


April. Taking them into consideration, the NPA, instead of simply comparing average salaries, 

accurately compares remunerations of officials subject to the Salary Schedule for Administrative 

Service (I) (hereinafter referred to as “Admin (I)”), who are in charge of general administrative 

affairs in public service, and administrative and technical employees in the private sector, both 

of whom belong to the same category in terms of position, place of employment, educational 

background, and age, which are main factors in determining remuneration. The gap between 

the public and private sectors is also calculated by using an accurate comparison (Laspeyres 

formula).

With the aim of extensively understanding the remuneration situation in the private sector 

while ensuring the accuracy of the survey, the Survey of Private Industry was conducted also in 

2015 by targeting 50 or more employees on an enterprise scale basis and 50 or more employees 

on an office scale basis of private establishments across the country in order to understand the 

remuneration of those working at such offices after a wage revision in spring. Furthermore, the 

NPA carried out the Survey of National Public Employees, which is a complete census on the 

payment situation of remuneration, for about 250,000 full-time public employees subject to the 

Remuneration Act.

The NPA compared public and private remunerations in April 2015 of employees in the 

same category and at the same position level, which were obtained from each survey by using 

the aforementioned Laspeyres formula. The NPA then and computed the gap between the public 

and private sectors. As a result, monthly wages of national public employees were lower than 

those of the private sector by 1,469 yen (0.36%) on average. Therefore, the NPA decided to 

raise the monthly remuneration of national public employees in order to keep a balance with 

the private sector. To do this, it was decided to raise the level of salary, which is a basic element 

of remuneration, and to revise the payment rate of the area allowance, aiming at facilitating a 

comprehensive review of the remuneration system.

(b) Special remuneration (Bonus)

The special remuneration paid in private establishments during one year from August 2014 

through July 2015 was equivalent to 4.21 months of monthly remuneration. Since the average 

annual payment months of end-of-term and diligence allowances for national public employees 

(4.10 months) was 0.11 months less than that of the bonus in the private sector, it was decided 

to increase the payment months by 0.1 months to 4.20 months.

(c) Remuneration revision in 2015 

① Salary schedule

It was decided to raise Admin(I), which is applied to employees in charge of general 
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administrative affairs in public service, by 0.4% on average. The initial salary of 

employees appointed through the Examination for General Service was raised by 2,500 

yen in consideration of the gap with the initial salary in the private sector. The similar 

degree of revision was also made targeting young employees. The salary for other 

employees was basically increased by 1,100 yen respectively in light of a shrinking gap 

of elderly employees’ remuneration between the public and private sectors following a 

comprehensive review of the remuneration system.

It was decided to revise other salary schedules based on a balance with Admin(I) and 

to increase the Salary Schedule for Designated Service by 1,000 yen for each pay step 

responding to the raise of Admin(I).

② Initial Salary Adjustment Allowance

Taking into account the revision of the Salary Schedule for Medical Service (I), it was 

decided to make necessary revisions aiming at securing treatment for medical doctors.

③ Area allowance

Concerning the payment rate of area allowance, it was decided to increase the rate 

within the range between 0.5% and 2% in accordance with the difference between 

payment rates before and after the revision, which was carried out as part of a 

comprehensive review.

④ Special Remuneration (Bonus)

Since the average annual payment months of end-of-term and diligence allowances 

for national public employees was 0.11 months less than that of the bonus in the private 

sector as stated above, it was decided to increase the payment months by 0.1 months. 

With regard to distribution of the increased amount between end-of-term and diligence 

allowances, the increase was allocated to the diligence allowance in light of the payment 

of special remuneration in the private sector with the aim of promoting remuneration 

commensurate with work performance.

(d) Other issues

① Family allowance related to spouse

Concerning the spouse allowance, discussions have been made at the Council on 

Economic and Fiscal Policy on the necessity of a review, together with a review of the tax 

system and social security system, to make a system to facilitate women’s employment 

with a view to promoting women’s activity. The NPA is asked to review the family 

allowance related to spouses of national public employees.

The NPA has conventionally made it a rule to provide the family allowance basically 

taking into account the condition of the remuneration in the private sector. In the Survey 
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of Private Industry in 2015, research was conducted concerning the family allowance in 

private companies, including the limit based on the spouse’s income. The research found 

that private companies generally provide a spouse with the family allowance and many 

private companies set a limit based on a spouse’s income. There is no need to review the 

requirement for the family allowance payment at present, but some private companies are 

considering a review on a spouse allowance. Accordingly, the NPA will continuously pay 

close attention to the trend of review of family allowance in private companies and of the 

trend of review relating to the tax system and the social security system, while conducting 

a necessary study on the requirement for family allowance payment.

② Remuneration of reappointed employees

Concerning the remuneration of reappointed employees, it was decided to launch 

the payment of family-unattended-transfer allowance to reappointed employees from 

April 2015 following the revision of the Remuneration Act in 2014 taking into account 

the condition of personnel practice in public service and the payment situation of the 

allowances to reemployed employees in the private sector. 

