
― 54 ―

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.
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1.  Workplace Friendly to Women’s Activity

The Japanese government has been working on promotion of women’s activity, for instance, through 

establishing the “Act on Promotion of Women’s Participation and Advancement in the Workplace” in 2015.

Looking at women’s activity in the public service, a neutral trend is found in “promotion of women’s 

activity.” As for gender difference, a wide gap is not found between men and women despite the slightly higher 

average among women. It signifi es that female employees also recognize that efforts to promote women’s activity 

in the public service have been making progress to a certain degree.

Additionally, a neutral trend is found in “merit-based promotion,” which is correlated with “promotion of 

women’s activity.” This suggests that promotion of women’s activity is also facilitated by promotion management 

and appointment based on ability and performance irrespective of gender under the Principle of Equal Treatment 

stipulated in the National Public Service Act.

Furthermore, asking about employees’ consciousness about balance between work and family life, “work-

life balance” shows a positive trend. Neutral trends are indicated in “support from members,” “cooperation within a 

team” and “information exchange” in the workplace. These trends show that an environment to maintain work-life 

balance has been improving in terms of support system in the workplace as well as legal system.

Consequently, it can be considered progress has been made in development of an environment friendly to 

women’s activity in the public service.

On the other hand, signifi cant gender differences are found in answers to “future self-image,” “existence of 

role models,” “challenging nature of performance goal,” “challenge in work,” “self-development for work” and 

“sense of self-development through work.” More negative trends are seen among women compared with men in 

these questions.

It implies necessity to offer chances to experience various duties in order to further promote women’s 

activity in the public service. Such efforts have been made as setting a concrete goal for working lives of female 

employees, introducing role models and providing support through mentors. Still, it is important to systematically 

offer chances to experience jobs which enable employees to enhance their motivation and ability and to further 

promote measures to allow employees to feel their growth through completing challenging jobs.

2.  Understanding toward Personnel Evaluation System

Looking at the questions relating to the personnel evaluation, a positive trend is found in “degree of 

understanding of personnel evaluation system” and relatively positive trends can be seen in “sense of satisfaction 

with performance goal,” “evaluation based on facts” and “sense of satisfaction with personnel evaluation.” These 

results suggest that understanding toward the system, appropriate goal setting and objective evaluation may 

enhance the level of satisfaction with evaluation results.

These survey results lie in a background situation where understanding toward the system and promotion 

for the personnel evaluation has spread as a result of training and awareness raising since the introduction of the 

personnel evaluation system seven years ago and employees’ practice of setting goals while executing their duties 
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has taken root along with improvement in superiors’ evaluation skills.

Moreover, a neutral trend is found also in “merit-based promotion” which is moderately correlated with 

“sense of satisfaction with personnel evaluation.” Taking it into consideration, it can be considered that the number 

of employees who feel that personnel management of employees is conducted based on the personnel evaluation 

has been increasing under a principle of personnel management stipulated by the National Public Service Act.

Meanwhile, a negative trend is found in “degree of satisfaction with remuneration” which is moderately 

correlated with “sense of satisfaction with personnel evaluation.” It implies that employees who are not satisfi ed 

with personnel evaluation may not be satisfied with remuneration either. Therefore, it is necessary to further 

heighten a sense of satisfaction with personnel evaluation.

Section 2  Current Issues in Personnel Management

1.  Young Employees’ Awareness and Human Resource Development in the Workplace

(1)  Capacity Building and Acquisition of Expertise

In the field of [Personnel Management of Employees], the questions showing negative trends include 

“opportunity for career selection” and “consideration of aptitude and development for transfer.” This suggests that 

many employees feel that their abilities and the direction of expertise they consider important are not taken into 

account in personnel reshuffl ing.

Concerning these two questions, employees at the Unit Chief level and those in their 30s indicate more 

negative trends than managerial personnel or elderly employees. The direction toward which employees at these 

levels will head in their future work lives is usually not clearly defi ned for themselves. It may make them feel 

afraid that their capacity building and acquisition of expertise are not taken into account in personnel reshuffl ing.

One of the factors may be that employees at these levels have not gained suffi cient experiences yet, in the 

midst of developing abilities and acquiring expertise by working in various divisions through personnel reshuffl ing 

and accumulating experiences. With a view to securing efficient operation, HR departments/divisions develop 

human resources with expertise and skills required specifi cally for each fi eld in the public service in that division. 

