. The head of each ministry, who is an 

appointer, decides recruits respecting the evaluation made by the Personnel Selection Board. 

As for promotion, employees can apply for a vacant post one rank above the current post. 
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The Personnel Selection Board conducts an evaluation based on result of interview, etc. and 

performance evaluation. 

Non-career service employees account for about half of the Career Executive Service, and it 

seems a problem from the viewpoint of thorough application of the merit system. 

④ International cooperation in the field of recruitment examinations

The Philippines carries out technical assistance to the ASEAN countries in the field of

recruitment examinations for public employees. Each member country of the ASEAN 

Conference on Civil Service Matters, in which the central agencies for personnel administration 

of the ASEAN countries participate, establishes the ASEAN Regional Center in the area where 

the member countries are to excel for the purpose of sharing information and strengthening 

mutual learning. Due to its innovative approach in the field of examination, the Philippines 

takes the role of the ASEAN Regional Center for testing. The Philippine Civil Service 

Commission hosted the “Conference and Workshop on Testing and Examination in Public 

Service” in November 2014 aiming at narrowing development gap in the area of testing in the 

ASEAN countries. 

(b) Human resource development 

In addition to training implemented by each ministry, the Civil Service Commission carries out 

cross-ministerial training targeting officials of all ministries. Among them, training targeting Career 

Executive Service officials and their candidates is conducted by Development Academy of the 

Philippines, which is an organization to develop executive personnel, in partnership with the Civil 

Service Commission. In addition, the Civil Service Commission is currently working on the 

development of training based on competency with a view to properly developing ability for each 

government post. 

(c) Ethics of public employees and service discipline 

The code of conduct of public employees stipulates dedication to the citizens, professionalism, 

fairness and honesty, ethnic consciousness and patriotism, democracy, and simple living. 

Additionally, public employees are prohibited from engaging in political activity and holding a side 

business. It is also prohibited to initially appoint a relative within the third degree of relationship 

with the head of each ministry to the ministry concerned. 

Public employees are entitled to the right to organize. They, however, cannot negotiate basic 

working conditions, such as remuneration and are not granted the right to strike, either. 

With the establishment on the Act on Business Improvement in 2007, the Civil Service 

Commission conducts unannounced on-site inspections at each ministry with the aim of thoroughly 

preventing corruptions and streamlining administration. 

(d) Remuneration  

The remuneration of public employees is institutionalized based on the four principles, including 



47

18

1) equal pay for equal work 2) balance between the public and private sectors, 3) motivation for

continued service and 4) observance of the Act on Minimum Wage.

It is constitutionally required to standardize the remuneration of public employees of the national 

and local governments as well as public corporations. Therefore, the same salary schedule is applied 

to all public employees, including Congress members and high-level government officials, with a 

single remuneration system.

The grades in the salary schedules range from the first grade (laborer) to the 33rd grade 

(President). Clarification of each post is conducted by the Department of Budget and Management. 

The remuneration system is integrated with the government post classification system, and both 

systems shall be amended simultaneously.

A balance is expected to be maintained between the remuneration level of public employees and 

that in the private sector. The remuneration level of public employees, however, is decided within the 

range of the budget, and consequently, lower than that in the private sector. The higher the 

government position is, the bigger the gap becomes.

(e) Performance evaluation system

With regard to performance evaluation system, each ministry establishes and implements a

system based on the guidelines provided by the Civil Service Commission. Generally, evaluation is 

conducted every six months. The goal is set at the beginning of the term, and the evaluation is 

conducted at the end of the term.

Employees are notified of the evaluation result, which is utilized as a guideline for the 

employees’ capacity building, reward and punishment, promotion and participation in training. If an 

employee is dissatisfied with the evaluation result, he/she may file an appeal to the ministry he/she 

belongs to no later than 15 days after receiving the result.

What I expect from the NPA

Cayetano Woo Paderanga, Jr.

Chairman, Board of Trustees, Development Academy of the Philippines (DAP) 

1990

1991

1993

2001

2004

Secretary of Socio-Economic Planning and Director-General 

of the National Economic Development Authority (NEDA) (~1992)

Member of the Monetary Board of the Central Bank of the Philippines (~1992) 

Professor at the University of the Philippines School of Economics (up to the present) 

Member of the Monetary Board of the Central Bank of the Philippines (~1999) 

Executive Director of the Asian Development Bank (ADB) (~2003)

President of the Philippine Stock Exchange
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2010 Secretary of Socio-Economic Planning and Director-General of the NEDA (~2012)

2012 Chairman, Board of Trustees, Development Academy of the Philippines (DAP) 

The Philippines has embarked on a broad transformation and bureaucratic reform program in 

connection with the government’s anti-corruption and good governance campaign and overall 

development thrust.  It has, among other things, implemented a Result-based Performance 

Monitoring System (RBPMS) and Performance-Based Bonus system (PBB) and has revived the 

National Government Career Executive Service Development Program [(now called the Public 

Sector Management Development Program (PMDP)] a dormant training program for senior 

government officials to hone the competencies of high-level civil servants and produce a cadre of 

successors to executive positions (third level) in the government. PMDP is implemented by the 

Development Academy of the Philippines (DAP), a government training institution mandated to 

foster and support the developmental forces at work in the nation's economy through selective 

human resource development programs, research, and extension service. 

Hand-in-hand with the shaping of future public leaders, it is equally important to strengthen 

the entire public sector human resource who will implement the policies and programs of 

government. To this end, the DAP together with the Civil Service Commission, the Department of 

Budget and Management, the Department of the Interior and Local Government, and the National 

Economic Development Authority is spearheading the formulation of the Public Sector Human 

Resource Development Plan (PSHRMDP) which shall cover a continuing program of career and 

personnel development for all levels of the Philippine bureaucracy.  

The formulation of a strategic HRD plan for the Philippine public sector could benefit from 

path-breaking and best practices of benchmark public sector human resource development 

institutions such as the Japan National Personnel Authority (NPA) and the National Institute of 

Public Administration (NIPA) whose functions are very similar to the DAP. In particular, the 

Philippines could learn from the Japanese merit-based system of recruitment and selection of 

prospective civil servants, training and career development throughout the life-cycle of civil 

servants, compensation and performance management. Noteworthy for further study and exchange 

of ideas between the Philippine Government (which adopted an open system) and the Government of 

Japan (which is more of a closed system) are the topics of human resource planning, deployment, 

development and cross-posting across ministries/departments, ethics, promotion and retirement from 

public service.  

(6) Kingdom of Thailand

A. Overview of the public employee system and the state of reform

In 1928, the Civil Service Act, which serves as a foundation for the public employee system, was
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established in Thailand, prescribing the merit system principles and the fair personnel management 

system, including open and competitive recruitment, classification criteria for government posts, 

remuneration structure, disciplinary standards, and establishment of the Office of Civil Service 

Commission.  

Later, the job classification system was introduced by the revision of the Civil Service Act in 

1975. In conjunction with this, job description system was improved and remuneration system was 

amended. In addition, it was stipulated that the main role of the Civil Service Commission is to 

implement unified management policy for public employees and make advice to the Cabinet. 

After the 1980s, the Civil Service Act was revised in 1992 based on recognition of the 

importance in securing employees’ ability to perform their duties and raising morale through 

reforming employees’ attitudes. As a result, the salary schedules were revised to raise salary, and 

reform in capacity development by training were carried out. In addition, the function of the Office 

of Civil Service Commission to coordinate personnel management was reinforced in order to 

increase effectiveness of the reform. 

In 1997, the Asian Currency Crisis broke out, affecting not only economy but also administration 

and justice. Triggered by this crisis, the civil service reform aiming at personnel management based 

on the merit system and the judicial reform were carried out. In the same year, the new Constitution 

was promulgated with the objective of promoting transparency and fairness in politics. In response 

to this, the National Anti-Corruption Commission was established for the purpose of preventing 

corruption and injustice. Efforts were also made to strengthen the merit system principles in the 

public employee system. In 2008, the Civil Service Act was revised, aiming at strengthening fairness 

and transparency in public service, reinforcing the merit system, remuneration in accordance with 

performance, balancing work and family life, and decentralizing decision-making concerning 

personnel management. 

It is said that even today, corruption and abuse of power still persistently exist. Therefore, the 

government is working hard to raise ethical awareness of public employees and to prevent corruption. 

The Office of Civil Service Commission also has strengthened measures for that purpose. 

B. Measures for Personnel Administration 

(a) Recruitment examination 

The Civil Service Act of 2008 stipulates that recruitment examinations shall be implemented in a 

fair and transparent manner, based on the merit system principles. The Office of Civil Service 

Commission shall establish the standards, etc. for recruitment and initial appointment in order to 

guarantee fairness in recruitment and initial appointment conducted by each department. In addition, 

the personnel from the Office of Civil Service Commission shall participate in selection as the 

member of the personnel selection committee that is established in each department. 

The competitive examination for recruitment comprises the general common test implemented 
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by the Office of Civil Service Commission and the specialized ability test conducted by each 

department targeting those who got the score of over 60% of the total in the general common test. 

The names of successful candidates who passed this examination are put on the list of candidates for 

initial appointment in order of score. 

Concerning securing of human resources, not so many students from the top three excellent 

universities in Thailand apply for the competitive examination. Therefore, in addition to raising the 

remuneration level, the Office of Civil Service Commission has promoted the measures to realize a 

better working style emphasizing work-life balance. Additionally, the staff of the Office of Civil 

Service visit these universities to recruit excellent students. 

(b) Human resource development 

The Civil Service Training Institute, which was established in 1980 under the Office of Civil 

Service Commission as the central training institute, develops and implements the 

cross-departmental training in the fields common to each department, such as the management 

development course. In addition, the Institute conducts research and evaluation relating to human 

resource development in public service and supplies the training materials for human resource 

development to each department. 

Currently, based on the strategy for human resource development in public service, which was 

formulated in 2014, the Institute is implementing training focusing on five issues as the strategic 

plan, namely strategic development of public employees who can respond to changes; 

intergenerational and diverse personnel management; human resource pool of talented officials; 

career planning and career development; and specialization of personnel management. 

The Civil Service Training Institute provides training targeting extensively from recruits to 

managerial personnel such as the leadership training programs designed for senior officials and 

young officials with high abilities; the training program to develop specific abilities, for specialists 

in personnel management, etc.; and the initial administrative training program for recruits. 

Additionally, the training program for promotion up to executive positions and the initial 

administrative training program for recruits are compulsory for the employees concerned. In 

particular, the training program for promotion targets officials who are in executive positions, 

managerial positions or knowledge worker positions, and participation in this training program is 

mandatory for promotion. 

Moreover, for candidates for executive officials, the Office of Civil Service Commission 

developed “High Performance and Potential System”, which is common to each department, with 

the aim of offering preferential opportunities for transfer or training, etc., to gain extensive work 

experience. The employees qualified for this course are likely to be promoted faster than other 

employees. 

(c) Ethics of public employees and service discipline 
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With regard to the ethics of public employees, the Office of Civil Service Commission is 

responsible for enhancing the awareness of ethics, etc. In 1999, the Ethics Promotion and 

Information Center was established under the Office of Civil Service Commission with the 

objectives of preparing guidelines, public relations, conducting training, etc. to enhance the 

awareness of ethics and prevent corruption. 

With the aim of promoting integrity and ethically correct conduct of politicians and public 

employees, the Code of Ethics for Civil Servants, which was issued as the Royal Decree in 2009, 

prescribes the guidelines for the code of conduct, the campaign to enhance awareness of ethics, and 

the system of reward and commendation for ethics maintenance. More specifically, the Code of 

Ethics stipulates 10 general rules to maintain ethics, including the function of ombudsman, 

protection of employees who comply with the Code of Ethics, securing of independence of the 

system for ethics maintenance, and prohibition against violations and evasions of law, etc. The Code 

of Ethics also illustrates specific prohibited activities, such as prohibition against demanding or 

receiving gifts, and against using the information obtained in the public duty for personal purposes, 

etc. 

Concerning the control of corruptions, the National Anti-Corruption Commission was 

established pursuant to the Constitution of 1997 to handle the corruption cases, including the ones 

committed by politicians and high-level officials. Due to an increase in the number of cases handled 

by this organization, however, the Public Sector Anti-Corruption Commission was established under 

the Department of Justice in 2007 to deal with the corruption cases committed by public employees 

at Division Director level or below. Since its foundation, this Commission has handled around 

17,000 cases. The Commission has dealt with such a large number of cases because each department 

does not impose a disciplinary action prior to prosecution for a crime. In addition, in most of the 

cases, investigation started responding to reports from people who were treated unduly, or third 

persons who learned of people who received benefits from the public employee. 

(d) Increase of the remuneration level 

The remuneration and duty-related allowances for general civil servants are prescribed by the 

Civil Service Act, which stipulates that salary increase of up to 10% may be implemented by the 

Executive Order. 

