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Chapter 1  Consciousness Survey on the Workplace in Public Service

Section 1  Survey Methodology

1.  Survey Methodology

A survey was conducted this time to investigate the employees’ consciousness about various issues relating 

to the workplace in public service. The results were aggregated and analyzed to identify the trends of employees’ 

consciousness about attractiveness of the workplace in public service. The survey was carried out with cooperation 

of the JMA Research Institute Inc., in its design, implementation and analysis.

2.  Target and Attributes

This was the fi rst attempt to conduct a multilateral and comprehensive survey targeting public employees. 

Taking into account the implementation cost, the survey targeted employees covered by Admin (I), who engage in 

general jobs, and work at the HQ.

In conducting the survey, the following categories were designated to understand the attributes of the 

employees participating in the survey, including the classifi ed job ladder, age, recruitment category, gender and 

working pattern as below.

○   Five categories were designated for the classified job ladder, including “entry level,” “unit chief level,” 

“assistant director level,” “director of offi ce level” and “division director level.”

○   Nine fi ve-year age categories were specifi ed for ages at “24 years old and below” as the youngest category 

and “60 years old and above” as the oldest category.

○   Four categories were assigned for the recruitment category, such as “comprehensive service,” “general 

service (university graduate level),” “general service (high school graduate level/experienced personnel level) 

and “selection.” The attributes of the employees recruited through the Examination for Specialists and the 

former recruitment examinations were classifi ed into the corresponding categories due to the necessity of 

analysis.

○   The working patterns were roughly classifi ed into “full-time work” and “short-time work.” The subcategories 

were set for the former, including “normal work,” “early or late work starting time,” “fl extime,” and “shift 

work system” based on allocation of working hours.

3.  Questions

The questionnaire included 85 questions in total concerning the factors of the workplace in public service.

4.  Response Status

Anonymous survey was conducted online on a voluntary basis.

The survey actually provided questions in a sentence style, and respondents were expected to answer on a 

fi ve-point scale, including “defi nitely agree,” “relatively agree,” “yes and no,” “relatively disagree” and “defi nitely 

disagree.”

            



― 33 ―

The survey was conducted from February 10 to February 28, 2017. Despite a busy period during Diet 

sessions, the NPA received responses from roughly half of the target employees owing to the support from 

divisions responsible for personnel management of the ministries. Valid responses were given from 15,907 

employees, excluding those who partly answered and those whose attributes were unknown.

The breakdown of valid respondents is shown in Figure 1 to Figure 5. The rates are rounded to one decimal 

place, and thus, the total breakdown of some attributes may not be 100.0.

Figure 1  Breakdown of Respondents by Classifi ed Job Ladder
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Figure 2  Breakdown of Respondents by Age
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Figure 3  Breakdown of Respondents by Recruitment Category
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Figure 4  Breakdown of Respondents by Gender
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Figure 5  Breakdown of Respondents by Working Style
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Section 2  Survey Results

1.  Interpretation of Survey Results

Among the answers on a 5-point scale, “defi nitely agree” and “relatively agree” are considered as positive 

answers, “yes and no” is considered as a neutral answer, and “relatively disagree” and “defi nitely disagree” are 

considered as negative answers. These answers were graded fi ve, four, three, two and one point respectively in 

order.

As far as interpretation of the survey results is concerned, according to the JMA Research Institute Inc., 

which cooperated with this survey, there was a trend in the surveys conducted in the past by local public 

organizations using a similar questionnaire that positive replies were more frequently answered than negative ones. 

Therefore, it can be interpreted that questions with an average around 4.0 points show positive trends while neutral 

trends can be seen in the questions with an average around 3.5 points, and negative trends can be found in the 

questions with an average around 3.0 points.

Regarding this survey, the aggregate average of all of the questions is 3.42 points; the highest average is 

4.16; and the lowest one is 2.58. Accordingly, the results of this survey can be interpreted basically in a similar 

way to the surveys in the past as stated above.

Among the questions with the top 20 average values (3.63 and above), positive answers account for roughly 

60 percent and above. Therefore, these questions are regarded as the ones showing a positive trend. Among the 

questions with the lowest 20 average values (3.19 and below), on the other hand, positive answers occupy roughly 

40 percent and less and negative answers account for more than 20 percent. Thus, these questions are considered 

as the ones showing a negative trend. Furthermore, it is interpreted that the questions without such values as stated 

above indicates a neutral trend. An analysis was conducted based on these interpretations. These were used just as 

a guideline, and the questions with an average very close to the above were treated as the ones showing relatively 

positive or relatively negative trends. 