The Survey of Private Industry in 2015 found that the remuneration level of reappointed 

employees who do not receive any public pension is the same as that of those who receive 

public pension in most of the private companies. 

The NPA will continue to conduct a necessary study on the remuneration of reappointed 

employees in light of the trend of the remuneration of reappointed employees in private 

companies as well as the operation status of the reappointment system in the Cabinet 

Office and each ministry.

B  Comprehensive Review on the Remuneration System

(a) Overview of the comprehensive review on the remuneration system

When making a report at the Remuneration Recommendation in 2014, the NPA presented 

an overview of a content and implementation schedule of concrete measures relating to a 

comprehensive review on the remuneration system, including the ideal state of salary schedules 

and various allowances, with the aim of working on various issues concerning the remuneration 

of national public employees, such as review on the remuneration distribution among regions/

generations and the distribution based on duty and work performance. In addition, the NPA 

recommended measures that should be implemented from April 2015. The comprehensive 

review on the remuneration system is to be carried out in stages and to be completed on April 

1, 2018, while taking transitional measures to cope with lowering the salary schedule level 

following the amendment of the Remuneration Act in 2014. As part of the comprehensive 

review, a review on various allowances is to be implemented in stages in each fiscal year in 
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accordance with the revision of the rules based on the provisions of the Revised Remuneration 

Act of 2014.

Regarding FY 2015, it was decided to carry out a review on various allowances, which 

was to be launched since April 2015 in accordance with the Remuneration Recommendation in 

2014, as well as the review on the payment rate of the area allowance to eliminate the gap with 

the remuneration in the private sector in April 2015 as stated above.

(b) The issues to be implemented in FY 2016

It was decided to take necessary actions for following measures in FY 2016 taking into 

account the employees’ incumbency. 

① Revision on the payment rate of area allowance

It was decided that the payment rate of area allowance shall be designated in the 

Remuneration Act from April 1, 2016.

② Family-unattended-transfer allowance

It was decided to raise the base amount of the family-unattended-transfer allowance by 

4,000 yen to 30,000 yen from April 1, 2016. 

It was also decided to raise the maximum additional amount of the family-unattended-

transfer allowance by 12,000 yen to 70,000 yen from April 2016 in consideration of the raising 

of the base amount.

Regarding the wide area transfer allowance, the payment rate for employees who are 

transferred after April 1, 2016, is to be increased respectively to 10% if the distance between 

offices before and after the transfer is more than 300km; and 5% if such distance is more than 

60km but less than 300km, in accordance with the revision of the Remuneration Act in 2014. 

 (2)     Submission of opinions concerning deciding and revising the fixed number of staff in each 

grade, which was implemented in FY 2015

To decide and revise the fixed number of staff in each grade for FY 2016, the NPA 

conducted a hearing about opinions of both management and labor in the budgetary process that 

started with the request from the Cabinet Office and each ministry at the end of August 2015. 

In addition, the NPA made a plan concerning deciding and revising the fixed number of staff 

in each grade with due considerations so as not to generate inequality among generations or 

imbalance among ministries in treatment due to the changing structure of employees. Then, the 

NPA submitted an opinion in December 2015 in response to the Cabinet decision on the budget, 

and submitted an opinion in March 2016 in response to a notice issued by the prime minister.

Meanwhile, the NPA submitted a total of eight opinions concerning the decision of pay 

steps for designated service and the deciding of the fixed number of staff in each grade in 
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response to the new establishment of organizations and increase/decrease in the total number of 

personnel, which the government conducted in the middle of FY 2015.

2.  Treatment of the Remuneration Recommendation

 (1)  Treatment of the Remuneration Recommendation

A.  Treatment of the Remuneration Recommendation

The Government held the Cabinet Meeting Related to Remuneration on August 7 and 

December 4, 2015, and discussed how to respond to the NPA Remuneration Recommendation. 

According to the Cabinet Decision made on December 4, 2015, the remuneration revision will 

be conducted in accordance with the NPA Recommendation, and the comprehensive review 

on the remuneration system, which has been underway since April 2015, will be carried out 

steadily. Moreover, on January 4, 2016, the Cabinet adopted the“Bill for the Partial Revision 

of the Act on Remuneration of Officials in the Regular Service, etc.,” and submitted it to the 

190th session of the Diet. After the deliberations at the Cabinet Committee of the House of 

Representatives and the Cabinet Committee of the House of Councilors, the bill was approved 

and enacted at the plenary session of the House of Councilors on January 20, 2016, and 

promulgated and enforced on January 26, 2016. Among the Act Revising the Remuneration 

Act, the remuneration revision based on the gap with the remuneration in the private sector, 

excluding the revisions of the end-of-term and diligence allowances in FY 2016 and onward, 

was enforced on the same day and retrospectively applied from April 1, 2015. The revisions 

of the end-of-term and diligence allowances in FY 2016 and onward have been enforced since 

April 1, 2016.