The Office of Civil Service Commission shall study the remuneration revision and make a report 

of necessary revisions to the Cabinet. Price index and the state of remuneration in the private sector 

are mainly taken into consideration when examining remuneration revision. The Office of Civil 

Service Commission conducts the survey on the private companies’ remuneration every two years by 

using the Fact-finding Survey of Pay Rates in Private Enterprises in Japan as reference. The level of 

remuneration of public employees is much lower than that in the private sector, and a five-year plan 

to improve the remuneration of public employees was formulated in 2011. A remarkable 
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improvement has been made so far, but still, it is said that the remuneration level of public 

employees is 30% lower than that in the private sector on average. 

Furthermore, due to a wide regional disparity in living costs, the government is considering 

introduction of regional allowance in accordance with the gap. 

(e) Personnel evaluation system 

The Office of Civil Service Commission developed and introduced the personnel evaluation 

system, in which officials holding a supervisory position conduct personnel evaluation of their 

subordinates. The personnel evaluation of individual employee comprises performance evaluation 

and competency evaluation, and the result of evaluation is used for pay rise, promotion, dismissal, 

and enhancement of work efficiency as well as motivation. Furthermore, the performance goal of 

each employee is linked to the organization’s goal set by the agency to which the employee 

concerned belongs so that the evaluation of each employee helps to improve the performance of the 

entire agency. 

Although the personnel evaluation system has some problems, such as the tendency to be 

evaluated as the standard level and no clear difference in the result of the large burden imposed on 

superiors who conduct evaluation, it is not considered that revision of the system itself is necessary. 

 

(7) Vietnam  

A. Overview of the civil servant system and the state of reform  

(a) Development of the civil servant system in Vietnam, and necessity of civil service reform  

As the economy has developed smoothly under the Doi Moi Policy, which focuses on the 

introduction of market economy system as well as reform and market-opening, the administrative 

reform has been also carried out in full-swing. The civil service reform has been implemented 

aiming at reduction of the bloated number of civil servants; appointment based on competency and 

performance without favoritism; enhancement of the ability and motivation of civil servants; and 

anticorruption, etc. The reform in the public sector, however, has a profound political and social 

impact, and thus, it has been carried out carefully. 

 (b) State of the Civil Service Reform 

① Establishment of the Law on Cadres and Civil Servants  

In Vietnam, civil servants were conventionally managed by various laws and regulations. In 

addition to those who are concerned with the exercise of public authority, those who engaged in 

the public service at hospitals, schools, research institutes, etc., and those who engaged in 

corporate activities such as of national corporations were handled as civil servants. It was said 

that civil servants include people with various backgrounds such as family members of the war 

dead, and the low level of abilities and motivation of some civil servants was considered 

problematic. 
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This made it necessary to develop basic laws and regulations and to narrow down the range 

of expanded civil servants as well as to develop a framework to secure and enhance the quality. 

The temporary law relating to personnel management of civil servants was established in 

1998 and was revised twice. Then the Law on Cadres and Civil Servants was established in 

2008 and enforced in January 2010. 

This law is applicable exclusively to those who are concerned with the exercise of public 

authority as civil servants. According to this law, however, those who are employed by 

non-profit administrative organizations or national corporations that provide public service, 

such as hospitals, schools, research institutes, etc., are excluded from civil servants, though they 

were conventionally regarded as civil servants. Meanwhile, the Public Employees Laws was 

newly established to manage employees of non-profit administrative organizations, while 

employees of national corporations were designated as those subject to the general labor laws 

and regulations, which are applied to workers in private companies, so that a more flexible 

system for personnel management could be applied to them. 

Moreover, it had been pointed out that appointment had been virtually based on the seniority 

system, and thus, the Law on Cadres and Civil Servants clearly stipulates the concept of 

appointment based on ability and performance. In response, the study has been carried out with 

an eye toward the introduction of the job classification system in order to make it possible to 

extensively appoint personnel with necessary ability and performance after objectifying the 

content of duty of each post. 

② The measures taken recently 

In October 2012, the Prime Minister permitted the implementation of the project to reinforce 

the civil service reform as a part of the nation’s administrative comprehensive reform from 

2011 to 2020. 

Aiming at realizing the civil servant system with “professionalism, responsibility, activeness, 

transparency and effectiveness,” this project includes development of the civil servant system, 

improvement in recruitment examination and selection for promotion of civil servants, 

enrichment of training for leaders, reinforcement of discipline in civil service and reduction in 

the fixed number of employees, etc. Many of them, however, have not been realized by the 

expected time for achievement, which is set for each program, and still under way. 

B. Measures and the future direction for each field 

(a) Recruitment examination, etc.  

Civil servants are generally recruited at a lower rank and promoted to an upper post after they 

start working. In principle, they are initially appointed through the competitive examination. There 

are exceptions, however, such as initial appointment of employees on the condition that they work at 

least for five years in the area where human resources cannot be secured easily, and the initial 
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appointment targeting those who have work experiences in the relevant duty for more than five 

years. 

Whereas initial appointment is conducted by each ministry at the central government, a 

ministry’s authority to initially appoint employees can be delegated to subordinate organizations. 

The Ministry of Home Affairs establishes the standard for the implementation of examinations and 

supervises the implementation. 

Since 2010, the recruitment examination has been comprised of 1) general knowledge test; 2) 

professional qualification test; 3) office IT test; and 4) foreign language test. The general knowledge 

test measures general knowledge concerning political system, national mechanism and 

society/economy in general, etc., while the professional qualification test is designed to measure 

knowledge about laws and regulations, etc., which is required in each administrative area. At present, 

however, it is said that neither of these tests is a proper measure to evaluate the ability of applicants 

in terms of both quality and quantity. In the office IT test and the foreign language test, the 

applicants are required to reach a certain level, but the result is not included in the total score to 

decide the final successful candidates. 

As stated above, the government decided to reform the recruitment examination system on the 

grounds that employees can be initially appointed without examination; that the recruitment 

examination is conducted separately by each ministry, which leads to the suspicion that initial 

appointment based on favoritism is existing; and that the examination does not properly prove ability, 

etc. The government is currently discussing the content and method of the examination based on the 

merit system, including the establishment of a specialized institution. 

(b) Human Resource development, etc. 

① Human Resource development and training 

The training for civil servants shall be conducted in a planned manner in accordance with job 

classification to be appointed and personnel plan. 

The Ministry of Home Affairs is responsible for the policy and coordination of the entire 

training provided by the government, and the National Academy of Public Administration is 

established under this ministry as the training facility. The training plan for senior civil servants 

at the director-general level and above at ministries’ headquarters and provinces is implemented 

at Ho Chi Minh National Academy of Politics under the supervision of the Personnel 

Commission of the Central Committee of the Communist Party. In particular, the development 

and selection of the leaders used to be examined exclusively within the Communist Party. 

Meanwhile, for the selection of the Central Executive Committee Members to be take place at 

the Communist Party National Meeting in 2016, the training program targeting the candidates 

for national leaders will be provided for the first time at Ho Chi Minh National Academy of 

Politics. The camp-style training is conducted for four months to see if the participants have the 
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ability required for the national leader candidates, etc., and the results are used for selection.    

For the purpose of enriching these training programs, the NPA dispatches experts to Vietnam 

and also agrees to provide training in Japan following requests from Vietnam. 

② Promotion and transfer 

Personnel management of civil servants in Vietnam is based on lifetime employment. After 

initial appointment, they generally stay and are promoted within the same department. On the 

other hand, the managerial personnel at the rank of department head and above have a chance to 

be transferred to another ministry headquarters or to province office. 

Promotion has two meanings, the promotion related to job classification and that related to 

duty. Job classification means the level of ability and qualification requirement in the expertise 

and profession with four levels from administrative officials, etc. up to high-ranking specialists. 

The promotion in job classification is decided based on the years of service, training, academic 

degree such as doctor or master, etc., and the result of the examination for promotion in job 

classification conducted by the Ministry of Home Affairs. On the other hand, the promotion 

related to duty means stepping up in the hierarchy of post level from assistant, officer, unit chief, 

assistant director, director, deputy director-general, director-general and vice minister, etc. Job 

classification and duty are not necessarily consistent, but civil servants have to acquire the high 

rank qualification before promoted to high rank in duty in principle. Therefore, civil servants 

aspiring to promotion enthusiastically pursue an academic degree. 

(c) Ethics of public employees and service discipline  

Disciplinary actions for civil servants, warnings, reprimands, reductions in pay, demotions and 

dismissals, are stipulated by the Decree of 2005. Nevertheless, they are not strictly implemented. In 

relation to change in status and disciplinary action, in the “Project to Reinforce the Civil Service 

Reform”, the system to displace, force to resign, and dismiss civil servants who cannot sufficiently 

perform their duties due to insufficient ability and motivation shall be planned and implemented. A 

study is being carried out on the measures together with the cutback in the number of civil servants. 

Furthermore, despite the establishment of the laws and regulations relating to anticorruption, 

such as enactment of the Anticorruption Law in 2005, it is said that the practice of receiving money 

in return for permission and authorization, etc. and engaging in side business are extensively carried 

out by civil servants. 

To cope with these problems, comprehensive measures should be taken, including improvement 

in treatment in terms of remuneration, etc. in addition to strict management of disciplinary actions 

and use of personnel evaluation. 

(d) Remuneration 

The remuneration of civil servants is decided by multiplying a coefficient stipulated in the salary 

schedule by the minimum wage. The remuneration of civil servants has four levels, corresponding to 
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four job classifications. The minimum wage, which is used as the base for the remuneration of civil 

servants, is revised every year. 

It is said that the remuneration level of civil servants is much lower than that in the private sector, 

and this is why many civil servants are engaging in side business as previously stated in (c). There 

are many cases in which civil servants receive money in relation to their duties and pool it with 

colleagues to distribute among them. On the other hand, it is also said that there are various 

allowances other than the remuneration stipulated by laws and regulations. 

(e) Personnel evaluation 

Personnel evaluation serves as foundation for allocation, appointment, educational training and 

commendation, etc. of civil servants. 

Personnel evaluation is conducted before appointment and secondment, etc. as well as at the end 

of secondment in addition to the annual evaluation. 

The result of personnel evaluation is categorized into four levels: “distinguished achievement of 

duty”, “satisfactory achievement of duty”, “unsatisfactory achievement of duty (the case where 

assistance from someone was required to accomplish the duty, etc.)”, and “non-achievement of 

duty.” It is possible to assign officials who received a low evaluation to another post and also to 

dismiss officials who received an evaluation of “non-achievement of duty” for two consecutive 

years. 

In fact, however, it is said that most of officials receive an evaluation of “distinguished 

achievement of duty” or “satisfactory achievement of duty.” 

 

2.  The NPA’s Cooperation for ASEAN Countries, etc. 

With the aim of giving assistance to improve the public employee system in developing countries, 

the NPA has dispatched experts (the NPA’s officials); accepted officials from the developing 

countries as trainees, and accepted fact-finding missions from the government of such countries. The 

NPA has taken the following measures to assist personnel management of public employees in seven 

ASEAN countries, which were previously stated in (1) to (7) of “1. Overview and the State of 

Reform of the Public Employee System in the ASEAN Countries” 

(1) Training for Officials of Each Ministry (National Administrative Training, etc.) 

Among the international training programs conducted in collaboration with the NPA, one of the 

most representative one is the National Administrative Training (currently called as the Seminar on 

National Government Administration for Senior Officials), which is organized by the Japan 

International Cooperation Agency (JICA). 

When founded in 1962, JICA focused on the implementation of training for the developing 

countries in the highly professional and technical fields, such as agriculture and forestry, civil 

engineering and construction. In the late 1960s, it was recognized that administration is important in 
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realizing the economic growth, and JICA started to receive requests from the developing countries 

for technical assistance to develop public employees who play important roles in managing the 

nation. The NPA received a request from JICA and decided to create the “National Administrative 

Training” as part of the training of JICA taking into account the NPA’s experience for more than ten 

years in offering the training targeting Japanese officials. 

The National Administrative Training was launched in 1967 as the “National Administrative 

Training in Asia.” In the beginning, the training was carried out for 14 weeks offering lectures 

concerning the administrative and public employee system as well as public policies, etc., case 

studies, exercise of reporting and discussion, etc., fieldwork by assigning trainees to ministries, and 

field trips, etc. Since FY 1970, Middle East and the African countries were added to the target 

countries, and the training was renamed “National Administrative Training.” Later, the training 

period was shortened to 12 weeks. At the same time, Latin-American countries and East European 

countries, which were working on the shift from a socialist system, were added to the list of target 

countries. 

In FY1986, the positions qualified for participation were narrowed for the purpose of enhancing 

effectiveness of training. At the same time, the training period was shortened to make it easy for 

senior officials to participate in the training. As a result, the National Administrative Training was 

divided into the “National Administrative Course” for 6 to 7 weeks targeting officials at Assistant 

Director level; and the “Seminar on National Government Administration for Senior Officials” for 4 

to 6 weeks targeting officials at Division Director level at headquarters and above. The period for the 

latter seminar was shortened to around 3 weeks in FY 2011 and has been conducted every year since 

then. For the former course, a review was periodically conducted. The title was changed to the 

“National Administrative Course II” in 1990, and to “Administration and Development” in FY 2000, 

and had been carried out till FY 2002. 