2.  Results of Each Field

Factor analysis was conducted for all of the questions to aggregate and statistically analyze the survey 

results. Consequently, 10 extracted factors were defined based on each content as the fields. The factors are 

[People-oriented Administration, Personnel Management of Employees, Sense of Satisfaction with Work, Attitude 

to Serve the Public, Liveliness in the Workplace, Thorough Implementation of Organization’s Policy, Management 

            





















― 44 ―

relatively negative trend can be seen in “social valuation of my own work” as well. This may suggest that 

employees are satisfied with working at ministries they belong to and also have pride as a national public 

employee, but they do not necessarily feel that they are reasonably rated by the society and that they do not want to 

recommend actively to others taking into account various conditions.

3.  Analysis of Each Question

(1)  Questions Indicating a Positive Trend

Among the 85 questions in total, those indicating a positive trend with the top 10 average values are shown 

in Table 1. The table includes many questions in the fi elds of [Legal Understanding and Compliance], [Attitude to 

Serve the Public] and [People-oriented Administration].

Table 1  Questions Indicating a Positive Trend

 “Question”  [Field] Average Value Rate of 
Positive 
Answers (%)

Rate of 
Negative 
Answers (%)

Degree of understanding of laws, 
regulations and rules

Legal Understanding and 
Compliance

4.16 87.0 1.6

Degree of compliance with laws, 
regulations and ethics

Legal Understanding and 
Compliance

4.11 84.1 3.2

Degree of prevention of sexual 
harassment

Legal Understanding and 
Compliance

4.06 76.4 15.5

Attitude to improve work Attitude to Serve the Public 3.84 73.7 5.1

Pride as a national public 
employee

Entire Consciousness 3.81 69.1 8.6

Positive atmosphere Liveliness in the Workplace 3.78 71.1 10.2

Responsible promotion of each 
ministry’s  administration

People-oriented  Administration 3.77 68.0 5.7

Concepts of ideal state and 
society

Attitude to Serve the Public 3.76 67.9 6.2

Degree of serving the public by 
ministries 

People-oriented Administration 3.73 66.2 9.1

Actual sense of making 
contribution through work

Attitude to Serve the Public 3.71 67.3 9.1

Degree of reliance on superiors Management by Superior 3.71 67.3 11.9

Concerning the questions whose answers are remarkably different among attributes, a big difference 

between men and women can be seen in “degree of prevention of sexual harassment” with an average of 4.15 and 

3.76 respectively. This suggests that there may be more occasions for women to regard actions as sexual 

harassment compared with men.
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(2)  Questions Indicating a Negative Trend

Among the 85 questions in total, those indicating a negative trend with the lowest 10 average values are 

shown in Table 2. The questions in the fi eld of [Personnel Management of Employees] account for over half of the 

questions included in the table.

Table 2  Questions Indicating a Negative Trend

“Question”  [Field] Average Value Rate of 
Positive 
Answer (%)

Rate of 
Negative 
Answer (%)

Sense of security for life after 
retirement

Personnel Management  of 
Employees

2.58 20.0 47.3

Motivation by personnel system Personnel Management  of 
Employees

2.63 15.9 39.4

Personnel allocation depending 
on the  workload

Appropriate Burden from Work 2.73 29.1 43.9

Degree of satisfaction with 
welfare benefi ts

Personnel Management of 
Employees

2.83 28.5 35.4

Future prospects  of public 
service

Personnel Management  of 
Employees

2.86 24.3 32.0

Opportunity to feel a sense of 
serving

Attitude to Serve the Public 2.92 27.9 38.5

Streamlining of duties Liveliness in the Workplace 2.94 34.8 33.7

Consideration of aptitude and 
development for transfer

Personnel Management of 
Employees

3.05 32.2 23.2

Opportunity for career selection Personnel Management of 
Employees

3.06 32.8 22.9

Degree of recommendation of 
the workplace at ministries

Entire Consciousness 3.06 35.6 26.8

Concerning the answers to “degree of satisfaction with welfare benefits” among these questions, the 

differences in many attributes are small, indicating that employees generally recognize that they are not satisfi ed 

with welfare benefi ts.

The answers to “opportunity to feel a sense of serving” vary widely depending on ages and the classifi ed 

job ladder, and a negative trend is found among the employees aged 55 to 59 (2.69) and those at the rank of 

Division Director (2.26).

Regarding the answers to “degree of recommendation of the workplace at ministries,” there is a gap among 

age groups. A negative trend is strong among the employees aged 30 to 34 (2.89), and this trend becomes weaker 

with ages as shown in the average values of the employees aged 40 to 44 (3.04), those aged 50 to 54 (3.26) and the 

employees aged 60 and above (3.31). This may imply that employees tend to find something meaningful and 

rewarding as well as pride in their jobs as they work longer, which makes them feel like recommending others to 

work at their offi ce, ministry or agency. 
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4.  Analysis Based on Attributes

An analysis was conducted on each question based on the classifi ed job ladder, age, recruitment category, 

gender and working pattern of each employee who responded to the survey.