B.  Revision of the rules

The rules related to the remuneration revision based on the gap with the remuneration 

in the private sector, excluding rules of the end-of-term and diligence allowances in FY 2016 

and onward, were promulgated and enforced on January 26, 2016, in conjunction with the 

promulgation of the Act Partially Revising the Remuneration Act. The provisions of the rules 

after the revision were retrospectively applied from April 1, 2015. Meanwhile, the rule related 

to the comprehensive review on the remuneration system, and the rules of the end-of-term and 

diligence allowances in FY 2016 and onward were promulgated on February 1, 2016, and have 

been enforced since April 1, 2016.

 (2)     Treatment of the submission of opinions concerning deciding and revising of the fixed 

number of staff in each grade that was implemented in FY 2015

In response to the submission of the NPA’s opinions concerning deciding and revising the 
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A.  Points of the report and recommendation
- The flextime system will be expanded basically to all employees with due consideration to the 

securing of proper management of public service. (Scheduled to be implemented in April 2016).

- When an employee applies to utilize the flextime system, the working hours will be allocated 

to the employee taking into account the employee’s application about the time to start and finish 

work to the extent that it will not cause any problems in the management of public service. 

- Appropriate attention will be given to securing the proper management of public service, for 

instance setting a period which all the employees should be present at work (core time) for the 

purpose of providing systematic treatment.  

- The flexible working time system for employees responsible for childcare or caring for their 

parents will enable more flexible working patterns.

B.  Overview of the recommendation and report

(a) Necessity of expanding the flextime system

In recent years, there has been growing concern about the importance of work-life 

balance throughout Japan. The needs for the working styles have also diversified together with 

diversification of a sense of values and lifestyles. Accordingly, measures have been taken to 

promote more flexible working styles.

On October 17, 2014, the “Guideline for the Initiative to Promote Women’s Activity and 

Work-life Balance of National Public Employees” was decided at the Council for Promoting 

Female Employees’ Activity and Work-life Balance, which comprises the members from the 

Cabinet Office and each ministry. In the guideline, the NPA was asked to conduct study on the 

introduction of the flextime system in order to enable a wide range of employees to work more 

flexibly while securing proper management of public service at the Cabinet Office and each 

ministry. 

The NPA concluded that the flextime system will be expanded basically targeting all 

employees with due consideration so as not to cause any problems in the management of public 

service on the grounds that: preparing flexible and diverse working patterns helps employees to 

fulfill their abilities and provide them a working environment in which they can efficiently work 

with high morale, contributing to higher efficiency in public service; and the introduction of 

flexible working patterns and provision of a pleasant working environment promotes the balance 

between employees’ work and childcare/nursing care and helps to secure human resources amid 

the circumstances in which realization of work-life balance is sought after.

(b) Overview of the expansion of the flextime system

① Overview

i. Basically, all employees will be subject to the flextime system. When an employee 
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wishes to use the flextime system and makes an application, the head of each ministry or 

agency can allocate a working pattern every four weeks to the employee under which the 

employee works 38 hours and 45 minutes per week, taking into account the employee’s 

application about the time to start and finish work to the extent that it will not cause any 

problems in the management of public service.

The core time will be set for five hours every day from Monday to Friday with a view 

to securing proper management of public service.

ii. Concerning employees responsible for childcare or nursing care, they can set the term 

of working pattern assignment from one week to four weeks and can take a day off during 

the five days from Monday to Friday in addition to Sunday and Saturday, with the aim of 

properly securing time to care for children or parents. The core time is to be set for more 

than two hours but not more than four hours and 30 minutes every weekday.

iii. The new flextime system as stated above in i and ii can be applied to employees   

under the current flextime system if they submit an application. In addition, the new 

flextime system cannot be applied to employees under a shift work system and those who 

require a specific working time due to the nature of their work.

② Policy for application

The flextime system enables employees to fulfill their abilities and contribute to public 

service under a more flexible working pattern while securing  appropriate management 

of public service. Accordingly, efforts will be made to apply the system to employees 

who are entitled and wish to use the system as much as possible. This system may not 

be applied in cases where the application would cause a problem in the management 

of public service, for instance when it would be difficult to apply the system due to the 

nature of a duty or when the necessary workforce cannot be secured. Regarding allocation 

of working hours when applying the system, the working time period and the number 

of working hours will be allocated to the extent that it will not cause any problems in 

the management of public service and taking into account the application of employees 

concerned. In addition, efforts should be made to allocate working hours to employees 

responsible for childcare or nursing care according to the applications submitted by the 

employees concerned as much as possible. In this case, measures are expected to be taken 

for appropriate management of working hours in consideration of the use of the flextime 

system.

 (c) Matters for consideration to utilize the flexible working time system

All employees under the flextime system are expected to promote a more efficient approach 
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to the job and a flexible working style by performing their duties with a sense of responsibility 

and autonomy, eventually providing further efficient administrative service to the people.