The National Administrative Training aims at enhancing the ability for policy planning through 

study of administrative issues and has covered various administrative issues focusing on ideal state 

of administration, which contributes to social and economic development in the developing countries, 

etc. 

From the beginning, the four countries, namely Indonesia, Malaysia, the Philippines and 

Thailand, have actively participated in the training. They participated in the training consecutively: 

until 2002 by Indonesia, until around 2001 by Malaysia, until around 1997 by the Philippines, and 

until around 1993 by Thailand. Meanwhile, from Vietnam, 5 officials participated in the training 

from the late 1960s and the early 1970s, and one official participated in 2008. With regard to 

Cambodia, in 2002, 2003 and 2010 one official participated in the training. The training has no 

participant from Myanmar to date. 

Until FY 2014, the training has attracted 3 participants from Cambodia, 47 participants from 
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Indonesia, 43 participants from Malaysia, 36 participants from the Philippines, 34 participants from 

Thailand and 6 participants from Vietnam. 

(2) Training for Officials of Personnel Administrative Agencies (Seminar on Governmental 

Human Resource Management for Senior Officials, etc.) 

In the 1980s, when the Japanese success in the economy was valued, our country’s 

administrative management and personnel system to support the stable development of economy and 

society became to attract attention. There was growing demand on JICA from developing countries 

for the implementation of training to introduce the personnel management system of public 

employees in Japan. In response, the NPA decided to establish the Seminar on Governmental Human 

Resource Management for Senior Officials in FY 1991 as the international cooperation training 

organized by JICA. This Seminar with reference to the personnel management of public employees 

in Japan, aims to improve the personnel management in the government of developing countries. 

The participants comprise senior officials at Director-General level and Division Director level of 

central personnel agencies in each country. Targeting these participants, the NPA’s Secretary General 

delivered the lecture. In addition, the NPA’s senior officials at Director-General level and Division 

Director level served as the instructors and conducted discussions for around 3 weeks on the issues 

relating to the personnel management of public employees in each country, for instance, how to 

secure human resources in a better way and how to improve treatment such as remuneration, etc.; 

and how to motivate public employees in a situation where it is difficult to pay sufficient 

remuneration due to tight budget. When this training course was launched, the trainees are limited to 

only those from Asian countries. Since FY 1997, the door has been open to all developing countries 

in response to requests from other regions. In addition, the training used to be conducted for 3 to 4 

weeks, but the length has been reduced to around 2 weeks since FY 2008. 

At the beginning, the four countries, including Indonesia, Malaysia, the Philippines and Thailand, 

participated in this training course consecutively. As the economy and society of these countries 

developed, however, their participation decreased. On the other hand, Cambodia has participated in 

this training on a consecutive basis since FY 2010 as the country aspiring to develop a new public 

employee system from its foundation. 

Moreover, responding to the request from developing countries, the NPA launched the Personnel 

Administrative Training Course in FY 1999 targeting the officials at Assistant Director level of 

central personnel agencies. This training has been conducted for 3 to 4 weeks focusing on the basic 

theory and the actual state of personnel management. 

Until FY 2014, these two training programs attracted 8 participants from Cambodia, 16 

participants from Indonesia, 18 participants from Malaysia, 3 participants from Myanmar, 9 

participants from the Philippines, 15 participants from Thailand and 8 participants from Vietnam. 

(3) Acceptance of Other Training to Visit Japan, Dispatch of Experts and Acceptance of 
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Fact-finding Mission, etc. 

In response to individual request from each country, the NPA makes cooperation through 

accepting the trainees to visit Japan, dispatching experts and accepting the fact-finding mission in 

addition to the training as stated above. 

A. Training for officials of the Malaysian government 

The government of Malaysia had studied work ethic, incentives to study and work as well as 

management ability, etc. in Japan and Korea, and implemented the Look East Policy since 1981 with 

the aim of developing Malaysian society and economy. As part of this policy, Malaysia requested 

JICA to offer the special training plan to study the personnel management of public employees in 

Japan. Responding to this request, the NPA cooperated in implementing the JICA’s Country-focused 

Training for the officials of the Malaysian government for five years from 1986. 

In this training, the NPA accepted several officials from Malaysia to Japan and offered them 

lectures, discussion and the fact-finding visits, etc. for 4 to 5 weeks concerning features of the 

Japanese personnel management in the public and the private sectors, the public employee system in 

Japan, characteristics of the Japanese-style management and comparison of the societies in Japan 

and Malaysia, etc. 17 officials in total participated in the training during five years, and 10 of them 

were the officials of the Public Service Department, which is responsible for the Look East Policy. 

B. Training for officials from the Office of the Civil Service Commission of Thailand and 

dispatch of experts, etc. 

In response to the request from Thailand, which wanted to model the Japanese system in order to 

develop their own systems such as remuneration and service discipline following the reform of the 

Civil Service Act in 1992, the NPA cooperated in the training for officials from the Office of the 

Civil Commission, which was the JICA’s Country-focused Training, in FY1997 and FY 1998. 

The NPA conducted training in accordance with the area of responsibility of the participants for 2 

officials in charge of remuneration reform for around 3 weeks in FY 1997, for 3 officials responsible 

for service discipline, ethics and appeals along with 2 officials in charge of the remuneration reform 

for around 2 weeks in FY 1998. 

In addition to these training programs, the NPA dispatched personnel 6 times between FY 1996 

and FY 1998 with 2 officials each time totaling 12 experts for the purpose of technical cooperation 

in order to introduce the Fact-finding Survey of Pay Rates in Private Enterprises in Thailand. The 

dispatched experts carried out a hearing of the actual state of the public employee system in Thailand 

and provided detailed knowhow concerning the Fact-finding Survey of Pay Rates in Private 

Enterprises. Thailand has implemented this Survey since 1997 based on the knowhow gained 

through the visit to Japan and from the dispatched experts. 

Afterward, the fact-finding missions with the theme responding to the reform agenda of the time 

have visited Japan. In recent years, the NPA accepted the mission to study the systems for regional 
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allowance, mandatory retirement and reappointment, etc. 

C. Country-focused Training for Vietnam and dispatch of experts 

Since the launch of the Doi Moi Policy in 1986, Vietnam has become more aggressive in making 

requests for assistance in the investigation on the systems of each developed county and technical 

cooperation, etc. The NPA has cooperated in the training and dispatched the experts to Vietnam. 

(a) Vietnamese Administration and Civil Service Seminar, etc. 

From FY 1996 to FY 2006 (except for FY 2003), the NPA cooperated in the implementation of 

the JICA’s Country-focused Training “Vietnamese Administration and Civil Service Seminar” 

targeting officials of the Vietnamese government. This seminar was conducted from one to four 

weeks to understand the public employee system in Japan with a view to promoting development of 

the modern public employee system in Vietnam. Training programs included lectures concerning the 

administrative and pubic employee system, presentation of the participants’ reports and field trip, etc. 

80 officials in total participated in this training course. 

Together with this, as part of the technical cooperation by JICA, a total of 16 experts in each 

field of personnel administration were dispatched to Vietnam and organized a seminar concerning 

the public employee system from FY 1997 to FY 2000, and FY 2004 to FY 2009 with the aim of 

promoting development of the modern public employee system. 

(b) Cooperation in the Training for National Leader Candidates in Vietnam 

Ho Chi Minh National Academy of Politics decided to carry out training targeting national leader 

candidates from FY 2012 to FY 2015 with the aim of nurturing and selecting senior officials. As part 

of the technical cooperation by JICA, the NPA cooperated in implementing a part of this training 

programs. Specifically, the NPA has dispatched officials five times, 20 officials in total, including 

those who used to be the Vice-Ministers and academic experts in addition to the Commissioner of 

the NPA. The dispatched officials delivered lectures and conducted discussion-based exercise 

relating to the public employee system and various experiences in each administrative field taking 

advantage of the knowhow concerning training method, etc. held by the National Institute of Public 

Administration of the NPA. 

Additionally, the NPA has cooperated in conducting the training to visit to Japan targeting 

trainees in the top 25% among those who participated in the training for national leader candidates. 

This training to visit Japan is carried out for around 10 days offering lectures concerning the public 

employee system and public policies along with field trips, etc. The training was implemented 4 

times until the end of FY 2014 and attracted 76 participants. 

(c) Support for the civil service reform 

As part of the civil service reform, the Ministry of Home Affairs, which is responsible for 

personnel administration in Vietnam, is working on the reform of the recruitment examinations for 

civil servants with the aim of realizing impartial and fair personnel management. The NPA has 
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cooperated in implementing the reform of the recruitment examination for three years from FY 2014 

through the training organized by JICA for officials in charge of the field concerned. The first 

training to visit Japan in FY 2014 was carried out for around one week offering the lectures relating 

to planning of the recruitment examination for national public employees, preparation for the exam 

questions as well as implementation of the examination, etc. 15 officials participated in this program. 

In addition to the training to visit Japan, the NPA dispatched 2 experts to Vietnam and organized 

a seminar concerning the reform of recruitment examination. 

(d) Support project to strengthen the ability to conduct training for public employees 

Since FY 2013, as part of the JICA’s technical cooperation, the NPA has dispatched 4 experts in 

total, 2 experts each time, to Vietnam with the objective of developing the ability of instructors of the 

Ho Chi Minh National Academy of Politics to conduct training. These dispatched experts carried out 

the seminars concerning skills for the discussion-based training taken place at the National Institute 

of Public Administration of the NPA. 

D. The Philippines 

The NPA dispatched one official as an expert to the “Conference and Workshop on Testing and 

Examination in Public Service,” which was organized by the Philippine Civil Service Commission in 

November 2014 targeting the ASEAN countries. At the conference, the dispatched official offered 

explanation of the recruitment examination system in Japan, etc. 

Moreover, the NPA has also cooperated in accepting the fact-finding missions and provided them 

with lectures and explanation concerning the human resource development system and the ethic 

system 6 times in the past decade. 

Meanwhile, the NPA dispatched 13 trainees to the Philippines in FY 2014 as one of the 

Administrative Training Courses (for personnel at Assistant Director level), which was conducted by 

the National Institute of Public Administration of the NPA. The trainees had site visits to government 

offices in the Philippines and exchanged ideas, etc. for five days. 

E. Cambodia 

In Cambodia, it is necessary to develop and reform the public employee system as a whole. The 

Ministry of Civil Service in Cambodia has extensively conducted investigation concerning the public 

employee system in other countries, including that in Japan. Cambodia highly values and shows 

considerable interest in the public employee system in Japan. In recent years, the executives of the 

personnel administrative agencies, including the Minister of Civil Service, the President of the Royal 

School of Administration and the Secretary-General of the Council for Administrative Reform, 

visited the NPA. During the visit, they expressed their wishes for support from Japan to the 

development and reform of various fields in the public employee system and the training at the 

Royal School of Administration, etc. 

F. Myanmar 
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With regard to Myanmar, the executive officials, such as the President of the Union Civil Service 

Board, and other missions visited the NPA 4 times between FY 2011 and FY 2014. During the visit, 

the NPA provided them with a session to exchange ideas concerning the possibility of cooperation 

between the two countries in the public employee system and the areas concerned. As Myanmar 

focuses on the training system, a lecture on it was provided and they also visited the National 

Institute of Public Administration of the NPA, etc. In addition, the training institute of the Union 

Civil Service Board is making efforts to enrich training through nurturing training instructors and 

developing teaching materials for the training and expresses their wish for assistance from Japan.

Through the National Administrative Training, etc., some countries, including the Asian 

countries, are interested in the public employee system in Japan. In response to the strong request 

from participants in the Seminar on Governmental Human Resource Management for Senior 

Officials, the NPA dispatched the specialists of JICA to Tanzania in Africa for five years. As well as 

other countries, African countries are interested in the fair personnel administration, etc. The latest 

situation in Botswana, which is more stable in the economy compared with other African countries, 

is introduced here.

The Public Employee System in Botswana

Masahiro Onishi

Ambassador Extraordinary and Plenipotentiary of Japan to the Republic of Botswana (Ex-Secretary 

General of the NPA)

Botswana is a landlocked country at the north of South Africa. The country’s land area is 

one-and-a-half times as large as that of Japan, and the population is approx. two million, which is 

one sixtieth of that of Japan. As the largest diamond-producing country in the world, the GDP per 

capita is approx. 7,300 dollars, which is the fifth largest in the African countries that lie south of 

Sahara. The country became independent from the UK in 1966 and adopted a presidential system. 

The public employee system is influenced by the U.K. For instance, the Chief Secretary to the 

President’s Office is positioned as the “Head of public service,” and controls all personnel affairs of 

public employees.

