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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 
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public interests, so as not let them remain passive/negative in planning policies and providing administrative 

service.

2.  Jobs to Promote Self-development through Challenge

The fi eld of [Sense of Satisfaction with Work] is positively evaluated and it is confi rmed that a sense of 

satisfaction with work constitutes attractiveness of the workplace in public service.

Aforementioned survey results also reveal that employees fi nd their work worthy. Sense of satisfaction with 

work, however, is a vague concept. Looking at correlations between the questions in this fi eld (refer to Figure 9) to 

clarify this concept, a moderate or higher level of correlation is identifi ed.

It suggests that a sense of satisfaction with work is recognized as a relationship in which granting authority 

or discretion to employees through “delegation of authority” and setting employees’ performance goals will 

generate a “sense of satisfaction with performance goal” or “challenging nature of performance goal” then 

employees who engage in such duties will have a “sense of self-development through work” which leads to a “sense 

of satisfaction with actual work.”

While being entrusted with duties and able to grow up through it also enhances attractiveness of jobs other 

than public service, it surely makes the workplace in public service attractive. Therefore, it is important to assign 

challenging duties to employees and encourage them to develop through their work on a continuous basis.

Section 2  Compliance

Obligation to comply with laws and regulations is imposed on national public employees, and employees’ 

compliance is extremely important. 

First, looking at employees’ recognition of compliance in relation to fair performance of duties for the 

public, the fi eld of [Legal Understanding and Compliance] is positively evaluated. In addition, positive trends are 

found in the questions in this fi eld relating to “degree of understanding of laws, regulations and rules” and “degree 

of compliance with laws, regulations and ethics.” These results are also consistent with fi ndings of the “Survey on 

Public Service Ethics (Survey of Employees),” which was carried out by the National Public Service Ethics Board, 

that a larger proportion of employees have an impression that national public employees, as a whole, have a high 

sense of ethics (86.7% in FY 2016).

National public employees are servants of all citizens and their duties are public service mandated by 

citizens. Taking it into consideration, employees’ compliance to laws, regulations and ethics related to their duties 

leads to securing of public’s trust in fair execution of duties. Aiming at maintaining and improving such workplace 

culture, it is necessary to raise awareness of service discipline and ethics more thoroughly and to regularly 

implement training to deepen understanding of laws, regulations and ethics which should be observed, and 

encourage employees to participate in the training on a continuous basis.

Next, looking at employees’ recognition of harassment at the workplace from the viewpoint of compliance 

at the workplace, a positive trend is found in “degree of prevention of sexual harassment” and a relatively positive 
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trend is found in “degree of prevention of power harassment.” The result makes it clear that many employees feel 

that harassment is prevented to a certain degree as a feature of the workplace in public service. Concerning sexual 

harassment, there are more occasions women see as sexual harassment compared with men. Meanwhile, 

concerning power harassment, there are more occasions employees at the Unit Chief level see as power harassment 

compared with those at the Division Director level. Taking into account this trend, it is necessary to promote 

countermeasures against harassment. 

Chapter 3  Issues 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 3 considers the issues of the workplace in public 

service focusing on the fi elds of [Personnel Management of Employees] and [Liveliness in the Workplace] which 

show a link with the fi eld of [Entire Consciousness] and are evaluated as relatively negative.

Regarding [Personnel Management of Employees], this field includes a wide range of questions with 

various answers. Thus, focusing on the questions showing neutral trends, this chapter considers the issues which 

shows improvement in personnel administration [Section 1]. In addition, focusing on the questions indicating 

negative trends, this chapter covers the current issues relating to personnel management such as relationship 

between young employees’ awareness and personnel development in the workplace as well as awareness toward 

treatment [Section2]. 

Concerning the field of [Liveliness in the Workplace], observations are made on communication in the 

workplace focusing on the questions showing negative trends [Section 3].

Finally, with the aim of exploring common backgrounds behind negative evaluation for these two fi elds, 

this chapter focuses on [Appropriate Burden from Work], which received a relatively low evaluation among the 

fi elds which have a correlation to both of the fi elds and considers impact of burden from work, especially the issue 

of “personnel allocation depending on the workload” which indicated a particularly negative trend [Section 4].

Section 1  Issues Showing Improvements in Personnel Management

Among the questions in the fi eld of [Personnel Management of Employees], relatively positive or neutral 

trends are found in “merit-based promotion,” “promotion of women’ s activity” and “sense of satisfaction with 

personnel evaluation.”

Such themes as management of promotion based on ability and performance, recruitment and promotion of 

women, introduction and fi rm establishment of the personnel evaluation system have long been issues relating to 

personnel management of public employees and efforts have been made to improve them. The survey does not fi nd 

any negative trends in the above questions. It means that the measures have been gradually taking effects and have 

been recognized by employees. 

This section looks closely at promotion of women’s activity, which has been addressed enthusiastically in 

recent years, and the personnel evaluation system which was introduced as an important pillar of the National Civil 

Service Reform enforced in 2009.

            