In addition, in order to take advantage of the framework for the flextime system, it is 

important to promote the working style to reduce overtime work as well as prevent an increase 

in overtime work as a result of implementing the system.

(d) Implementation period to expand the flex time system

It was decided to launch the expansion of the flextime system from April 1, 2016.

 

 (2)  Treatment of the recommendation

A.  Treatment of the recommendation

The Government held the Meeting of Cabinet Members Related to Remuneration on 

August 7 and December 4, 2015, and discussed how to respond to the recommendation for the 

revision of working hours in addition to the Remuneration Recommendation. On December 

4, 2015, a Cabinet Decision was made to expand the flextime system basically targeting all 

employees from FY 2016 with due consideration to proper management of public service 

in accordance with the NPA Recommendation. Responding to this, the Bill for Revising the 

Working Hours Act was submitted to the Diet. After the deliberations at the Diet, the bill was 

approved and enacted on January 20, 2016. The Revising Working Hours Act was promulgated 

on January 26 and has been enforced since April 1, 2016.

B.  Revision of rules

With the aim of prescribing necessary matters that are delegated to rules in the Revising 

Working Hours Act, such as the criteria for allocation of working hours in the flextime system, 

the NPA promulgated the Rule revising Rule 15-14 (Working Hours, Holidays and Leave of 

Absence of National Public Employees), on February 5, 2016, and has enforced it since April 1, 

2016, in conjunction with the enforcement of the Revising Working Hours Act.

2.  Improvement of Working Environment

 (1)  Introduction of the stress check system

Following the amendment of the Industrial Safety and Health Act in June 2014, the stress 

check system was newly established, and it requires employers to conduct a test to understand 

the degree of psychological burden on their employees with help from medical doctors and 

public health nurses targeting regularly employed workers. The stress check system offers face-

to-face guidance upon request from employees depending on the test results.

As far as national public employees in regular service are concerned, employees taking 

─ 18 ─







of the second-stage examination and the date for successful candidate announcement were put 

off a little bit later in response to the revised schedule of the Examination for Comprehensive 

Service.

Schedule for the Recruitment Examinations of National Public Employees (Examination 

for Comprehensive Service) in FY 2015

Application period (via the Internet) April 1 (Wed) – April 8 (Wed)

The first-stage examination May 24 (Sun) (April 27 (Sun) in FY 2014)

The second-stage examination (written tests) June 28 (Sun) (May 25 (Sun) in FY 2014)

The second-stage examination (discussion-based test on policy issues and interview test)

 July 2 (Thu) – July 17 (Fri)

 (May 27 (Tue) – June 13 (Fri) in FY2014)

Announcement of final successful candidates July 31 (Fri)  (June 23 (Mon) in FY 2014)

 (3)     Use of English Examinations Carried Out by External Organizations in the Examination 

for Comprehensive Service 

With an eye toward the globalization of administration, the NPA has strengthened since FY 

2012 the English examinations in the recruitment examinations of national public employees, 

for instance through increasing the proportion of the questions in English, and using English 

materials in the questions in some types of tests in the Examination for Comprehensive Service 

(the discussion-based test on policy issues and the essay-based test on policy issues).

With the progress of globalization in public service, it is preferable that employees 

recruited through the Examination for Comprehensive Service have a basic command of 

English, in dealing with the duties, such as policy planning. Therefore, the NPA decided to 

verify the basic English communication skills of reading, writing, listening, and speaking in the 

recruitment examinations and use English Examinations Carried Out by External Organizations 

in the Examination for Comprehensive Service from FY2015.

The number of successful candidates who received additional points by this method in 

English Examinations was 1,274(67.5%) in total, of whom 446(65.3%) sat the examination for 

graduate students and 828(68.8%) sat the examination for university graduate level.

─ 21 ─



The Methods of Use of the English Examinations Implemented by the External Organizations 

in the Examination for Comprehensive Service

1.  Targeting examination divisions  

All examination divisions of the Examination for Comprehensive Service (for graduate 

students and university graduate level)

2.  Kinds of English examinations to be used

Four kinds of examinations, including TOEFL (iBT), TOEIC, IELTS and Test in Practical 

English Proficiency (EIKEN)

3.  Methods of use

(1) Required scores and the scores to be added  

At the final round of selection of the successful candidates, 15 or 25 points shall be added 

to the total scores of the applicants whose scores in the English examinations have been 

confirmed, in accordance with their scores.

(2) Validity period of scores

The scores are valid if acquired within five years before the date of April 1 of the fiscal 

year when the recruitment examinations are carried out. (The scores shall be checked at the 

second-stage examination [interview test].)

 (4)     Revision of the “Politics/International Relations” Division in the Examination for 

Comprehensive Service (for University Graduate Level)

With the increased complexity and globalization in administrative issues, it is essential 

to secure diverse and competent personnel regardless of the existing areas of expertise. 