With regard to appointment, the Civil Service Act stipulates that a priority shall be placed on

efficiency in public service; and that personnel management shall not be conducted based on 

nepotism or favoritism. The notice pursuant to this Act prescribes that appointment shall be carried 

out based on performance, ability and qualifications. At the same time, it demands that performance 

and aptitude be emphasized rather than the years of service if more than two candidates have a

similar level of qualifications and experiences. Regarding initial appointment, however, the 
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recruitment examination is not conducted. Accordingly, the country is interested in the recruitment 

examination system in order to secure excellent personnel.

Personnel evaluation consists of behavioral evaluation and performance evaluation. Both of them 

are carried out once a year, and the results are used for promotion and step increase. Unlike Japan, 

however, there are no standards for utilization. Therefore, the country should work on the 

establishment of such standards.

Concerning training, training for newly-appointed employees (for five days) and training for new 

managers and supervisors (for five days), etc. are conducted targeting officials of each ministry at 

the training institute for public employees. In the meantime, it is necessary to reform the training in 

order to develop human resources in a planned manner.

Regarding service discipline, the Civil Service Act provided the code of conduct for public 

employees, such as the provision of effective and efficient service to the people, etc. Furthermore, 

this Act and its notice specify in detail misbehavior, such as violation of laws and regulations, 

disobedience of the order from superiors, unauthorized use of public funds and government property, 

abuse of status for the interests of a specific political party, etc. Regarding ethics, guidelines is 

provided to specify how to handle invitations to entertainment.

Regarding remuneration, pursuant to the current Civil Service Act, which was enforced in 2008, 

the right to conclude agreements and the right to strike were granted to public employees, and the 

system was introduced to decide remuneration through labor-management negotiations. Until last 

year, the negotiation for remuneration revision did not reach an agreement, and the government 

unilaterally made decisions eventually. Strikes broke out protesting the government decision, which 

often went to court. In 2015, however, a consensus was reached by negotiation.

Botswana has long faced such issues as enhancement of the government’s efficiency and 

improvement in the public employees’ consciousness toward work. Regarding appointment, the 

authority over personnel affairs of public employees is not granted to politicians except for the 

President’s right to appoint the Secretaries, etc. On the other hand, recruitment examination is not 

conducted, and the criteria for promotion, etc. are not clearly defined. Under such circumstances, the 

Chief Secretary to the President’s Office, who is a close adviser to the President and also positioned 

as the “Head of public service,” plays a significant role in securing fairness in personnel 

management. Development of the public employee system has made more progress in Botswana 

compared with other developing countries in this region. Therefore, it is expected that public 

employees’ attitude toward work will be improved through appropriately operating the system and 

revising it as appropriate.

Section 2.  Cooperation and Exchange with China and Korea 
(China-Japan-Korea Personnel Policy Network)
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At the China-Japan-Korea Summit Meeting, which was held in Vientiane, Laos in November 

2004, 14 areas of cooperation, including trading/investment and the ICT industry, were designated in 

the “Action Strategy on Trilateral Cooperation among the People’s Republic of China, Japan and the 

Republic of Korea.” As part of the Action Strategy, it was decided to promote close cooperation and 

exchange among the three countries in the field of personnel administration. In response to this, the 

NPA’s President, the Minister of Personnel of China (ministerial level), and the President of the Civil 

Service Commission of Korea concluded an agreement in Seoul, Korea, in January 2005 to establish 

a network in the field of personnel administration among Japan, China and Korea. The 

representatives from these countries signed a memorandum for mutual cooperation among three 

countries, for instance, in the implementation of the joint training among Japan, China and Korea, 

and the symposium hosted by three countries, etc. 

At present, the cooperation projects have been carried out within this framework, such as the 

joint training among Japan, China and Korea, and the symposium hosted by these three countries, 

etc. 

1.  Cooperation for China and Korea, etc. (Before the Foundation of the China-Japan-Korea 

Personnel Policy Network) 

Even before the foundation of the China-Japan-Korea Personnel Policy Network, the NPA had 

carried out the bilateral exchange with the personnel administrative agencies in China and in Korea 

respectively. Responding to the requests from these two countries, the NPA had actively carried out 

cooperation and exchange such as accepting fact-finding missions, implementing training 

concerning the public employee system, and dispatching experts. 

(1) Cooperation for China, etc. 

In China, the development of the public employee system became an important issue as part of 

the reform based on the Reform and Opening-up policies, which were launched in 1978. In October 

1987, it was decided at the 13th National Congress of the Communist Party of China to implement 

the civil service reform together with the political system reform. Under such circumstances, the 

NPA was requested to dispatch the NPA’s personnel to China and to accept the visit of the experts 

from China to Japan and the fact-finding missions in preparation for the establishment of the public 

employee system. In addition, the NPA has continued to extensively provide cooperation, for 

instance through implementing mutual visits of the executive officials and accepting the trainees 

from China to the training organized by JICA for the administrators and the officials in charge of 

personnel affairs in developing countries.   

A. Cooperation in the establishment of the Temporary Statute of the National Public Servants 

of China 

China embarked on a study to establish a new public employee system based on the decision 

made at the 13th National Congress of the Communist Party of China in 1987. Aiming at early 
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legislation, the country expedited work and established the Temporary Statute of the National Public 

Servants of China in 1993, which was the first basic law concerning the public employee system. 

In the course of this study, China requested the NPA to dispatch experts and cooperate with the 

training to visit Japan. The NPA dispatched a total of 25 experts in each field of personnel 

administration, such as examination, appointment, remuneration and training, 12 times from FY 

1988 to FY 1992 and carried out seminars on the basics of the national public employee system in 

Japan, such as the position classification system, and the operation of remuneration and promotion 

management, etc. targeting officials of the central government and local governments in charge of 

personnel affairs. In addition, the NPA implemented the training in Japan for 39 officials, who were 

selected among the seminar participants, 4 times in total (Table 1). 

 

Table 1  Dispatch of Experts and Training to Visit Japan (From FY 1988 to FY 1992) 
 
 Dispatch of Experts Training to Visit Japan 
Fiscal Year Number of 

Experts 
Theme Number of 

Trainees 
Theme 

1988 9 Public Employee System in 
General 

10 Public Employee System in 
General 

1989 4 Public Employee System in 
General, System to Dispatch 

Personnel Overseas  

  

1990 3 Examination System 10 Examination/Appointment 
System 

1991 5 Public Employee System in 
General, Remuneration System 

9 Remuneration System 

1992 4 Training System 10 Training System 

 

B. After the establishment of the Temporary Statute of the National Public Servants of China 

China highly evaluated the aforementioned cooperation in the establishment of the Temporary 

Statute of the National Public Servants of China, especially in the systems of recruitment 

examination, work performance rating, remuneration and reassignment. In July 1994, the first 

examination was conducted to initially appoint national public employees at the central 

administrative organs pursuant to the Temporary Statute, and initial appointment through 

examination was carried out for the first time. 

From 1993 to FY 1997, the NPA continued to dispatch experts (8 times with 14 experts in total) 

and to accept the missions to Japan (4 times with 20 visitors in total) for the purpose of smooth 

operation of the public employee system (Table 2). Additionally, mutual visits by the executive 

officials of the personnel administrative agencies in two countries were carried out following the 

establishment of the Temporary Statute. For instance, the President of NPA visited China in 1993, 

and the State Councilor and the Minister of Personnel of China visited the NPA in 1994. 



66

37 
 

After that, China worked on the establishment of a permanent law based on the experience to 

operate the public employee system pursuant to the Temporary Statute. In April 2005, the 

government enacted the Civil Servant Law of the People's Republic of China comprising 107 articles 

in total, stipulating official duties/grade of salary schedule, appointment, personnel evaluation, 

disciplinary actions, training, remuneration and appeal against disadvantageous disposition, etc. 

 

Table 2  Dispatch of Experts and Training to Visit Japan (From FY 1993 to FY 1997) 

 
 Dispatch of Experts Training to Visit Japan 
Fiscal Year Number of 

Experts 
Theme Number of 

Trainees 
Theme 

1993 3 Work Performance Rating, 
Service Discipline/Disciplinary 
Action System, Equity Process 

10 Service Discipline/Disciplinary 
Acton System, Equity Process 

System 
1994 5 Remuneration System, 

Personnel Reshuffle 
4 Public Employee System in 

General 
1995 1 Remuneration System 4 Remuneration System, Working 

Hour/Leave System 
1996 3 Remuneration System   
1997 2 Public Employee System in 

General 
2 Public Employee System in 

General, Retirement 
System/Pension System 

 
(2) Cooperation for Korea, etc. 

In 1949, Korea established the National Public Service Act while referring to Japanese system. 

After the normalization of Japan-Korea relations in 1965, Japan started cooperation for Korea in the 

field of personnel administration. It started with a general type of cooperation, which invited Korean 

government officials to participate in the group training that was organized by JICA in cooperation 

with the NPA. After that, the NPA implemented the special training program for Korean government 

officials and accepted the fact-finding missions and researchers dispatched to the NPA from Korea, 

etc. 

A. Training for government officials of the Republic of Korea (FY 1984～) 

In response to the requests from the Ministry of Government Administration (the central 

personnel administrative agency of the time), the NPA has conducted the training for the government 

officials of the Republic of Korea since FY 1984 with a view to teaching technical knowledge and 

skills, etc. to deal with complicated and sophisticated administrative demands; and promoting 

exchange between Japan and Korea in the field of administration through visiting the administrative 

organs and exchanging ideas. Until FY 1992, the executive officials course and the training 

management course had been carried out. But they were combined into one course after FY 1993. 

Accordingly, the NPA has conducted the training for over 30 years since its launch. 

The lecture of this training covers the various subjects, including the policy issues in the field of 
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administration in Japan, and comparison of the societies and economies in Japan and Korea. At the 

beginning, the training was conducted for around 4 weeks. Since FY 2007, however, the program 

was condensed, and the length of the training was shortened to around one week for the convenience 

of participants. Meanwhile, the training was cancelled in FY 2014 due to the reform of the public 

employee system in Korea, but it is planned to be continuously carried out in the future. A total of 

694 officials have completed this training as of FY 2013. 

B. Acceptance of the fact-finding missions and researchers, etc. 

The NPA actively accepted the fact-find missions from Korea concerning the public employee 

system, and provided lectures and explanation, etc. regarding the public employee system 70 times 

for a total of 312 researchers from FY1986 to FY 2004. 

 

2. Cooperative Relationship through the China-Japan-Korea Personnel Policy Network (FY 

2005~) 

Since the foundation of the China-Japan-Korea Personnel Policy Network in 2005, the 

conventional bilateral relationship for cooperation between Japan and China as well as between 

Japan and Korea have transformed into the trilateral one, such as the joint training and symposium, 

joint research and information exchange, etc. promoting close collaboration and exchange among 

three countries in the field of personnel administration. The background to this includes the 

circumstance where, thanks to progress made in the legislation of the civil service system both in 

China and Korea, among three countries, the importance has been shifted to sharing information 

through mutual exchange for the purpose of improving the operation of the public employee system 

in each country. 

(1) Trilateral Programs 

Since the launch of the China-Japan-Korea Personnel Policy Network in 2005, the NPA has 

carried out joint training and joint symposium for young and middle employees, joint research and 

information exchange, etc. in accordance with the cooperation plan of this network. 

A. Joint training for young and middle employees 

The joint training for young and middle employees has been carried out aiming at deepening 

mutual understanding among such employees of the central administrative agencies in Japan, China 

and Korea. In the training, information and opinions are exchanged concerning the issues that each 

agency faces. 

This joint training took place for the first time in Japan for five days in April 2007. After that, 

each country has taken turns hosting the training, and the 7th training was carried out in Japan in 

May 2014. So far, a total of 61 officials from Japan, China and Korea have participated in the 

training. 

B. Trilateral Symposium 
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The three countries have taken turns organizing the symposium jointly hosted by these countries 

as an opportunity to present and evaluate the concerns, major challenges and reform promotion cases, 

etc. in personnel administration. The symposium has been carried out 8 times in total. The theme of 

the symposium is decided by the host country taking into account issues of the time. The three 

countries are more interested in securing human resources and treatment and have taken up such 

subjects as operation of initial appointment, development, personnel evaluation, and operation of 

remuneration system. (Table 3). 

 

Table 3  Trilateral Symposium 
 

Fiscal Year Host Country Theme 
2005 Japan “Retaining and Developing Human Resources in the Public Sector 

Centering on Promising Public Employees in China, Japan, and Korea” 
2006 China “Capacity Building of Civil Servants in China, Japan and Korea” 
2008 Korea “Recruiting System in China, Japan and Korea” 
2009 Japan “Codes of Conduct/Ethics for Public Employees and Anti-Corruption 

Activities in China, Japan and Korea” 
2009 China “Government Award System in China, Japan and Korea” 
2010 China “The Public Remuneration System of China, Japan and Korea” 
2011 Korea “How to Secure Diversity in the Public Service by Recruitment” 
2012 Japan “Public Service under Unpredictable Situations” 

 

C. Joint research 

The three countries have conducted the joint research three times so far. The first research was 

carried out with the theme of “China-Japan-Korea Joint Study on Comparative Public Service Laws” 

(organized by Korea) for the purpose of mutually understanding the basics of the system. The second 

research took up the subject of “Comparative Study on Civil Service Performance Appraisal System 

of China, Japan and Korea” (organized by China), while the third research focused on the 

“Comparative Study on Methods, Procedures, and Techniques for Recruitment Examinations of 

Public Employees in China, Japan and Korea” (organized by Japan). Through these researches, the 

three countries sorted out the problems, etc. which the personnel administrative agency in each 

country was facing.   