On the other hand, personnel allocation has been carried out under the initiative of HR departments/divisions 

focusing on long-term and systematic personnel development and selection in order to develop personnel who can 

see administrative issues from a wide perspective, including coordination inside and outside the public service as 

executive offi cials and managerial personnel. Therefore, it may be inevitable that employees’ expectations are not 

fulfi lled in the short term, but the survey results signify that employees want to have more opportunities to seek 

advice on their future posts as well as the direction for their capacity building and acquisition of expertise in 

accordance with their wishes.

(2)  Seeking Signifi cance of One’s Own Work

In the Japanese public service, employees’ capacity building and acquisition of expertise are implemented 

mainly through on-the-job training (OJT). First, let’s take a look at [Sense of Satisfaction with Work], which is a 
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job-related fi eld. Overall, this fi eld is evaluated positively, but relatively negative trends are seen among employees 

at the entry level and those at the Unit Chief level.

As stated in Section 2-2-(3) of Chapter 1, employees can feel a sense of satisfaction with work when they 

experience personal growth as a result of being assigned challenging work from their superior that they are 

convinced of the value of and fi nd engaging.

Looking at relevant questions, employees at the entry level and those at the Unit Chief level indicated 

negative trends more strongly than managerial personnel in “degree of penetration of organization’s policy,” 

“implementation of organization’s policy,” “clarification of issues related to duties,” “sense of satisfaction with 

performance goal,” “challenging nature of performance goal,” “challenge in work” and “sense of satisfaction with 

actual work.”

It is often the case that employees at the entry level and those at the Unit Chief level at the HQ are handling 

a great deal of work on a daily basis ranging from system operation, handling of Diet affairs, budgetary requests 

and execution thereof. Moreover, public service is operated on an organizational basis, and the duties become more 

segmentalized the lower one’s position is on the classifi ed job ladder. Therefore, employees at the entry level or 

those at the Unit Chief level tend to be assigned with routine or fragmented duties instead of ones which make 

them aware of the organization’s policy. Since these employees have few chances to recognize the connection 

between the organization’s policy and the issues of their own duties, they are seldom aware of the positioning of 

their duties in the organization and how they are contributing to their organization. These factors may lie behind 

the survey results.

It is diffi cult to fi nd the work meaningful and satisfying if employees are just processing their tasks without 

any chances to consider the signifi cance of their work and to devote themselves to their work. Consequently, it 

makes it hard for them to feel that their abilities and expertise are improving through work.

(3)  OJT-related Issues

Focusing on employees at the entry and the Unit Chief levels, it is essential to improve and reinforce OJT 

in order to make the work more worthwhile and to suffi ciently follow up on capacity building and acquisition of 

expertise through work.

Looking at the field of [Management by Superior] which includes OJT-related questions such as “duty 

allocation depending on the situation,” “active advice/instructions” and “admiration for results of work,” employees 

at the Division Director level generally show positive trends in many questions. Meanwhile, employees at the Unit 

Chief level indicate relatively negative trends while those at the entry level exhibited neutral trends in many 

questions. Concerning implementation of OJT, consideration is given to employees at the entry level to a certain 

degree with a view to developing them as stated in Section 2-4-(2) of Chapter 1, but there is a perception gap 

between employees at the Unit Chief level and their superiors at the Division Director level.

Moreover, when conducting OJT, superiors generally have their subordinates experience trial and error and 

then provide advice or instructions based on the result. Accordingly, it is inevitable that OJT increases workload. 
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In this respect, a positive trend is seen in “tolerance for workload,” but a negative trend is found in “personnel 

allocation depending on the workload.” It is assumed that employees manage to handle their duties. They, however, 

cannot afford to take on additional burden and do not have enough capacity to conduct OJT. This indicates the 

existence of problems caused by unbalanced personnel structure by age of national public employees, such as 

insuffi cient capacity building and lack of mentors or advisors for young employees, as pointed out in FY 2015 

Annual Report by NPA.

Therefore, lack of personnel allocation in accordance with workload may impair the capability building of 

human resources in the work place through OJT, which will lead to an important problem in maintaining 

administrative performance in the future.