Furthermore, lately, there has been a growing trend throughout society to expand the 

opportunities to promote female employees, and the expansion of the appointment of women 

has become an important issue also in public service.

Taking these circumstances into consideration, the NPA decided to revise the content of the 

specialized ability test in the “politics/international relations” division of the Examinations for 

Comprehensive Service (for university graduate level) to one focusing on areas of expertise of 

examinees majoring in politics or international relations from FY 2016 with a view to making 

it easy for a wide range of examinees to take the test and extensively recruiting women with 

the ability expected in public service even from fields other than law and economics. With the 

aim of encouraging students majoring in politics or international relations to take Examinations 

TOEFL (iBT) TOEIC IELTS EIKEN
Addition of 15 points 65 or above 600 or above 5.5 or above -
Addition of 25 points 80 or above 730 or above 6.5 or above Grade Pre-1 or above
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for Comprehensive Service, the NPA actively carries out  awareness-raising activity toward 

the implementation of recruitment examination for FY 2016, for instance by updating the 

information on the revised content of examination on the NPA’s website, distributing brochures 

containing an overview of the revision at various events such as the Joint Explanatory 

Meetings of Duties and the Study Seminars on Public Service, and sending brochures to 

various universities across the country focusing on universities with a department of politics or 

international relations.

In the meantime, it was decided to make a similar revision in “Option I (politics/

international relations division)” of the specialized ability test in the “administrative division” 

of the Examination for Comprehensive Service (for graduate students).

Contents of the “Politics/International Relations” Division in the Examination for 

Comprehensive Service (for University Graduates Level) from FY 2016

1.  Specialized Ability Test (Multiple questions)

[Obligatory questions]

Political science ⑩ , International relations ⑩ , Constitution ⑤
[Elective questions]

The examinees shall select and answer any 15 questions out of 30 from the following 8 

subjects:

Administrative law ⑤ , Civil code ③ , Economics ③ , Public finance ③ , Economic 

policy ③ , Public administration ⑤ , International law ⑤ , International affairs ③
※ The figures in the circles show the number of questions to be provided.

2.  Specialized Ability Test (Essay questions)

The examinees shall select and answer 3 questions from the following 8 subjects:

Political science, Public administration, Constitution, International relations A, International 

relations B, International law, Public policy A, Public policy B

2.  Development of Human Resources

 (1)  Study Group on Human Resource Development and Training in Public Service

In light of the recent severe situation surrounding public service, it is required to 

thoroughly develop a sense of mission as a servant of all citizens among young employees and 

to strengthen their practical ability, which enables them to cope with more complicated and 

sophisticated administration.

Additionally, managerial personnel need to master methods for instruction/development 

and communication responding to changes in the consciousness of young employees as well 

as changes in the working environment caused by the widespread use of information and 

communication equipment.
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In light of these situations, the NPA organized the “Study Group on Human Resource 

Development and Training in Public Service” (chaired by Hisashi Harada, Professor of the 

College of Law and Politics at Rikkyo University) comprising academic experts. The NPA held 

the meeting six times from December 2014 to November 2015 for the purpose of discussing 

the ideal state of personnel development to nurture the abilities and qualifications which are 

required for public employees and measures to improve the NPA’s training. The study group 

submitted a proposal titled “Human Resource Development for the Future Responding to the 

Changes of the Times – Focusing on Pride as Administrative Officials and the Enhancement of 

Management Ability.”

Taking this proposal into account, the NPA will more steadily cultivate a sense of 

professional ethics as a servant of all citizens. In addition, the NPA will steadily work on 

measures starting with feasible ones concerning further improvement of the curriculum to 

enhance management ability as well as reinforcement of cooperation with the Cabinet Office 

and each ministry in planning and operation of the training.

 (2)  Expansion of the Administrative Training

The NPA implements Administrative Training at the National Institute of Public 

Administration in Iruma City, Saitama Prefecture, targeting prospective employees at each level 

of positions from officer level to director-general level, who are expected to play a core role in 

the administrative operations of the Cabinet Office and each ministry. The basic purposes of this 

Administrative Training are to improve employees’ sense of mission as servants of all citizens, 

to raise the level of qualification/ability required to implement measures from the viewpoint of 

the people as a whole, and to build mutual trust among employees. In FY 2015, the NPA worked 

on improvement focusing on training programs as follows.

A.  Initial Administrative Training

The Initial Administrative Training is designed for first-year employees appointed at the 

Cabinet Office and each ministry through the Examination for Comprehensive Service, who 

are expected to engage in duties, mainly policy planning, at HQ in the future. The training was 

launched in FY 1997 and has been carried out for five weeks since FY 2006.