(2) Bilateral Programs, etc. 

In addition to the trilateral cooperation programs following the launch of the Network, the 

bilateral exchange and cooperation programs, including the conventional cooperation programs, 

have been continuously carried out. 

A. China 

From FY 2006 to FY 2012, the NPA contributed to the implementation of the training program 

for Chinese government employees that was organized by the Japan-China Friendship Center 

targeting the trainees from the China National School of Public Administration. Aiming at promoting 
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mutual understanding between the public employees in Japan and China, the training offered lectures 

concerning the administrative system and the national public employee system in Japan as well as 

opinion exchange session with the Japanese national public employees at assistant director level. 

Over 200 trainees from China participated in the training. 

Furthermore, from FY 2005 to FY 2010, training to dispatch officials was carried out between 

the NPA’s National Institute of Public Administration and the China National School of Public 

Administration. The NPA dispatched around 20 trainees at assistant director level from Japan each 

year. 

B. Korea 

The NPA has continued to accept participants in the training for the Korean government 

employees. In addition to this, the new training has been carried out every year since FY 2006 to 

dispatch around 20 trainees at assistant director level in Japan to the Central Officials Training 

Institute of the Republic of Korea as part of the training organized by the NPA’s National Institute of 

Public Administration. 

Furthermore, an NPA official was dispatched to the Civil Service Commission of the Republic of 

Korea as a researcher in FY 2004, and conducted a study for around 5 months on the public 

employee system in Korea, including the recruitment examinations and the training systems, etc. in 

Korea. In FY 2006, on the other hand, the NPA accepted an official from the Civil Service 

Commission of the Republic of Korea as a researcher. The researcher’s knowledge about each field 

of personnel administration in Japan was deepened through belonging to several sections of the NPA 

in succession and having explanations from and exchanging ideas with the employees of each 

section. 

Moreover, the NPA conducted a field study 4 times concerning the actual situation of Korea, 

which worked on the reform of the senior public employee system. In the meantime, Korea has 

dispatched fact-finding missions to Japan almost every year. Lately, Korea decided to study the 

public employee system in Japan in order to reform the counterpart in Korea following the Korean 

ferry rollover accident in 2014. To this end, the fact-finding mission visited the NPA to study the 

actual state of remuneration for each grade and each type of job, requests for examination of 

disadvantageous dispositions, extension of the mandatory retirement age, and the reappointment 

system, etc. 

 

Section 3.  Contribution to the Anticorruption Measures through International 
Organizations 

In the 1990s, against the background of stagnation of economic growth, the public’s trust in the 

governments was undermined in developed countries and scandals further exacerbated the situation. 

Under such circumstances, improvement in public service ethics has been recognized as an 
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important issue in order to restore the trust. In addition, with the progress of globalization in society 

and economy, there is a growing awareness that it is necessary to prevent bribery, etc. in 

international business transactions for the purpose of good governance and economic development. 

As a result of the intensive discussion on these issues carried out at the OECD, the Ethics 

Infrastructure to enhance public service ethics in each country was presented, and an agreement was 

concluded to combat bribery of foreign public officials in international business transactions, etc. 

Additionally in the 2000s, the United Nations, in response to deepening of such discussions, 

adopted the comprehensive treaty to deal with anticorruption, which is an international phenomenon 

that influences society and economy, as the factor to endanger sustainable development and the rule 

of law. 

In the meantime, the development of society and economy in the Asia-Pacific region has also 

raised the awareness of necessity to deal with anticorruption issues. Regional measures have been 

actively taken under the cooperation of the ADB and the OECD. 

The NPA has provided a variety of cooperation for each type of these international measures for 

anticorruption. 

1. The Measures Taken by the OECD 

(1) Measures for Public Service Ethics 

In the OECD countries, it is recognized that, since the 1990s, the stagnation of economic growth, 

and the diversified sense of public values, etc. have made it difficult for governments to meet the 

public’s expectations all the time and the public’s trust in the governments of member countries has 

been undermined and has further deteriorated due to scandals. In addition, public service ethics have 

become an important issue in order to respond to changing expectations of public service. Such 

ethics includes the necessity to create a new code of conduct by combining the basic values in public 

service, such as neutrality, legal compliance and honesty, with the new values, including 

accountability and transparency, etc. 

In light of these issues, the OECD reorganized the Technical Cooperation Committee, which was 

established to provide technical assistance to the lower developed countries in the OECD, such as 

Greek and Turkey, etc., in 1961, into the Administrative Management Committee in 1990 and 

addressed this issue through the discussion on the ideal state of administrative management in each 

country. 

In 1996, the OECD released the report “Ethics in Public Service: Current Issues and Efforts” and 

unveiled the survey results on the ethics and conduct management of public employees in 9 member 

countries. At the same time, the OECD presented the “Ethics Infrastructure” to support the measure 

concerning public service ethics. The Ethics Infrastructure comprises three functions as follows: the 

function of control, including a legal framework, accountability and public scrutiny; the function of 

guidance, including political leadership, code of conduct and education/training; and the function of 
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management, including agencies in charge of coordination and the working conditions of public 

employees, etc. In 1999, the OECD compiled a report on measures against corruption in 15 countries 

(including Japan), which were not included in the report issued in 1996. Furthermore, in 2000, the 

OECD released a report, which comprehensively compiled the measures for ethics in 29 member 

countries, including the values in public service and the system to secure values. 

After that, a discussion took place focusing on the vulnerability of the fields with high risk of 

corruption due to contact between the public and the private as well as between politics and 

administration, in order to secure enough integrity and transparency in public service even when the 

public and the private sectors are closely related with each other. In 2003, the OECD released the 

guideline for conflict of interest management in the public sector. Afterwards, the measures for 

conflict of interest have been taken for instance through creating the manual for implementation of 

the guideline and releasing a report on the implementation state of the guideline, etc. The issues such 

as code of lobbying activity, assets disclosure of public employees, risk management of potential 

conflict of interest and the protection of inside informants have been discussed. 

(2) Measures to Prevent Bribery in International Business Transactions 

Triggered by the Watergate Case, the U.S. government enacted a domestic law to criminalize 

bribery for commercial purposes to foreign public officials in 1977, and made a proposal to the 

OECD in 1989 that the measures should be provided to deal with illicit compensation on a global 

scale. In response to this, the expert group established within the OECD conducted a study. As a 

result, the recommendation of the Council was adopted for the first time in 1994, calling on the 

OECD member countries to take effective measures to deter and prevent bribery to foreign public 

officials in connection with international business transactions. 

In May 1997, the recommendation of 1994 was modified. In the modified recommendation, an 

agreement was made on the common elements of prevention of bribery for foreign public officials, 

including components to constitute crime, definition of foreign public officials, jurisdiction and 

sanction, etc. Additionally, it was decided to embark on work to establish an international treaty to 

criminalize bribery to foreign public officials. 

In response to this, the OECD adopted the “Convention on Combating Bribery of Foreign Public 

Officials in International Business Transactions” (hereinafter referred to as the “OECD Convention 

on Combating Bribery of Foreign Public Officials”) in November 1997 to deter and prevent bribery 

to foreign public officials on a global scale taking into account the fact that bribery mainly 

committed by advanced countries in international business transactions (including trade and 

investment) is a widespread phenomenon which might cause serious moral and political problems, 

hinder Good Governance and economic development, and distort international competitive 

conditions. This Convention was signed by 33 member countries including Japan in December 1997 

and went into effect in February 1999. 
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The OECD Convention on Combating Bribery of Foreign Public Officials comprises 17 articles 

in total and stipulates mutual legal assistance, extradition of criminals and follow-up of 

implementation state in each country for the purpose of effective operation of this Convention along 

with components to constitute crime, definition of foreign public officials, jurisdiction and sanction, 

etc. 

Up to date, the parties to the OECD Convention on Combating Bribery of Foreign Public 

Officials total 41 countries including Japan (as of May 2014). Most of advanced countries have 

concluded this Convention, which functions as one of the international measures for anticorruption. 

(3) Involvement of the NPA 

As a specialized agency, the NPA has continuously made contributions to the measures taken by 

the OECD for instance through participation in the expert group to provide guidance and advice for 

the development of the Ethics Infrastructure; and active information supply concerning the 

mechanism to improve public service ethics in Japan, etc. 

 

2. The U.N. Convention against Corruption 

(1) Development of the U.N. Convention against Corruption and Activities, etc. 

In response to the deepening of international debate on the anticorruption issues, such as 

adoption of the aforementioned OECD Convention on Combating Bribery of Foreign Public 

Officials, the U.N. General Assembly decided to establish an inter-governmental ad hoc committee 

to draft the comprehensive convention against corruption in December 2000. As a result, the “United 

Nations Convention against Corruption” (hereinafter referred to as the “U.N. Anticorruption 

Convention”) was adopted by the U.N. General Assembly on October 31, 2003, and entered into 

force on December 14, 2005. As of April 2015, 175 members, including the ASEAN countries, have 

concluded this Convention. Japan signed the Convention in December 2003; gained approval for the 

conclusion by the Diet in 2006; and is waiting for the establishment of the necessary domestic law 

prior to the Convention conclusion. 

This Convention positions corruption as a serious problem, which might harm the system and 

values of democracy, the ethical values and justice, and at the same time, endanger sustainable 

development and the rule of law. Therefore, with the aim of preventing and fighting against bribery, 

this Convention prescribes international cooperation in the field of bribery in which public 

employees are involved, criminalization of certain conducts such as embezzlement of property by 

public employees, confiscation of criminal proceeds, and restoration of property. 

The U.N. Anticorruption Convention contains provisions concerning personnel administration, 

which stipulate that personnel management, such as initial appointment, promotion and retirement of 

public employees, etc. shall be based on the principle of efficiency and transparency as well as the 

principle of objective criteria, such as merit, equity and aptitude, that establishment of adequate 
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remuneration shall be promoted; and that honesty, integrity and responsibility among public 

employees shall be promoted. 

In order to implement this Convention, it was necessary to develop the regulation and 

implementation system of Contracting States, promote cooperation among them, and understand and 

evaluate the implementation status. Accordingly, the Conference of the Contracting States of the 

Convention has been held approximately once every two years since 2006. Lately, at the third 

session of the Conference of the Contracting States of the Convention, which was held in Qatar in 

November 2009, it was decided to establish a working group for anticorruption measures with four 

major functions namely: 1) to accumulate knowledge in the area of anticorruption measures; 2) to 

facilitate the exchange of information and experience among the state parties on anticorruption 

measures; 3) to facilitate the collection of best practices of anticorruption measures; and 4) to 

promote cooperation among all stakeholders including civil society in order to prevent corruption. 

(2) Involvement of the NPA 

As Japan has signed but not yet ratified the convention, Japan participates in the Convention only 

as an observer. Meanwhile, the NPA has dispatched its personnel as a representative on behalf of the 

Japanese government to the meetings concerning national public employees in regular service, 

which is a matter under its jurisdiction, such as the third session of the working group for 

anticorruption measures held in 2012, which covered a series of subjects including code of conduct 

for public employees, securing of the principle of efficiency and transparency as well as the principle 

of objective criteria in the public employee system, promotion of education and training concerning 

anticorruption, conflicts of interest and corruption related to public procurement, etc, and property 

report systems, etc. At this session, the NPA clarified the issues based on the understanding and 

analysis of the present status by means of various methods before explaining the proactive measures 

in education and training to develop the effective measures for anticorruption in Japan. 

 

3. ADB/OECD Anti-Corruption Initiative for Asia-Pacific 

(1) Measures for Anticorruption in Asia-Pacific Region 

With the development of society and economy, etc., the countries in Asia-Pacific region have 

become strongly aware of the necessity to fight corruption to counter its negative effects on political 

stability and economic prosperity and growth. Under such circumstances, the ADB and the OECD 

jointly held conferences relating to anticorruption in the region in Manila in 1999 and in Seoul in 

2000, attracting over 30 countries in Asia-Pacific region. 

At these conferences, the participants shared the view that corruption is a widespread 

phenomenon, which hinders Good Governance, erodes the rule of law, impedes economic growth 

and efforts to reduce poverty, distorts competitive conditions in business transactions, and raises 

morally and politically serious concerns. They also shared the recognition that fighting against 
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corruption is a complicated task requiring involvement of all members of society; and that regional 

cooperation is essential to effectively combat corruption. 