(1)  Classifi ed Job Ladder

Figure 17 shows the average values of 85 questions in total, which were computed based on the classifi ed 

job ladder. 

Figure 17  Average Values by Classifi ed Job Ladder
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The average value based on the classifi ed job ladder becomes lower at the Unit Chief level and the Entry 

Level and gets back on a recovery track at the Assistant Director level. The average further increases as the position 

goes up from the Director of Offi ce level to the Division Director level. This trend is strong particularly in the 

fields of [Sense of Satisfaction with Work], [Attitude to Serve the Public] and [Thorough Implementation of 

Organization’s Policy]. In light of this, it can be considered that employees at the Division Director level have the 

authority as the personnel responsible for measures and can carry out their work to a great extent on their own 

discretion, which enables them to find something meaningful and rewarding in their work. On the other hand, 

employees on the Unit Chief level are forced to process various duties in a short period of time following the 

directions of their superiors amid a small number of employees at the Entry level. Consequently, they find it 

diffi cult to seek signifi cance in their work. Accordingly, a difference in a position level may affect this trend.

Furthermore, among 85 questions in total, the average values of the Division Director level are the highest 

in 84 questions while the average of the Unit Chief level is the lowest in 75 questions. Overall, positive trends can 

be seen among the Division Director level and negative trends are found among the Unit Chief level, indicating a 

wide gap between them. Therefore a significant gap exists between the consciousness of the employees at the 

Division Director level and those at the Unit Chief level. In general, employees at the Division Director level are 

satisfi ed with their jobs while their subordinates do not see their jobs in a similar manner.

On the other hand, the average of the Division Director Level is the lowest only in “opportunity to feel a 
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sense of serving.” The average for this question is the highest among the Entry level and the value becomes smaller 

as the classifi ed job ladder goes up. This may be resulted from the situation that employees at the Entry level have 

relatively more chances to directly contact citizens, for instance through dealing with inquiries from outside, 

compared with those at the Division Director level at the HQ.

(2)  Age

Figure 18 shows the average values of 85 questions in total, which are computed based on age. 

Figure 18  Average Values by Age
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After peaking at the age of 24 and younger, the average shows a rapid decline and hit the bottom at the age 

30 to 34. After that, the average keeps increasing as the age goes up reaching a second peak at 50 to 54 before 

starting to decrease again. In addition, among 85 questions in total, the average values of the employees aged 24 

and younger are the highest in 54 questions, while the averages of those aged 30 to 34 are the lowest in 50 

questions. Overall, positive trends can be seen among the employees aged 24 and younger while negative trends 

are found among the employees aged 30 to 34, indicating a gap between these age groups.

Most of the employees aged 24 and younger working at the HQ are those who have been in service for one 

to two years since their initial appointment. A gap in the trend between them and other age groups can be found in 

the fi elds of [Liveliness in the Workplace] and [Management by Superior]. Compared with other age groups, their 

positive trends are stronger in the questions related to “active advice/instructions “and “advice on career to 

subordinates.” Taking these things into consideration, the above trend may be resulted from the situation that the 

employees aged 24 and younger are working on their duties with hope as new employees, that they are in the 

development stage such as through OJT, and that they receive a certain consideration from the personnel around 

them.

Furthermore, the average of the employees in their 50s is high because of the same background as stated in 

(1) since employees in high positions tend to be older in general.

The average declines at the age of 60 and above. Compare with other age groups, their negative trends are 
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stronger in the questions related to “delegation of authority,” “active advice/instructions” and “degree of satisfaction 

with remuneration.” Most of the employees aged 60 and above are those reappointed after mandatory retirement. 

Therefore, the background behind the trend in this age group includes that reappointed employees engage in the 

duties with the discretionary power smaller than before their reappointment, that they have less opportunities to 

receive instructions/advice from their superiors, and that their remuneration level is lower than before they were 

reappointed.

(3)  Recruitment Category

Figure 19 shows the average values of 85 questions in total, which are computed based on recruitment 

category.

Figure 19  Average Values by Recruitment Category
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The average by the recruitment category is generally higher among the employees recruited through the 

Examination for Comprehensive Service than those recruited through other types of examination.

Looking at the attributes of respondents, 49.2 percent of the employees at the Unit Chief level who 

indicates the lowest average based on the classifi ed job ladder are the personnel recruited through the Examination 

for General Service (university graduate level). Therefore, the background stated in (1) is refl ected here to a certain 

degree. 

(4)  Gender

Figure 20 shows the average values of 85 questions in total, which are computed based on gender.
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Figure 20  Average Values by Gender
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Compared with other attribute-based differences in answers, the difference in answers between men and 

women is smaller, suggesting that there is generally little difference between the sexes concerning the recognition 

about the workplace in public service. In addition, the difference is not very significant in the answer to the 

question related to “promotion of active women” in the fi eld of [Personnel Management of Employees].