This cross-ministerial and camp-style training, which is carried out right after the initial 

appointment, offers an opportunity to trainees to foster a sense of unity as national public 

employees. The training is also designed to enable trainees to acquire the fundamental 

knowledge required for a servant of all citizens through the programs, such as the lecture by 

administrative vice-ministers of ministries concerning behavior as public employees, report 

writing to consider the ideal state of public employees, and discussion on the ideal state 
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of policy formation using case studies of administration in the past. In addition, it aims to 

allow trainees to learn an attitude to perform administration from the viewpoint of people 

through hands-on experience at nursing care sites or local governments as well as engaging in 

reconstruction assistance in cooperation with specified non-profit organizations operating in the 

affected areas struck by the Great East Japan Earthquake (in Tono City in Iwate Prefecture, and 

Ishinomaki City in Miyagi Prefecture).

In FY 2015, Nihonmatsu City in Fukushima Prefecture was added to the destinations of the 

aforementioned reconstruction assistance program. Furthermore, a program was launched as an 

opportunity to learn about the manufacturing sites of small and medium enterprises in Itabashi 

City in addition to programs in Sumida City and Arakawa City.

B.  Administrative Training (for Assistant Director Level)

The NPA carries out various training programs through appropriately setting the length, 

venue and period of training programs to make it easy for employees at Assistant director level 

who are busy with their duties to participate in training away from their workplace. In addition, 

the NPA invites trainees from private companies and foreign governments aiming at having 

trainees consider a sense of mission and responsibilities as administrative officials along with an 

ideal state of leadership and enhancing their abilities to cope with a globalized environment.

In FY 2015, the NPA promoted diversification of foreign participants in the “International 

Course,” in which English is used as a working language. This course was carried out with the 

participation of trainees who were administrative officials in the Southeast Asian countries and 

studying at graduate schools in Japan, in addition to officials at diplomatic establishments in 

Japan. Moreover, the NPA carried out the course to dispatch trainees to China for the first time 

in four years since FY 2011.

3.  Measures to Expand Appointment and Promotion of Female Employees

 (1)  Appointment and promotion of female employees

It has been widely recognized throughout society that the abilities of women are essential 

for socioeconomic revitalization in light of the shrinking labor force due to the falling birth rate 

and an aging population and responding to globalization and diversified needs of consumers.

In recent years, the promotion of women’s activity has become an important issue that 

should be addressed by the entire government, and the government is demanded to play a 

leading role in expanding appointment and promotion of female employees and in promoting 

women’s activity. In August 2015, the “Act on Promotion of Women’s Participation and 

Advancement in the Workplace” (Act No. 64 of 2015) was established, stipulating the 

development of plans concerning the promotion of women’s activity in the workplace 
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implemented by employers. In addition, a Cabinet Decision titled “Fourth Basic Plan for 

Gender Equal Society” was established on December 25, 2015, which set outcomes of the 

entire government to be attained by the end of FY 2020. Specifically, the plan set goals to 

achieve a rate higher 30 % for women among people who were appointed through recruitment 

examinations of national public employees in each fiscal year, and a rate higher than 30% 

for women recruited through the Examination for Comprehensive Service for national public 

employees in each fiscal year. Regarding promotion, the plan set goals to achieve a rate of 30% 

for female employees at unit chief level at HQ; 12% as division director level at regional offices 

and assistant director level at HQ; 7% as division director/director of office level at HQ, and 5% 

as designated service level. 

Under the recognition that the realization of a gender-equal society is one of the important 

issues in personnel administration, the NPA has worked on support to promote concrete 

measures taken by the Cabinet Office and each ministry with a view to expanding appointment 

and promotion of female national public employees. In consideration of the Cabinet Decision 

on the Fourth Basic Plan for Gender Equal Society, the NPA issued a notice, “Toward the 

Expansion of Appointment and Promotion of Female National Public Employees” (a notice 

issued by the Secretary-General of the NPA on December 25, 2015).

 (2)     Reinforcement of activities to attract women to public service aiming at expanding their 

appointment

For the purpose of increasing the number of female recruits, it is important to strengthen 

activities to attract them to public service so that as many excellent women as possible take 

recruitment examinations for national public employees. The NPA took measures as follows to 

attract more motivated women to public service in addition to conventional measures to secure 

human resources.

A.  Holding of Study Seminars on Public Service for Women

In cooperation with the Cabinet Office and each ministry, the NPA held the “Study 

Seminar on Public Service for Women” twice in the Tokyo area (at the University of Tokyo and 

Ochanomizu University) and once in the Kinki area (at Kyoto University) in order to help more 

women to become interested in public service. The seminar attracted 868 female students.

B.  Talk Live for Women

Aiming at deepening the understanding and interest of as many women as possible in the 

attractiveness and the actual situation of their work as servants of all citizens, the NPA carried 

out “Talk Live for Women,” where female officials, who are at the forefront of planning for the 
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administration of the national government, explain the administrative issues they are currently 

in charge of based on their various experiences from a viewpoint closer to students. Six 

sessions were carried out during three days in total at Waseda University and Sophia University, 

attracting 136 female students.