For the sake of the Asia-Pacific countries, the conference, which was held in Seoul in 2000, 

endorsed the establishment of the ADB/OECD Anti-Corruption Initiative for Asia-Pacific as a 

framework to support development and implementation of the effective anticorruption strategies on a 

national and regional level with the cooperation of ADB and OECD. Additionally, it was recognized 

that the fight against corruption shall place priorities on the promotion of Good Governance, 

reinforcement of the rule of law, enhancement of integrity in corporate activities and development of 

the active strategies that promote citizens’ participation in anticorruption. 

At the 3rd Conference held in Tokyo in 2001, the Anti-Corruption Action Plan for Asia-Pacific 

was mapped out focusing on the three main priority areas: public service ethics, measures against 

bribery, and involvement of the general public. In 2002 and thereafter, the countries participating in 

the Initiative have taken measures in accordance with this plan and periodically reviewed them in the 

Initiative. 

Afterward, taking into account the adoption of the U.N. Anticorruption Convention in 2003 and 

the increase in the number of ratifying countries, the Initiative adopted Strategic Principles in 2010 

commemorating its 10th anniversary and designated expanded assistance for implementation in 

Asia-Pacific region as a priority area for the Initiative. 

To date, the participants of this Initiative comprise anticorruption agencies, the authorities 

concerned, such as the law enforcement authorities in 31 countries/regions in Asia-Pacific region 

including Japan, and the relevant international organizations, etc. The relevant conferences include 

the executive committee meeting, which is held once a year or so with the aim of setting the priority 

issues and providing assistance for the anticorruption-related reform of the member countries; the 

regional meeting, which invites experts and policymakers to set a specific theme and have 

discussion; and the local conference, which is held almost once every three years with participants 

extensively from civic organizations and private companies, etc. 

(2) Involvement of the NPA 

At the conference held in Seoul in 2000, the NPA gave a presentation on the background for the 

establishment of the Ethics Act in Japan. Additionally, in recent years, the NPA has actively provided 

cooperation in this Initiative through supplying information and stating opinions from the viewpoints 

of experts on the measures for anticorruption, etc. at the regional meetings and local conferences 

every year; more specifically on asset disclosure of public employees (2012), the launch of the 

National Public Service Ethics Board in Japan aiming at reinforcing the anticorruption agencies 

(2013), and the overview of public service ethics and disciplinary action system in Japan as the 

implementation of the measures/laws for anticorruption (2014), etc. 
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Chapter 2.  Background for the Reform of the Public Employee System in the East 
Asian Countries 

 

Section 1.  Background for the Request for Cooperation to Japan, etc. 
With the expansion and development of market economy and democratization/modernization of 

society, etc., democratization and streamlining of administration, which supports the foundation of 

society and economy, have become a common issue in the East Asian countries, including ASEAN, 

despite some differences in their national and social systems. For the purpose of improving the 

administration in each country, it is essential to develop the public employee system, which serves as 

the foundation for administration, in light of the social and economic situation, along with the reform 

of administrative organs and finance. 

While each country should independently make efforts to develop and reform the public 

employee system, Japan has received requests from the countries, which recognize the 

modernization of Japan as a model case and want to know the public employee system in Japan as 

well as its actual operation. The NPA has provided cooperation and support to accommodate such 

requests. 

 

Section 2.  Areas the East Asian Countries Need to Reform 
1. Recruitment Based on the Merit System 

One of the most important areas in the public employee system in each country is realization of 

appointment based on the merit system through fair recruitment examination of public employees. 

Each country has commonly aimed at securing excellent personnel in public service through 

recruitment based on the merit system without favoritism.  

The modern public employee system is supported by initial appointment based on the results of 

fair competitive examination, free from personal connections or political dynamics. Looking back 

the history of public employee systems in the world, the United Kingdom based on the 

Northcote-Trevelyan Report in 1853 established the Civil Service Commission to carry out the 

recruitment examination of public employees, which were common among ministries, with the aim 

of securing excellent personnel which means that United Kingdom introduced the recruitment 

system based on performance by way of recruitment examination. Additionally the United States, 

where political appointment had been mainly carried out, established the Civil Service Commission 

pursuant to the Pendleton Civil Service Act in 1883 in order to remove harmful effects caused by the 

spoils system. Then, the country launched the open competitive examination starting from low-level 

employees and established the principle to appoint officials based on the examination results. Today, 

appointment based on the merit system is applied in principle to public employees up to 

director-general level at the headquarters. Meanwhile, appointment based on the merit system is 
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taken for granted in Germany and France, which have the tradition of professional civil servants. 

Particularly with regard to initial appointment, the merit system linked to the educational 

background has been firmly established in these countries. In Japan, initial appointment through 

examination was gradually realized since the establishment of Rule on Civil Service Examination 

and Apprenticeship in 1887, which prescribed initial appointment through examination. After the 

war, the NPA was founded in 1948. Since then, the NPA has conducted the recruitment examination, 

which is linked to the educational level. 

Looking at East Asian countries of today, some countries like Cambodia and Myanmar after 

domestic confusion, etc. are now developing, have developed basic governance and administrative 

systems, and are trying to have economic and social exchange with other countries. On the other 

hand, in countries such as Thailand, the Philippines and Indonesia, where the social and economic 

system has been established to a certain degree and the foundation for economic activity has been 

completed, there is a movement to enhance the administrative capabilities, for instance through 

recruiting excellent personnel in public service, with the aim of further development of the economy 

and society. 

In these East Asian Countries, recruitment examination has been introduced and implemented. 

Nevertheless, many of them have to cope with challenges in terms of contents and implementation 

such as whether the examination is carried out fairly, and whether the examination effectively 

functions as a tool to select excellent personnel. 

Cambodia needs fair implementation of the recruitment examination and proper initial 

appointment of competent personnel in order to secure human resources required for the government 

that is working on restructuring of administration, etc. At present, Cambodia is trying to examine the 

recruitment examination carried out by each ministry, from various viewpoints, such as how the 

Ministry of Civil Service, which is responsible for securing fairness, shall get involved in that 

examination, and if excellent personnel can be selected only with the written test. 

In Myanmar, with regard to the initial appointment of “Gazetted Civil Servants”, who are in 

charge of policy planning in each Ministry, the Union Civil Service Board collectively implements 

the recruitment examination. 

In Vietnam, which is promoting the Doi Moi Policy focusing on the introduction of the market 

economy system as well as the reform and market-opening, it is necessary to secure excellent public 

employees who are trusted by the people in order to secure trust in the government, to stabilize the 

society and to develop the economy. Accordingly, the country is working on a reform of the 

recruitment examination, etc. with a view to eradicating injustice in initially appointing and 

promoting excellent personnel based on their performance. In that regard, Vietnam expresses a 

strong interest in the method and content of the recruitment examination in Japan, where applicants 

are evaluated based on the results of fair examination without favoritism, and the NPA has provided 
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technical assistance to Vietnam since 2014. 

Malaysia, with a per capita GDP of over 10,000 dollars, has completed a series of measures to 

modernize administration. The Public Service Commission is basically responsible for initial 

appointment of general civil servants of the federal government. The examination procedures, such 

as application, and implementation of basic ability test and psychological test have been made online. 

Along with the introduction of online procedures, the interviews are conducted at night and on 

weekends for the convenience of applicants; and PR activities are strengthened, etc. for the purpose 

of securing excellent human resources. Although sufficient applicants for public employees are 

secured now owing to the remuneration level of public employees that can be competitive with that 

of the private sector, in addition to these measures, Malaysia has launched the scholarship program 

to initially appoint personnel who graduated from universities at home or abroad with excellent 

results as candidates for future senior officials.  

Furthermore, Indonesia and the Philippines have also promoted the use of IT technology, for 

instance through making application of recruitment examinations online and implementing 

computer-based examinations. 

In Thailand, with regard to the competitive examinations, the general common test is conducted 

by the Office of Civil Service Commission. The officials of this Commission get involved also in the 

examination carried out by each Department as the personnel selection committee members in order 

to secure fairness in the implementation of examinations, etc. 

Moreover in China, initial appointment through examination was one of the main pillars of the 

development of the public employee system, which started with the promulgation of the Temporary 

Statute of the National Public Servant of China in 1993. 

In ASEAN, the Philippines takes the role of the ASEAN Regional Center for testing, and the 

Philippine Civil Service Commission offers a place to share information, technologies and 

experiences in the ASEAN member countries and to provide assistance. In 2014, the Commission 

hosted the conference and workshop with the aim of creating and developing the systems for 

recruitment examination and promotion based on examination in the member countries, especially in 

Cambodia, Laos, Myanmar and Vietnam. 

2. Human Resource Development through Training, etc. 

Development of human resources in charge of administrative management is the next most 

important area in the reform in each country following recruitment examinations. Efforts are being 

made in every country to develop personnel as bearers of the administration with a view to meeting 

the administrative needs and enhance the quality and efficiency of public service. 

In public service, fairness, impartiality and neutrality, etc. are strictly demanded, and there are 

many areas that require specific technical knowledge and skills in executing operations. Therefore, it 

is common that human resources, which are necessary for the stable and continuous execution of 
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administration, are secured through the development of existing staff in a department. Personnel 

management based on long-term employment is implemented also in East Asian countries, and the 

development of personnel within a department and effective use of such employees have become 

important issues for these countries. 

In each country, each ministry offers the training for specific job to its employees, and the core 

training institute established within the central personnel administration agency, etc. carries out the 

cross-ministerial training. The core training institute in each country mainly implements the training 

to develop senior officials, and at the same time, helps a training institute in each ministry with 

curriculum development, etc. Accordingly, the core training institutes contribute to the human 

resource development in public service through the development of senior officials and enrichment 

of the training in each ministry. The training to develop senior officials mainly aims at acquiring the 

abilities that are useful to perform duties after promotion. But in some countries, such as Indonesia 

and Vietnam, participation in a certain training course is a condition for promotion. 

In Cambodia, the government has positioned the realization of Good Governance as the central 

goal of the national development strategy and worked on anticorruption and administrative reform, 

etc. Under such circumstances, it is required to enhance the ability to perform duties and to change 

the way of thinking of public employees. Accordingly, Royal School of Administration takes the lead 

in designing the training course for officials to acquire the basic abilities and knowledge, etc. in 

addition to developing senior officials, with paying attention to the training system, etc. in Japan. 

In Indonesia, participation in the specific training courses carried out by the National Institute of 

Public Administration is a prerequisite for promotion up to Vice Minister, Director-General, 

Department Director and Division Director levels. The objective of these training courses is to 

acquire the ability to lead reforms as well as the technical and managerial skills so that they can 

exercise their leadership as senior officials. 

Malaysia also places a high priority on human resource development (training). It is mandatory 

to allocate 1% of personnel expenses to the training budget, and employees are obligated to 

participate in training for more than 7 days a year. Recognizing the necessity to change the way of 

thinking of employees to carry out reform, such subjects as values expected of public employees and 

leadership to promote reforms are incorporated into the training offered by the National Institute of 

Public Administration. 

In the Philippines, the Civil Service Commission itself implements training for the employees in 

each ministry in addition to developing the policy concerning training and coordinating the 

implementation of training. The Commission is involved in the development of the training based on 

competency with a view to developing the ability suitable for each government post. In addition, in 

partnership with Development Academy of the Philippines, the Commission is actively engaging in 

the training for senior executives and their candidates. 
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Moreover in Thailand, the Office of Civil Service Commission established the Civil Service 

Training Institute and engages in developing “High Performance and Potential System” common to 

each department where the candidates for future senior officials are developed through offering 

opportunities for job rotation and training, etc.; implementing cross-department training courses to 

nurture senior officials; and providing assistance to each department through the development and 

supply of training materials, etc. 

Myanmar is putting an emphasis on the capacity development of senior officials with a view to 

realizing Good Governance, improving public service and realizing the administration without 

corruption. The Central Training Institute for Civil Servants carries out the training programs, which 

are designed to improve management ability and to enhance public service ethics, etc. with reference 

to the public employee system, the measures to maintain ethics and the training systems, etc. in 

Japan. 

In Vietnam, it is necessary to nurture leaders particularly in the younger generation after the 

Vietnam War for the purpose of securing human resources to properly run the country. Accordingly, 

leaders are systematically developed and allocated. For that purpose, the Ho Chi Minh National 

Academy of Politics implements training courses to evaluate the ability of the candidates and the 

results are used for selection. Therefore, it is required to develop and implement the training courses 

appropriate for the leader development, and the NPA is providing assistance to some parts of the 

development and implementation efforts. Additionally, the National Academy of Public 

Administration, established under the Ministry of Interior, implements the training, and participation 

in such training is a prerequisite for promotion. 

In Korea, the training institute is established under the central personnel administration agency to 

offer cross-ministerial training, and carries out training with the main objective of developing 

personnel who can respond to globalization and lead reform. 

As previously stated, East Asian countries have a keen interest in improving the training for 

senior officials or their candidates, aiming at raising the level of government personnel. At the same 

time, each country recognizes the necessity to enhance the ability of the employees in charge of 

general service to perform their duties. Personnel development of public employees through these 

training programs, etc. is one of the most important measures of personnel management, and the 

training institutes, which serve as the core for such measures, play a significant role. 