(4)  Countermeasures

It might be inevitable that routine or fragmented duties are assigned to employees at the entry level or at the 

Unit Chief level. Yet, under such circumstances, it is important to enhance the effects of OJT and improve their 

abilities as well as expertise and to show them the direction of capacity building and acquisition of expertise 

through clarifying the position and signifi cance of their tasks in public administration and encouraging them to 

actively engage in their duties.

A.  Clarifi cation of Signifi cance of Work

The signifi cance of work becomes clear when the policies of higher organizations are broken down into 

challenges in the duties of lower organizations, then, such challenges are also broken down into employees’ 

performance goals, and fi nally, employees understand the content of such performance goals. To make this come 

true, it is desirable to make the best use of opportunities to set performance goals for personnel evaluations which 

take place twice a year.

The existing personnel evaluation manual also states that “It is necessary to set the goals of individual 

employees based on the mission that should be attained by the organization.” Currently, performance goals are set 

in each workplace by clarifying and sharing the organization’s policy and challenges in its duties. Using 

opportunities for interviews, the position of the performance goals in the organization is clarifi ed, and the process 

to achieve the performance goals as well as the concrete role to be expected of each employee are confi rmed. It is 

important to ensure these measures more thoroughly and then to clarify the signifi cance of work.

Additionally, the survey shows the importance of offering opportunities for challenges to employees at the 

entry level and the Unit Chief level in order to make the work more worthwhile. In this context, challenge is more 

like trying to tackle slightly diffi cult things in daily operations rather than facing unknown and diffi cult problems. 

Consequently, it is reasonable to incorporate a challenging nature into employees’ performance goals, which 

function as the guidelines for performing day-to-day business operations. Therefore, it is important to set 

performance goals which allow employees to develop their abilities and to get them to carry out their work after 

positioning their performance goals as being very diffi cult goals.
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B.  Reinforcement of OJT

When conducting OJT, it is important for trainees to fi nd issues even in routine work and actively address 

them rather than mechanically processing tasks. In addition, superiors need to assign their subordinates with duties 

that are a little beyond their abilities, taking into account the abilities and aptitude of their subordinates. 

Additionally, it is critical for superiors to carefully provide instructions regarding the results of subordinates’ trial 

and error, utilizing opportunities such as reporting, communication and consultation.

To this end, it is necessary to improve management ability, and thus, management training has been 

implemented targeting managerial personnel at the Division Director level. With regard to duties at the HQ in 

general, however, it is employees at the Unit Chief level or the Assistant Director level with whom employees at 

the entry level or the Unit Chief level usually have direct contact on a daily basis. Employees at the Unit Chief 

level or the Assistant Director level may not be provided with suffi cient opportunities, including OJT, to learn 

about training up subordinates or younger colleagues, and there is a possibility that such employees may be 

allocated duties and given instructions that put a priority on the convenience of the duties. Therefore, it is necessary 

to take such measures as OJT to enhance awareness toward personnel development and improve abilities from an 

early stage in order to facilitate human resources development in the workplace.

Moreover, employees at the Unit Chief level and the Assistant Director level are very busy with daily 

operations and do not have enough capacity to conduct OJT in detail. Consequently, it is considered useful to give 

reappointed employees who are not too busy with their work and have abundant knowledge and experience a role 

to hand down their knowledge and experience. 

Furthermore, “admiration for results of work” is moderately correlated to all the questions in the fi eld of 

[Sense of Satisfaction with Work]. Therefore, it is necessary for superiors to keep in mind that they should praise 

their subordinates by concretely specifying their performance or strong points when disclosing evaluation results 

or offering advice/instruction.

C.  Provision of Opportunities to Think about Work Lives

In order to ease employees’ anxiety over capacity building and acquisition of expertise, it would be effective 

that superiors or staff in charge of personnel management provide employees in the development stage with 

directions for capacity building and acquisition of expertise as well as opportunities to think about their life plans, 

to conduct interviews or give advice concerning their future goals, and to introduce role models or mentors if 

necessary so that the workplace can offer prospects and goals in work lives and raise the motivation for capacity 

building and acquisition of expertise.