On the other hand, women indicate stronger negative trends mainly in the questions in the fields of 

[Attitude to Serve the Public] and [Sense of Satisfaction with Work]. Particularly, a wide gap can be found in the 

questions related to “challenging nature of performance goal,” “challenge in work,” “sense of self-development 

through work,” “future self-image,” “existence of role models” and “self-development for work.”

These results fi nd that efforts have been made in the public service to expand recruitment and promotion of 

women and that promotion of women has been gradually advanced fueled by the recent promotion by the entire 

government. It is regarded, however, that women do not feel they are sufficiently provided with opportunities 

which are important for promotion including grant of duties and experiences facilitating their growth, 

establishment of goals for their future professional lives, and ability development to realize them.

(5)  Working Pattern

Figure 21 shows the average values of 85 questions in total, which are computed based on working pattern.
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Figure 21  Average Values by Working Pattern
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There is little difference in answers depending on working patterns. More positive trends, however, can be 

seen among short-time work employees than full-time employees in the questions related to “tolerance for stress,” 

“personnel allocation depending on the workload” and “work-life balance.” This signifies that short-time work 

employees feel that their working style enables them to keep a balance between work and family life.

On the other hand, more negative trends are found among short-time employees than full-time employees 

in the questions related to “future self-image,” “delegation of authority,” “challenge in work,” “existence of role 

models” and “degree of satisfaction with remuneration.” Short-time work is roughly divided into childcare short-

time work and reappointed short-time work. Whereas they are not distinguished in this survey, the above trend may 

be related to the situation that both types of short-time employees are assigned with the duties in such a way to 

enable them to work short hours, which limits their opportunities to develop themselves through work and reduces 

their remuneration in accordance with working hours.

5.  Analysis of Correlations

Correlation coeffi cients between the questions (indicators to measure strengths of relationship between two 

questions) are computed. It is interpreted that the questions with a correlation coeffi cient larger than 0.7 as “being 

strongly correlated” and those larger than 0.4 and smaller than 0.7 as “being moderately correlated.” Table 3 shows 

the correlation coeffi cients computed in each fi eld based on the correlation coeffi cient between questions.
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independent variables, namely [People-oriented Administration], [Personnel Management of Employees] and 

[Attitude to Serve the Public] have a strong relationship with [Entire Consciousness]. This implies that national 

public employees fi nd signifi cance in serving the public and society through each ministry’s administration, and 

that their performance should be evaluated properly and treated appropriately commensurate with the performance.

Chapter 2   Attractiveness of the Workplace in Public Service Revealed by the Survey 

Results

Based on Sections 2-2, 2-5 and 2-6 of Chapter 1, Chapter 2 examines the attractiveness of jobs in the public 

service focusing on [People-oriented Administration], [Sense of Satisfaction with Work] and [Attitude to Serve the 

Public], which show a link between the fi eld of [Entire Consciousness] and are positively evaluated (Section 1). 

Next, based on Section 2 of Chapter 1, this chapter considers compliance focusing on the field of [Legal 

Understanding and Compliance], which is most positively evaluated (Section 2). 

Section 1  Attractiveness of Jobs

According to the “Survey of New Employees Recruited Through the Examination for Comprehensive 

Service” carried out by the NPA (in 2016), the most common answer in reasons for becoming a national public 

employee is “The job is challenging” (66.8%) followed by “National public employees can work for public 

interests” (64.4%). This section takes a look at how employees other than newly hired personnel see attractiveness 

of their jobs in public service.

1.  Job to Serve People and Society

The positive evaluation of the fi eld of [People-oriented Administration], helps to confi rm that employees 

are aware of serving people and society through engaging in policies and administrative service carried out by 

ministries they belong to.

Concerning the questions in the fi eld of [Attitude to Serve the Public], positive trends are seen in “concepts 

of ideal state and society,” “attitude to improve work” and “sense of making contribution through work.” It may 

imply that employees feel they are contributing to proper administrative operations they are in charge of through 

actively working on their duties while holding an image of the state or society.

These results indicate that national public employees can contribute to realizing a better nation or society 

and serve them through planning policies and providing administrative service at the workplace in public service, 

which makes the workplace in public service attractive. This shows an awareness similar to “national public 

employees can work for public interests” which is revealed in the aforementioned survey.

Furthermore, as stated before, the field of [Attitude to Serve the Public] shows a link with the field of 

[Entire Consciousness]. Therefore, it can be regarded that employees’ engagement in their duties to serve public 

interests leads to their morale improvement as well. Thus, it is important to enhance employees’ independence and 

initiative and to maintain/improve an attractiveness of the workplace in public service, where employees can serve 

            