3. Ethics Maintenance and Anticorruption 

The third issue is maintenance of public service ethics and anticorruption. As indicated in the 

U.N. Anticorruption Convention, corruption is a serious problem, which harms the system and 

values of democracy, the ethical values and justice, and also endangers sustainable development and 

the rule of law. Especially in developing countries, it is important that daily corporate activities are 

guaranteed by fair and stable administration, for the sake of smooth development of economy and 



80

51 
 

society. Accordingly, the maintenance of public service ethics has become an important issue for 

each country in order to secure public trust and to operate administration properly. 

As stipulated in this Convention, for the purpose of anticorruption of public employees, 

measures should be taken for the entire public employee system, ranging from recruitment, initial 

appointment, promotion, remuneration, education/training to retirement of public employees along 

with the establishment and observance of the code of conduct of public employees. Generally, 

government enterprises as well as permission and authorization from the administration, etc. often 

become a breeding ground for corruption amid economic development. Furthermore, in many 

ASEAN countries, the remuneration of public employees is not high enough to cover their living 

costs due to the low remuneration level in the private sector or financial shortage. Therefore, the 

receipt of illicit money, etc. in public service has been widely spread in some countries. 

As suggested in the study on public service ethics, which was conducted by the OECD, there are 

two types of approaches to address public service ethics: the compliance approach, and the integrity 

approach. The compliance approach is to establish the code of conduct, monitor the observance of 

the code, and crack down on violations. On the other hand, the integrity approach is to enhance the 

self-discipline of public employees. These two approaches are not alternatives but complement each 

other. Both approaches should be combined to take measures in accordance with the situation of 

each country and society. 

In Cambodia, elimination of corruption is the top priority issue as the key to realize Good 

Governance, which is positioned as the central goal of the “Rectangular Strategy”, which is a 

national development strategy currently implemented in the country. Accordingly, the government 

established the Act on Corruption Prevention, developed the National Committee for Corruption 

Prevention and the Corruption Prevention Unit, and takes such measures as publicizing the laws, 

assigning personnel in charge in each ministry, and asset reports of public employees. 

In Indonesia, the Corruption Eradication Commission was launched in 2003 different from the 

existing police/public prosecutor agencies against a backdrop of low public trust in police/prosecutor 

agencies due to the corruption in police, etc. and the surge of public criticism against the corruption 

of high-ranking government officials. The Commission has the authority for investigation and 

prosecution of the corruption cases. 

Myanmar is actively working on training concerning ethics aiming at promoting the employees’ 

understanding of public service ethics and raising their ethics consciousness. The country is making 

a study to develop teaching materials of ethics and to develop the ability of instructors focusing on 

the teaching materials and training methods of the ethics training for public employee in Japan. 

In Malaysia, corruption prevention is one of the main six areas of the government’s reform 

program and recognized as the important issue for the reform of the administrative and public 

employee system. In 2009, the Anti-Corruption Commission of Malaysia was established as the 
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agency specializing in anticorruption pursuant to the Act on the Anti-Corruption Commission. 

Targeting the private sector as well as the public sector, this Commission detects and investigates 

illegal acts; and provides advice and cooperation, etc. concerning anticorruption. Furthermore, the 

Agency Integrity Management Division was established in this Commission, and an Integrity Units 

was also established in each ministry with the aim of strengthening Good Governance through 

inhibition of criminal acts and internal control. 

In Thailand, the Code of Ethics for Civil Servants was established in 2009 as the Royal Decree. 

The Ethics Code stipulates ten general rules of conduct to be observed by public employees in order 

to maintain their ethics, and illustrates the inappropriate acts that violate the ethics rules. Meanwhile, 

the National Anti-Corruption Commission was established pursuant to the Constitution of 1997 to 

handle the corruption cases committed by politicians and high-level officials. Moreover, the Public 

Sector Anti-Corruption Committee was established under the Ministry of Justice to deal with the 

corruption cases committed by public employees at Division Director level or below. 

In the Philippines, the Civil Service Commission conducts unannounced on-site inspections at 

each ministry to prevent corruptions, etc. 

As stated above, the compliance approach is mainly taken in the ASEAN countries as a measure 

for ethics maintenance, but the measures against corruption cannot easily produce the positive 

effects due to the issues related to low remuneration level, etc. For the purpose of sustainable ethics 

maintenance, it is necessary to properly maintain working conditions, such as remuneration, and at 

the same time to take the integrity approach to maintain self-awareness and self-discipline as public 

employees. 

4. Remuneration and Other Working Conditions 

It is essential to ensure working conditions, including remuneration, in order to secure excellent 

personnel in public service. In addition, it is also necessary to promote the setting of proper 

remuneration, etc. for the purpose of preventing corruption as suggested in the U.N. Anticorruption 

Convention. 

In Cambodia, the remuneration level of public employees is not high enough to cover their living 

costs, and thus, raise of public employee salary has become a serious issue to prevent corruption and 

secure human resources. 

Vietnam and China also have to address the issue of securing a proper remuneration level for the 

purpose of preventing corruption as well as securing human resources. 

In the Philippines, the remuneration system is developed based on four principles: 1) equal pay 

for equal work, 2) balance between the public and private sectors, 3) motivation for continued 

service and 4) observance of the Act on the Minimum Wage. The remuneration level is lower than 

that in the private sector due to budgetary constraints, and the gap is wider in higher positions. 

In Thailand, the remuneration level of public employees is much lower than that in the private 



82

53 
 

sector, and improvement has been required for the purpose of securing human resources and 

preventing corruption. Despite the recent improvements, the remuneration level is roughly 30% 

lower than that in the private sector on average. With the aim of securing an appropriate 

remuneration level of public employees, etc., attention is lately paid to the method to set the 

remuneration level of public employees based on the survey on the remuneration in the private 

companies like the one carried out in Japan. Furthermore, designing a remuneration system in 

accordance with the living costs in each place by referring to the regional allowance system in Japan 

is now under consideration with a view to creating a more sophisticated remuneration system for 

public employees. 

In Malaysia, the remuneration level of public employees is the same or higher than that in the 

private sector, which is one of the attractive features of public service along with the stable 

employment. In the recent reform, the remuneration system was changed to increase grades and pay 

steps in order to increase the opportunity of promotion and motivate employees. In this way, efforts 

have been made to maintain excellent employees. 

In Indonesia, the remuneration level of the officials at mid-level or lower is almost the same with 

that in the private sector, but the remuneration level of senior officials is lower than that in the 

private sector. The study is carried out on the reform of the government post classification system 

aiming at making a shift from the seniority-oriented system to a system based on duties and 

performance. 

As mentioned above, it is necessary to properly maintain remuneration and other working 

conditions of public employees for the purpose of securing human resources in public service, 

maintaining ethics and preventing corruption. Many countries, however, have a lot of concerns, such 

as budgetary constraints. Thailand and some other countries aspire to improve remuneration 

focusing on some specific areas. In addition, some countries are pursuing working conditions other 

than remuneration, such as work-life balance, to secure human resources. 

With the economic development, many countries began to face the same problems as Japan is 

now challenging including: treatment of employees who are job-oriented but at the same time are 

reflecting on their life stage under the long-term employment system, implementation of fair and 

convincing evaluation, and reflection of the evaluation results on remuneration amid the stable 

operation of the personnel evaluation system. This is one of the topics on which many questions are 

raised at the international cooperation training conducted in collaboration with the NPA. 

Meanwhile, few countries in East Asia have the determination system of working conditions 

based on basic labor rights, which can be seen in Japan as well as the U.S. and European countries. 

 

Chapter 3.  The Public Employee System in Japan and Future International 
Cooperation 
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Section 1.  The Public Employee System in Japan  
1.  Initial Appointment Based on the Merit System  

As described previously, introduction of competitive examinations and initial appointment 

based on the merit system without favoritism is the basic of the modern public employee system. 

In Japan, public employees are “servants of all citizens” under the Constitution of Japan. The 

National Public Service Act, which was established based on this, stipulates the principle of a merit 

system to ensure fairness. The Act also stipulates, the NPA as a specialized agency in charge of 

personnel administration independent of the Cabinet. While each minister appoints its employees, 

the NPA is responsible for the implementation of the recruitment examination of national public 

employees and decides the successful applicants. Then the appointers decide the recruits from them. 

Such a system keeps away the pressure from politics, etc. on initial appointment with the public trust 

in the fairness of the recruitment examination of national public employees, this system has played a 

role to secure diverse and competent human resources required in public service. 

The NPA has been continuously working on the reform of the recruitment examination 

system in order to secure necessary human resources in response to changes of the times. In recent 

years, revisions have been made since 2008 with the basic objectives; to create an opportunity to 

shift to personnel management based on ability and performance through a fundamental revision of 

the recruitment examination system, and to make the examination system contribute to securing 

diverse personnel responding to new sources of human resources, such as professional graduate 

schools. Since FY 2012, the recruitment examination system has been reorganized into the new 

system including the Examination for Comprehensive Service and the Examination for General 

Service, etc. In FY 2014, 22 types of recruitment examinations of national public employees were 

carried out 25 times in total (including the Examination for Ministry of Foreign Affairs Specialists). 

In order to judge the abilities appropriately in the recruitment examination for public 

employees, it is necessary to organize the examination with a proper selection and combination of 

multiple-choice test, essay written test, interview test, group discussion test, etc. In addition to 

making questions for written tests, it is also required to research and develop examination techniques 

for interview and other types of tests and to make improvements. Accumulation of technical skills 

and knowledge is required to plan these examinations, make questions, and develop the examination 

techniques. Accordingly, each country has a specialized agency in charge of planning and 

implementing the recruitment examinations of public employees. As an agency specializing in 

personnel administration, the NPA has made efforts to secure excellent personnel required in public 

service through developing and revising the system, content and techniques, etc. of the examination 

appropriately at the right time. The NPA will continue these efforts to secure excellent personnel. 

Moreover, the major initial appointment style in Japan in both the public and private sectors 
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is to recruit new graduates all at once. Therefore, with regard to initial appointment of public 

employees, the expected graduates of high schools, universities and graduate schools are initially 

appointed each year through the recruitment examination, which is common throughout the Cabinet 

Office and each ministry. In the recruitment examinations of national public employees in FY 2014, 

around 140,000 people applied for and around 19,000 passed the examination. In carrying out many 

recruitment examinations all at once on a national scale, a specialized agency with broad experience 

and knowledge is required to assume responsibility for conduct in order to secure appropriate 

implementation free of fraud and error. 

 

2. Human Resource Development through Training, etc. 

The development of existing staff is as important as the recruitment of excellent personnel. 

In order to achieve the results expected by the people, pubic employees need to improve their 

knowledge and ability as experts in each area in charge, and at the same time to have the 

consciousness and ability required as the servants of all citizens. 

In the U.S. and many European and East Asian countries, the specialized agencies 

independent of each ministry conduct the training. Similarly in Japan, the NPA, independent of the 

Cabinet, established a specialized facility called National Institute of Public Administration and 

implements the training with a view to nurturing employees to get aware of the mission as the 

servants of all citizens and have diverse viewpoints. Especially, the NPA is systematically and 

effectively carrying out the Administrative Training Courses to enable employees to acquire basic 

attitudes as public employees and common skills in public service as well as ethics, etc., through 

implementing the training across the government in accordance with the levels of position. It is 

necessary to enrich and reinforce the Administrative Training Courses so that public employees can 

maintain the public trust and perform their duties as the servants of all citizens. 

Each ministry conducts technical business training and various types of training that are 

necessary for personnel management. In the meantime, the NPA, as the specialized agency with the 

knowledge about training, develops the training courses and materials, which are common 

throughout the Cabinet Office and all ministries, and nurtures the training instructors, etc. in order to 

provide assistance for training carried out by each ministry. The management of training in such a 

way over a long period of time has sophisticated the programs and techniques of the training, leading 

to the requests for assistance from the developing countries to the NPA. 

In Japan, human resource development has been conducted mainly through on-the-job 

training (OJT), which has been having great effects in the development of personnel from operation 

level staff to senior officials. However, the human resource development based on the OJT, which 

offers the existing knowhow and knowledge, is not sufficient to respond to the rapid changes in 

society and economy along with the progress in sophistication and globalization of administration. 
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Accordingly, the training opportunities should be enriched further. 

 

3. Maintenance of Ethics 

Ethics of national public employees in Japan depend on their high awareness of legal 

compliance and their consciousness of ethics. They used to be maintained by protecting the morals 

of each employee through issuing the Circular Notice of Strict Official Discipline, etc. in accordance 

with the provision concerning prohibition of acts causing discredit in Article 99 of the National 

Public Service Act. Due to the serious scandals of the public employees after the burst of the bubble 

economy in the Heisei period, the National Public Service Ethics Act was established in 1999. 

Pursuant to this Act, the National Public Service Ethics Code was established as the rule of conduct 

based on the ethical behavior criteria. At the same time, the rule to report receipt of gifts, etc. and the 

standard for disciplinary actions against violators were provided. There is no criminal penalty 

imposed for ethical violations (excluding crime of acceptance of bribe), but such violations are 

provided for in the Act, which is one of the features of maintenance of ethics in Japan. 