2.  Awareness toward Treatment

In the fi eld of [Personnel Management of Employees], employees are not entirely satisfi ed with the areas 

related to treatment of national public employees in a broad sense, such as remuneration, welfare benefi ts and life 

after retirement.
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“Degree of satisfaction with remuneration,” “degree of satisfaction with welfare benefi ts” and “sense of 

security for life after retirement” are moderately correlated with “motivation by personnel system” but have no 

correlation with other questions. Based on these results, it can be interpreted that these are the basic factors to 

support employees’ motivation to work. Therefore, how to secure an environment which enables employees to 

attend diligently to their duties without any anxiety is an extremely important issue.

(1)  Awareness toward Remuneration and Welfare Benefi ts

A negative trend is seen in “degree of satisfaction with remuneration.” As far as remuneration is concerned, 

the NPA has adjusted the remuneration level of national public employees to that of the private sector based on the 

Principle of Meeting Changing Conditions stipulated by the National Public Service Act. At the same time, the 

NPA has submitted a recommendation on the necessary revision of the remuneration system. Despite various 

opinions on the system to decide remuneration based on the principle of keeping a balance with the private sector, 

the current system has taken root over the years. Appropriately paying remuneration to the employees who are 

working diligently rewards their efforts and performance and helps to improve the securing of human resources 

and the organization’s vitality. Therefore, appropriate treatment needs to be secured continuously.

Furthermore, a negative trend is found in “degree of satisfaction with welfare benefits” regardless of 

attributes. Since housing, workplace restaurants and day-care centers for children were indicated in the question as 

examples, employees may be dissatisfi ed mainly with moving into lodging houses for national public employees.

Welfare benefi ts are regarded as measures and activities to improve the economic, cultural and mental lives 

of employees. Private companies also emphasize welfare benefi ts with a view to improving employees’ lives and 

take various supportive measures for employees. Since welfare benefi ts need to be secured to a certain degree by 

the National Public Service Act, the public service should ensure welfare service which is in no way inferior to 

that of private companies. For this purpose, efforts should be made to grasp the needs fi rst, for instance by listening 

to opinions from employees.

(2)  Awareness toward Life after Retirement 

As stated previously, “sense of security for life after retirement” indicates the most negative trend among all 

the questions, revealing that almost half of the employees feel anxiety over their lives after retirement. Because 

broad expressions are used in the questions, it is not clear in what aspects employees are feeling anxiety. There 

may be various factors ranging from their own health or nursing care for their family members to financial 

concerns.

In this respect, “Life Survey of Retired Public Employees,” which was conducted by the NPA in 2014, fi nds 

that the issues that mandatorily retired employees are anxious about in their future lives include a high rate of 

anxiety over the health of the respondents themselves and their family members, and such fi nancial concerns as 

“cost of daily living and other household spending” with 62.6% and “acquisition of house and loan repayment” 

with 13.4%.
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According to the survey conducted this time, as stated in Section 2-4-(2) of Chapter 1, expertise and 

experiences accumulated by reappointed employees over the years are not utilized due to the tendency that the 

necessary authority is not suffi ciently granted to reappointed employees and their superiors do not try to actively 

interact with them. These results are consistent with the fi ndings of the aforementioned “Life Survey of Retired 

Public Employees” concerning the issues and problems relating to working style as a reappointed employee, such 

as “Expected roles are ambiguous, which is perplexing” with 34.3% and “Cannot maintain motivation as I did 

before mandatory retirement” with 34.0%.

Moreover, retired life depends also on reappointment status. As the interim measure for the connection 

between the employment and pension of national public employees, those who apply for reappointment shall be 

reappointed to full-time government positions. In fact, however, among 9,657 employees who were reappointed in 

FY 2015 under the Remuneration Act, full-time employees account for 2,655 and part-time employees account for 

7,002. At present, a considerable number of reappointed employees are forced to work on a part-time basis. With 

regard to reappointment, it is deemed necessary to take fl exible and time-limited measures regarding the maximum 

number of personnel, in a way that can respond to any excessive increase in the total number of personnel, with the 

aim of realizing reappointment to full-time government positions.

In line with the opinions that the NPA submitted in 2011 calling for a raising of the mandatory retirement 

age, it is necessary to take measures in a planned manner toward the postponement of mandatory retirement which 

refl ects various needs related to the working patterns of employees over 60.