C.     Implementation of Guidance for Female Students on Examination System for National 

Public Employees

The NPA carried out the “Guidance for Female Students on the Recruitment Examination 

System,” where the NPA officials offer explanations on the recruitment examination system for 

national public employees with cooperation from each university. At this guidance, the female 

officials from the Cabinet Office and each ministry who are graduates of the universities where 

the guidance is held explain their actual duties, their challenging experiences, and the work-life 

balance of national public employees in order to make female students feel closer to and deepen 

their interest in national public employees. The guidance was carried out 13 times in total at 12 

universities, and 541 female students attended.

 (3)  Expansion of training for promotion of female employees

The NPA implements training courses for female employees with the aim of expanding the 

pool of female personnel who have the potential to become managerial personnel at HQ and 

regional offices in the future. In addition, the NPA carries out the awareness-raising seminar 

targeting managerial personnel as part of an initiative to make the working environment more 

friendly to female employees. 

In FY 2015, the NPA expanded the areas and the number of times to implement the 

“Training to Advance Careers of Female Employees,” which is carried out at the HQ and 

regional offices targeting female employees at unit chief level, for the purpose of appropriately 

providing female employees with opportunities to enhance their abilities and motivation. The 

training took place in areas where many regional bureaus are located (Kanazawa, Matsuyama 

and Kumamoto) in addition to areas having regional bureaus of the NPA, where training courses 

have been conventionally held. In addition, the NPA implemented training 18 times, up from 

16 times in the previous year. Furthermore, the NPA carried out the “Administrative Training 

(for assistant director level) – Female Manager Training Course,” targeting female employees 

at assistant director level who are expected to assume responsibility for administrative 

management as managerial personnel at HQ in the future.

In addition, the NPA conducted the “Seminar to Further Promote Female Employees” 

11 times at HQ and regional offices. This seminar has been carried out targeting managerial 

personnel who are responsible for personnel management/development at each workplace, 
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1.  International Cooperation and International Exchange

 (1)  Technical cooperation for developing countries

Aiming at helping to improve the public employee system in developing countries, the 

NPA has provided cooperation in implementing the international group training programs, 

which are organized by JICA, for government officials of developing countries as well as 

extending support to each country, responding to requests for assistance. For instance, the 

NPA has provided assistance through JICA mainly to the “Training Program for National 

Leader Candidates” since the end of FY 2012 (six courses in total). The Ho Chi Minh National 

Academy of Politics (HCMA), which is the central training institute in Vietnam to develop 

executive officials, implemented this program for the first time as a three-year plan targeting 

503 candidates for Vice Minister-level officials.

More specifically, the NPA dispatched ex-executive officials and academic experts to 

Vietnam to conduct seminars and exercises on the themes of the public employee system, water-

resource management, industrial policy, transportation infrastructure, tax policy, environment 

protection and reform of government enterprises making use of the accumulated experience and 

know-how of the National Institute of Public Administration of the NPA. Additionally, the NPA 

supported planning and accepted delegates for the visit-Japan training program from Vietnam 

for around 10 days with some 20 participants for each course (and 113 participants in total), 

who represent the top 25% outstanding attendees of each course in Vietnam. The objectives of 

this program are to provide trainees with opportunities to enhance knowledge about the agenda 

useful for the economic development in Vietnam through a field survey in Tokyo as well as in 

local cities, and to deepen understanding about the background Japanese society and culture. 

The NPA completed support for all the courses of the Training Program for National Leader 

Candidates for three years, with the sixth visit-Japan training program, which took place in 

November 2015.

This support received a very high evaluation from the participants of the visit-Japan 

program as demonstrated by the satisfaction rate of approx. 98% on average. Moreover, it was 

reported that over 30 out of 113 trainees to Japan were elected as the members of the Central 

Committee, that participants actually improved their domestic measures by referring to the 

lectures in Japan, that many training programs, which are similar to the one in Japan, have 

been launched on the local government level based on a proposal by participants, and that 

participants hold meetings on a periodic basis.

Along with assistance for the Training Program for National Leader Candidates, the 

NPA dispatched officials to Vietnam once in FY2013 and again in FY2014 as part of support 

to reinforce the HCMA’s ability to implement training. The NPA provided 25 instructors of 

the HCMA with the training program concerning planning and operation of training making 
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use of the knowhow held by the National Institute of Public Administration. In FY 2015, the 

NPA organized a visit-Japan training program to wrap up this initiative. The HCMA intends to 

expand the measure to reinforce the ability to implement training throughout the HCMA based 

on the support provided by the NPA.

 (2)  Measures for personnel administration in cooperation among Japan, China and Korea

The NPA created the China-Japan-Korea Personnel Policy Network with the central 

personnel agencies in China and Korea (the Ministry of Human Resources and Social Security 

of China and the Ministry of Personnel Management of Korea) as a framework for cooperation 

in personnel administration. This network, which was established based on the “Action Strategy 

on Trilateral Cooperation among the People’s Republic of China, Japan and the Republic of 

Korea” approved at the China-Japan-Korea Summit Meeting (attended by Prime Minister 

Junichiro Koizumi, Premier of the State Council Wen Jiabao and President Roh Moo-Hyun) 

held in November 2004, plays a role in cooperation among the three countries.