15 years have passed since the enforcement of the National Public Service Ethics Act in April 

2000. During this period, the National Public Service Ethics Board took measures concerning 

maintenance of ethics of national public employees based on the Ethics Act and the National Public 

Service Ethics Code and has made efforts to secure the public trust in public service. 

According to the “Survey for Citizen Monitors and Intellectual Monitors Concerning Public 

Service Ethics”, which was conducted by the Ethics Board in 2014, more than half of the 

respondents in the citizen survey and over 80 percent of the respondents in the intellectual survey 

had a favorable impression about the consciousness of ethics of public employees. 

In ASEAN countries, mainly the compliance approach, which emphasizes the discipline, is 

taken amid the serious corruption of public employees. In Japan, on the other hand, ethics of 

employees is maintained by combining the compliance approach and the integrity approach. From 

the viewpoint of the integrity approach, which emphasizes the consciousness of ethics of employees, 

development of teaching materials and implementation of training to raise awareness of public 

employees, etc., which are implemented by the NPA, are the effective measures to deeply establish 

and maintain normative consciousness. Furthermore, the Ethics Board puts an emphasis on the 

preventive measures and ministries where scandals have been revealed are requested to devise 

measures to prevent recurrences and to report any. 

Moreover, appropriate treatment such as remuneration, etc., pay step increase in accordance 

with performance, and retirement allowance system, etc. also encourage public employees in Japan 

to observe the ethics code. 

 

4. Remuneration and Other Working Conditions 



86

57 
 

As the workers stipulated in the Article 28 of the Constitution of Japan, national public 

employees are guaranteed with basic labor rights. Their constitutionally-guaranteed rights are 

restricted in light of their special positions and the public nature of their duties. In compensation for 

the restriction of basic labor rights, the remuneration and other working conditions are regulated by 

law based on the recommendation made by the NPA to the Diet and the Cabinet. 

The NPA makes the necessary recommendation on the remuneration of national public 

employees to the Diet and the Cabinet every year, and basically, it has been fully implemented. It is 

appropriate that the NPA makes the remuneration recommendation based on the remuneration level 

of the private sector that is decided by labor-management negotiations, etc. Therefore, basic policy is 

to balance the remuneration level of national public employees with that of private sector employees 

(the principle of balancing working conditions with those in the private sector). Accordingly, the 

NPA conducts a survey on the remuneration of employees in the private sector, targeting around 

12,400 private sector offices (the survey in 2014), to compare in detail the remuneration of public 

employees with that of private sector workers with the same characteristics in terms of rank of 

positions, working area, educational background and age, which are considered to be the main 

factors to determine remuneration. By calculating the gap between the public and private sectors, the 

NPA makes the recommendation to revise the remuneration of public employees with a view to 

eliminating such a gap. The working conditions other than remuneration, such as working hours and 

leave, etc., are also decided based the principle of balancing working conditions with those in the 

private sector. 

As the treatment system based on long-term employment, the remuneration of national public 

employees consists of salary, which is the base wage, and various allowances, including family 

allowance, housing allowance, commuter allowance and regional allowance, based on the principle 

of remuneration based on official duties and responsibilities pursuant to the National Public Service 

Act. Along with the revision of remuneration level, the NPA’s Remuneration Recommendation 

includes a review on the allocation and the system of salary and various allowances based on 

hearings with employee organizations, etc. concerning their requests and opinions. 

The remuneration of public employees needs to be continuously reviewed in order to respond 

to changes in the environment surrounding public employees and to take into account changes in the 

age structure of employees and revisions of remuneration systems in the private sector. Since April 

2015, the comprehensive revision of the remuneration system, including remuneration allocation in 

accordance with duties and work performance, was carried out as well as revisions of remuneration 

allocation among regions and among generations. 

In the ASEAN countries, the system to decide working conditions through the Western-style 

labor-management negotiation has not been established yet. However, with the progress of 

democratization, etc. in the future, it is expected that employees will more strongly demand 
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participation in the process of the remuneration decision, etc. When it actually comes true, the 

ASEAN countries will have to address the issues concerning how to create the remuneration 

decision system, such as the recommendation system, as well as the technical issues, such as the 

survey on the remuneration in the private sector and comparison between the public and private 

sectors. 

 

Section 2 International Cooperation and Exchange in the Future 
In order to improve the administrative management, it is necessary to develop the public 

employee system, which serves as the foundation, and to develop public employees with ability and 

integrity. Based on the accumulated experiences related to the national public employee system in 

Japan, the NPA has provided cooperation to develop systems and human resources in developing 

countries through implementing training programs and dispatching experts, etc. In addition, the NPA 

has made efforts in promoting exchange in the field of personnel administration as seen in the 

China-Japan-Korea Personnel Policy Network.   

 

1. Cooperation for the Development of the Public Employee System, etc. 

Looking at the ASEAN countries, some countries, such as Malaysia, have an advanced public 

employee system. On the other hand, other countries, including Cambodia, Myanmar and Vietnam, 

etc., are still in the process of developing the foundation of the public employee system. In order to 

build such a foundation, the countries concerned have to deepen their understanding of the 

background, significance, purpose, operation and relevant systems by referring to other countries, 

and to introduce a system in accordance with the development stage and the situation of society and 

politics, etc. of their respective countries. Many countries, however, consider the job classification 

system based on fluid labor market, etc. as the ideal public employee system. As a result of trying to 

introduce the public employee system based on such a model, they are often caught up confusion. 

In order to build a foundation of the public employee system, it is important to make a study 

by referring to some existing models of the public employee systems. Especially for East Asian 

countries, the public employee system in Japan can be used as a model owing to proximity in terms 

of geography and culture, 

A survey was conducted to ask for opinions about the Japanese public employee system by 

targeting the trainees of the international group-based training carried out in cooperation with the 

NPA over the past five years. 17 people responded to the survey, and all of them highly evaluated the 

public employee system in Japan, especially in the fair personnel management based on the merit 

system and a high sense of ethics established among public employees, as expressed in the reply as 

follows: “The public employee system in Japan is well organized and controlled. Initial appointment 

is very competitive, and appointment is based on performance. There is little room for discretion or 
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manipulation. The system leaves little room also for political intervention” (comment of a trainee 

who participated in the Seminar on Governmental Human Resource Management for Senior 

Officials in FY 2012). 

Regarding recruitment examination, one reply pointed out that recruitment examination in 

Japan is highly fair and transparent with no room for intervention of external pressure and is useful 

to initially appoint excellent personnel; and another opinion stated that the method to secure 

excellent personnel through the recruitment examination, like the one introduced in Japan, is 

essential for good administrative services. 

The replies regarding human resource development through training, etc. include indications 

that it is helpful to develop human resources who can adapt to future situations as well as current 

issues, that it offers opportunities for employees to be aware of their mission as public employee and 

their future goals, and that a respondent would like to make a proposal to position training as one of 

the government’s top priority areas. 

Regarding public service ethics, most of the trainees highly evaluated the consciousness of 

ethics of public employees and the system to maintain ethics in Japan. One reply states that the 

respondent is making efforts to enhance transparency and accountability of procedures and to enrich 

ethics training, etc. by referring to Japan with the aim of maintaining and enhancing ethics of the 

employees in his/her own country. 

Regarding remuneration one reply expresses a desire to improve the system of the own 

country despite the difficulty due to budgetary constraints, and another reply states that the study is 

carried out on the remuneration system reform based on such concepts as duty/responsibility, 

adaptation to the circumstances and the merit system, as in Japan. 

As stated above, the survey found that most of the trainees of the group-based training that 

was implemented with cooperation from the NPA are deeply impressed with the public employee 

system in Japan and Japanese public employees, and are striving to use what they achieved in the 

training in their own countries. 

In the future, the NPA shall more actively send out the information on the public employee 

system in Japan and suggest it as one of the models to the countries that are trying to build a 

foundation of the public employee system. It is appropriate that the NPA shall encourage these 

countries to study the public employee system on their own initiative, and then actively provide 

cooperation when there is a request from them. 

In addition to the aforementioned system-related cooperation, the NPA receives requests for 

help to develop human resources, of administrative management. The NPA has actively offered 

group-based training and training for specific countries, etc. targeting developing countries. It is also 

appropriate to implement these training programs in consideration of combining them with the 

assistance for system development, etc. 



89

60 
 

 

2. Promotion of International Exchange, etc. 

East Asian countries that have the public employee system which is advanced to a certain 

degree often ask Japan for technical cooperation and information provision concerning the 

development of individual system. For instance, Thailand requested technical cooperation for the 

Fact-finding Survey of Job-by-Job Pay Rates in Private Enterprises. With regard to specific technical 

cooperation to improve the public employee system, the NPA intends to flexibly provide diverse 

cooperation responding to requests from the countries concerned.   

The public employee system is a domestic system that is affected by the environment 

surrounding the administration and the practice of personnel management in each country. Therefore, 

a system of country does not easily fit well to another. Amid globalization, however, if public 

employees in each country properly recognize the state of other countries and promote 

communication with each other to solve the issues, it will help to facilitate international relationships 

and to improve the quality of administration in each country. Therefore, international exchange is 

becoming increasingly important in the field of administration as well. If each country operates 

personnel administration under the common system of the modern public employee system, it will 

become meaningful for countries sharing the same problems related to personnel administration to 

have the opportunity to consult each other and to work together in order to address such issues. For 

example, in the European Union (EU), the member countries actively exchange with each other 

under the Ministers’ Meeting concerning personnel administration, for instance through sharing the 

measures taken in each country. In addition, the OECD countries exchange information and have 

discussions on the issues related to personnel administration, which is common among the member 

countries, at the Public Governance Committee for the purpose of improving personnel 

administration in each country. 

In East Asian countries, there is a wide gap in the state of development of the public 

employee system. Therefore, it is not easy to exchange with other countries in a similar sense with 

the exchanges carried out in the OECD or the EU. It, however, is significant to promote mutual 

interaction and to exchange information concerning common themes, such as human resource 

development, anticorruption, and personnel evaluation, aiming at recognizing the issues of each 

country and deepening the measures for such issues. 

In terms of the multilateral discussion and exchange, the NPA has carried out exchange, etc. 

in the field of personnel administration through the China-Japan-Korea Personnel Policy Network. 

In recent years, the ASEAN Cooperation on Civil Service Matters (ACCSM) was also established as 

a cooperation framework which includes Japan, China and Korea as its members. The ACCSM has 

promoted interaction among the personnel administrative agencies in the member countries through 

actively implementing seminars and joint training with a view to developing the public employee 
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systems and human resources in the ASEAN countries. The NPA is expected to be actively involved 

in the ACCSM as well. In the future, the NPA intends to understand the trends in each country 

utilizing the aforementioned system and to promote bilateral and multilateral exchanges to address 

various issues in which each country is interested, such as recruitment examination and human 

resource development, etc. for the purpose of deepening mutual understanding and trust. 

Especially in the field of human resource development, the core training institutes in East 

Asian countries utilize the frameworks, such as the ACCSM, and try to reinforce collaboration with 

the foreign governments in order to develop human resources. The NPA shall actively get involved 

in collaboration among these training institutes. Furthermore, deepening mutual understanding and 

trust is also important for the purpose of efficient and effective assistance to countries that are still 

developing their public employee system. Accordingly, promotion of exchange with other countries 

is very significant in this respect as well. 

 

Conclusion 

In the modern and contemporary democratic countries, ensuring fairness in personnel 

administration, which serves as the foundation of administration, is essential to realize the efficient 

and democratic administration. This is universal in nature beyond the difference in politics and 

society. This is one of the reasons that East Asian countries often refer to the public employee system 

in Japan as a model. 

In fact, Japan accepted the Western-style public employee systems; the German-style system 

introduced in the Meiji era and the U.S.-style system introduced after the World War II. Japan 

combined these two systems and has been utilizing the combined system in the employment 

circumstance in Japan. Japan’s experience of establishing its personnel administration serves as a 

very useful reference for developing countries that have to introduce a Western-style system and 

modernize it in their own way. 

Amid globalization, we are entering an age when collaboration in personnel administration is 

carried out on a global scale. For the purpose of ensuring international trust in Japan, it is worthwhile 

to send out the message to other countries that the system of the NPA or the Japanese-style personnel 

administration is one of the universal systems to realize the fair and efficient personnel 

administration. This is one of the important functions of the NPA. 

Furthermore, when showing the Japanese public employee system as a part of the technical 

cooperation extended to East Asian countries, it is important to collect and disseminate information 

through dialogue with the relevant countries so as not to be seen as pushy. 

With East Asian countries, Japan shares many aspects in common in terms of culture and 

society, and has carried out various exchange programs concerning the public employee system. The 

NPA shall further promote exchange with East Asian countries through the China-Japan-Korea 
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Personnel Policy Network and the ACCSM, etc. Furthermore, the NPA intends to actively extend 

technical assistance, etc. for the purpose of developing necessary systems and human resources. 