Section 3  Decline in the Liveliness in the Workplace and Communication

A relatively negative evaluation is given to the fi eld of [Liveliness in the Workplace]. According to the 

survey, as described in Section 2-2-(5) of Chapter 1, there is generally a positive atmosphere in the workplace and 

communication is taking place to a certain degree, for instance through exchanging information or talking to 

employees who have anxiety. On the other hand, negative trends are found in “improvement through friendly 

competition in the work place,” “intention to attain workplace goal,” “support for challenges in the workplace,” 

“aspiration for challenge in the workplace” and “cooperation among organizations.” Taking this into consideration, 

the level of liveliness in the workplace may be low in terms of competition and challenges in the workplace 

because communication among employees to interact with each other in performing their duties is insuffi cient.

This section considers the current state of communication in the workplace focusing on the fi nding that a 

negative trend is seen in “streamlining of duties.”

1.  Streamlining of Duties and Communication

One of the questions correlated with “streamlining of duties” is “degree of comfort in offi ce environment,” 

which also indicated a negative trend. Among various factors constituting offi ce environment, many employees 

consider that development of an environment for information and communication technology (ICT) promotes 

effi ciency in duties in consideration of the close link between ICT environment and duties. It can be assumed that 
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employees are actually utilizing ICT, particularly e-mail, in order to streamline duties and to handle their tasks.  

To be sure, digitization of duties may help to enhance effi ciency in performing duties. In addition, remote 

access taking advantage of ICT enables employees to work at any time and at any place. Thus, it is important to 

promote the development of the ICT environment from the viewpoint of work-life balance. With ICT, on the other 

hand, access from the workplace becomes available all the time. This may make it impossible for employees to 

take the necessary breaks and it may bring long working hours. 

Furthermore, under the conventional Japanese system for performing duties in the workplace of public 

service, duties were fl exibly shared among employees who worked together with a deep communication with each 

other. As a result, various interactions are generated and it creates a relationship that encourages employees to 

compete with each other on some occasions and to cooperate and get united on other occasions. Such relations are 

regarded as a source of vitality for the organization. With more extensive use of e-mail, however, even matters 

which used to be communicated face-to-face are now corresponded by e-mail. The communication style may be 

changing in the workplace.

Therefore, it should be noted that utilization of ICT helps to enhance effi ciency in performing duties, but at 

the same time, affects the management of working hours and communication in the workplace.

2.  Communication between Superiors and Subordinates

In connection with changing communication in the workplace, the survey results relating to communication 

between superiors and subordinates show that superiors tend to be trusted by their subordinates partly because they 

listen to their subordinates’ opinions attentively and make efforts to allow subordinates to ask advice or make a 

report to them without hesitation. On the other hand, “advice on subordinates’ career” indicated a negative trend. 

This implies that superiors communicate with their subordinates when necessary for work but such communication 

as giving advice on career to subordinates may not be suffi ciently made.

As stated in the report (issued in December 2015) on 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), which was organized by the NPA, it is important for the workplace to improve outcomes through 

ensuring the penetration of policies or goals in the workplace, creating teamwork by involving employees facing 

various circumstances as well and properly allocating duties, managing progress and providing appropriate 

instructions. To make this come true, managerial personnel are expected to take measures to properly provide 

instructions and develop subordinates from a long-term perspective instead of just seeking immediate outcomes 

from their duties.

A high level of communication ability is indispensable to this type of management, but it cannot be 

acquired in a short time. Accordingly, it is necessary to provide managerial personnel candidates with work 

experiences in which they orchestrate subordinates or act as a group leader, which is a similar experience to being 

a manager, from a relatively early stage, or offering opportunities to participate in management training, with the 

aim of raising their awareness or encouraging them to learn about practical management so that they can acquire 
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the communication ability that is necessary for managerial personnel.

Besides, as is done in private companies, local public organizations and foreign governments, it may be 

effective to compile the results of surveys on employees’ consciousness by bureau or division and to provide each 

managerial personnel with the outcomes in order to use it as an opportunity to eliminate the communication gap 

between superiors and subordinates, and to raise the awareness of managerial personnel towards their 

responsibilities.

Section 4  Impact of Burden from Work

1.  Personnel Allocation Depending on the Workload and Overtime Work

A negative trend found in “personnel allocation depending on the workload” signifi es that a fi xed number 

of personnel commensurate with workload may not be always secured in spite of expanding administrative 

demands. Moreover, a negative trend is also seen in “streamlining of duties,” which has a relatively strong 

correlation with “personnel allocation depending on the workload.” Accordingly, it can be assumed that workload 

has increased excessively compared to personnel allocation mainly in the workplace where duties have not been 

streamlined suffi ciently.