This network aims to promote closer cooperation and mutual exchange in personnel 

administration among Japan, China and Korea, which have cultural similarity, and to utilize 

them for the future study on personnel administration in each country. Through the network, 

various types of cooperative projects have been carried out, including exchange of administrators, 

such as the joint training for young and mid-level employees and the joint symposium organized 

by the three countries. 

On September 1, 2015, heads of the personnel administrative agencies in Japan, China 

and Korea (Nahomi Ichimiya, the President of the NPA; Xin Changxing, the Vice-Minister 

of Human Resources and Social Security of China; and Lee Geun-myeon, the Minister of 

Personnel Management of Korea) met together for the first time in five years to hold the seventh 

top-level meeting (in Seoul, Korea). At the meeting, NPA President Ichimiya mentioned that 

the network helped to facilitate the sharing of knowledge and experience concerning personnel 

administration among the countries and enhancement of employees’ global perspective since its 

establishment. She also stated that she wanted to reinforce partnership so that the three countries 

could promote better personnel administration. In addition, the NPA’s President Ichimiya, 

together with the heads of the personnel administrative agencies in China and Korea, introduced 

initiatives in each country concerning “reinforcement of expertise in public service” and 

exchanged ideas. The heads of personnel agencies in the countries highly valued results of the 

network so far and agreed to further promote tripartite partnership in personnel administration.

 (3)  Mike Mansfield Fellowship Program

The Mike Mansfield Fellowship Program was founded in tribute to Mr. Mike Mansfield, 
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who was the U.S. ambassador to Japan and made efforts to build a friendly relationship 

between Japan and the USA. The training has been carried out by the U.S. State Department 

in accordance with the Mike Mansfield Fellowship Act, which was established in April 1994 

as a US federal law. The program was launched in 1995, the following year of the enactment 

of said Act, and commemorated its 20th anniversary in 2015. In June 2015, 10 fellows in the 

19th program completed the program in Japan and returned safely to the USA, and another 10 

fellows came to Japan in July 2015 as the participants of the 20th program, who started the 

training at each place where they were assigned.  

So far, the program has attracted 130 fellows in total (from the first to the 20th programs) 

from 25 US federal government agencies and the US Congress.

After experiencing a homestay in Ishikawa Prefecture for about two months, the fellows 

articipate in training programs in Japanese government agencies for about 10 months while 

engaging in daily duties at their host agencies. A wide range of agencies in Japan, including 

government agencies, Diet members’ offices, local public organizations and private enterprises 

accept fellows.

In cooperation with the Ministry of Foreign Affairs, the NPA has conducted consultation 

and coordination to accept fellows at the Cabinet Office and each ministry in addition 

to planning and implementing the common programs such as orientation, field trips and 

participation in Administrative Training conducted by the National Institute of Public 

Administration of the NPA.

The NPA received many opinions about the results of this training. For instance, the 

fellows mentioned that they could build a good personnel relationship at the departments 

they were assigned, that they could understand Japan’s position well, and that the program 

was significant and important to build a better Japan-US relationship. In addition, the host 

agencies said that they could understand the views of the US government through the fellows 

and the training was significant both for Japan and the USA. Furthermore, many of the fellows 

participated in this program continue to work for the government agencies, such as the US 

Embassy in Japan, the Office of the U.S. Trade Representative, the Department of Treasury, the 

Department of Commerce and the Department of Justice, as the US federal government officials 

even after completion of this program. 

2.  Promotion of IT for Personnel Management Duties

The Personnel and Remuneration Duties Information System is a cross-governmental 

common system, which integrates various functions, such as personnel management, 

remuneration management, mutual aid management, notifications and applications by 

employees, based on the “Optimization Plan for Personnel and Remuneration System,” which 
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was decided by the Chief Information Officers (CIO) Liaison Conference of the Cabinet Office 

and each Ministry (Feb. 27, 2004). The system was originally scheduled to be introduced to 

the Cabinet Office and all the ministries by FY 2015. Nevertheless, the duties could not be 

coordinated sufficiently before building the system. There were also some problems with the 

performance. Taking into account these circumstances, the entire government is fundamentally 

reviewing the personnel and remuneration duties under the Personnel and Remuneration 

Duties Efficiency Promotion Council, which was established in August 2014, to simplify and 

streamline such duties and to minimize the costs related to the system operation aiming at 

enabling the Cabinet Office and all the ministries to complete the transition to this system by the 

end of FY 2016.

In FY 2015, the NPA worked on the following measures in cooperation with the relevant 

organizations.

(1)  Efforts toward the revision of the improvement plan

(2)     Efforts toward the implementation of measures relating to the “Reform of Personnel and 

Remuneration Duties”

(3)     Efforts toward the implementation of measures relating to the “Personnel and Remuneration 

Duties Information System”
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