Looking at the state of overtime work that is revealed in the “FY 2016 Fact-fi nding Survey of Remuneration 

of National Public Employees” carried out by the NPA, the total annual overtime work hours was 233 hours at the 

ministries on average, and 363 hours at the HQ on average in 2015. Additionally, the rate of employees who 

worked overtime longer than 360 hours which is the target of maximum overtime work hours imposed by the 

“Guidelines concerning the Reduction in Overtime Work” (Notice issued by the Director General of the Employee 

Welfare Bureau in 2009), was 22.5% at the ministries on average. Meanwhile, among the employees at the HQ 

who handle a great deal of heteronomous duties, 46.0% of them worked over 360 hours and 7.5% of them worked 

over 720 hours highlighting the problem of employees’ long working hours.

Despite a concerted effort to reduce employees’ overtime work conventionally made by the whole 

government, the situation has not signifi cantly changed for the better. Therefore, it cannot be denied that overtime 

work is structurally caused by inappropriate allocation of fi xed number of personnel.

Thus, it is essential to allocate a fi xed number of personnel which is commensurate with workload based on 

the actual situation of overtime work so that burden from work will not become too heavy for employees.

In addition, measures need to be continuously promoted to reduce overtime work. It is essential to 

thoroughly control working hours, for instance through requesting overtime work in advance following careful 

examination of the necessity of working overtime, and to further streamline duties. According to the survey’s 

findings, “streamlining of duties” has a moderate correlation with “appropriate top management,” “sharing of 

organizational policy” and “duty allocation depending on the situation.” Accordingly, the survey finds the 

importance of clarifying necessity and priority of duties through sharing the policy, which is clearly indicated by 

the head of an organization, and of allocating duties based on them for the purpose of streamlining duties. As for 

the duties which need to be addressed beyond the boundary of the administrative branch such as Diet-related 
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affairs, efforts should be continuously made to improve them with the understanding and cooperation of all parties 

concerned.

Moreover, a fl exible arrangement of working hours or place of work needs to be sought with a view to 

securing work-life balance. In recent years, some private companies have launched work style systems which 

enable even full-time employees to limit their working hours or places of work in accordance with their 

circumstances. In the light of such a trend in private companies, systems should be continuously considered in the 

public service to allow for diverse working styles.

2.  Workload and Stress

A strong correlation exists between “mental and physical health conditions” and “tolerance for stress” and a 

relatively strong correlation also exists between “tolerance for stress” and “tolerance for workload.” These results 

confi rm that heavier workload increases stress and affects physical and mental health.

In this respect, the number of employees who took long-term sick leave was 3,295 (1.20% of all 

employees) according to the “Survey on the Number of Employees Who Take Long-term Sick Leave due to Mental 

and Behavioral Disorders,” which was carried out by the NPA from April 1, 2015 to March 31, 2016 targeting the 

employees who had been absent from work consecutively for over one month due to mental or behavioral disorder. 

It cannot be denied that workload may impact mental health. 

On the other hand, “tolerance for stress” is moderately correlated also with “support for challenges in the 

workplace,” “vitality in the workplace,” “work-life balance” and “sense of satisfaction with actual work” 

highlighting possible impacts on stress other than workload. Even under severe working conditions, not a small 

number of employees feel that their stress is within a tolerable range and they successfully maintain their health 

physically as well as mentally. The reasons behind this include that employees fi nd their work satisfying if they are 

given discretion to a certain degree in their work and that there is some sort of mental support, such as cooperation 

in the workplace in relation to active support for work and understanding toward work-life balance by those around 

them.

Accordingly, for the purpose of maintaining mental and physical health, it is also essential to raise 

employees’ awareness toward work and strengthen mental support in the workplace in addition to conducting a 

review of the practice of working long hours. It is important that each employee acquires a way to cope with stress, 

for instance through utilizing the stress check system that has been launched by each ministry since December 

2015, and to promote the improvement of workplace environment by encouraging superiors to change their 

consciousness.

Conclusion

For the purpose of appropriate personnel management, it is important to understand employees’ 

consciousness and actual conditions of workplace and to take measures based on objective data. This time, the 

NPA conducted a multi-dimensional and comprehensive consciousness survey of national public employees for the 

            




