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[Table 4]  The Objectives of the Instructor Training Programs

Name of Training Programs Objectives

Training to Enhance Abilities of Training Offi cers Mainly targeting newly-appointed offi cers in charge of training 
planning and training instructors in each ministry, the program aims to 
help them acquire the basic knowledge that is required to perform their 
duties and to enhance their planning ability and instruction ability.

Training for the Prevention of Sexual Harassment The program aims to raise awareness about sexual harassment and to 
ensure understanding about the duties and roles of managers and 
supervisors.

JKET (Training for Public Employee Ethics) The program aims to cultivate a sense of ethics by considering public 
employee ethics.

JST Basic Course
(Training for management of work and personnel)

The program aims to help trainees to understand the principles 
concerning work management and instruction of subordinates in an 
organizational and systematic manner and to provide them with 
practical abilities.

Chapter 3.  Remuneration of Employees

Under the provisions of the National Public Service Act, the remuneration of national public employees is 

determined by law (the principle of determining remuneration by law), and may be revised by the Diet at any time 

to meet the general conditions of society. The NPA must make a recommendation concerning any such revision. 

The NPA is required to report to the Diet and the Cabinet simultaneously on the appropriateness of the current 

salary schedules at least once a year. In doing so, the NPA assumes the obligation to make appropriate 

recommendations that refl ect any changes in conditions that affect the determination of remuneration levels (the 

principle of meeting changing conditions). It is stipulated in the Remuneration Act that the NPA must study 

remuneration levels for public employees and make its recommendation based on what it believes to be appropriate 

revisions to the Diet and Cabinet simultaneously.

As the NPA is responsible for implementing the remuneration system, it establishes necessary rules and 

supervises remuneration payments to ensure that the system is operated in a fair and proper manner.

Section 1.  Report and Recommendation on Remuneration

1.  Mechanism for Remuneration Recommendation

(1)  Signifi cance and Role of the Remuneration Recommendation

Article 28 of the National Public Service Act stipulates that the remunerations of national public employees 

may be changed at any time by the Diet into accord with general conditions of society, that the NPA must report to 

the Diet and the Cabinet simultaneously on the propriety of the current salary schedules not less than once each 

year, and that the NPA must make an appropriate recommendation to the Diet and the Cabinet.

In light of the distinctive features of the status of national public employees and the public nature of their 

duties, their basic labor rights guaranteed under the Constitution are restricted. The NPA remuneration 

recommendation plays a role to secure appropriate remunerations of national public employees corresponding to 

the general conditions of society in compensation for the restriction of basic labor rights. The remuneration 
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recommendation has conventionally dealt with the review on the systems for salary and other various allowances, 

in addition to the revision of the remuneration level.

Article 3 of the National Public Service Act stipulates that the protection of the welfare of public offi cials is 

one of NPA’ s basic roles. Securing appropriate treatment of national public employees through the NPA 

recommendation elevates the morale of diligent national public employees. At the same time, it is useful in 

securing human resources in the public service and stabilizing the labor-management relationship, which serves as 

a platform to maintain effi cient administrative management.

(2)   Making Recommendations Based on the Principle of Balancing Working Conditions with Those 

in the Private Sector

The reason the NPA makes a recommendation based on the above principle is as follows. National public 

employees are workers to whom the proper amount of remuneration needs to be paid as compensation for their 

work. Unlike the private sector, there is no limitation in the form of the market acting as a deterrent with respect to 

remuneration of a market in the public sector. Accordingly, it is most rational to decide remuneration levels in the 

public sector by following remuneration trends in the private sector, which are determined through labor-

management negotiations refl ecting the economy/employment conditions of the time.

With regard to comparisons between the remuneration of national public employees and that of private 

company workers, the NPA precisely compares the remuneration for the month of April of the employees in both 

sectors having the same main remuneration determinants. The NPA carries out the “Fact-fi nding Survey of Job-by-

Job Pay Rates in Private Enterprises” targeting offi ces with 50 or more employees on an enterprise scale basis and 

50 or more employees on an offi ce scale basis for the purpose of making comparisons with the remuneration of 

private company employees working at these offi ces. The comparison methods and the target are selected based on 

the following reasons.

A.  Comparisons of the Same Categories and Equality

A remuneration level is set in accordance with the factors, such as job category, position level, place of 

employment, educational background and age. If these factors differ, so does the remuneration level. Therefore, it 

is not appropriate to use average salaries to compare remunerations between the public service and private 

companies. Instead, a combination of remuneration determinants should be used as a basis for the comparison 

(comparisons of the same categories and equality). 

The comparison with remuneration in the private sector, which is carried out by the NPA, targets the 

remunerations of national public employees who are in charge of general administrative affairs in the public 

service (offi cials subject to Admin[I]) as well as administrative and technical employees in the private sector in 

charge of similar duties. Then, a comparison is made between the remunerations for the month of April of target 

employees in each sector sharing major remuneration determinants, such as position level, place of employment, 

educational background and age, using the number of national public employees as a weight (Laspeyres formula). 

            



― 104 ―

In other words, a comparison is made between the total payment of remuneration in the public service as a whole, 

which is computed by assuming that each national public employee would receive the same amount of 

remuneration with a private company worker sharing the same major remuneration determinants, such as position 

level, and the total amount of remuneration actually paid to national public employees. 

To make a concrete comparison, each remuneration determinant is divided into smaller segments. One 

segment from each remuneration determinant is selected and the selected segments are combined into one group 

(for instance, the position level is offi cer, the place of employment is Area Allowance Class 1 area [special wards 

of Tokyo], the educational background is university graduate, and the age is 24 or 25 years old). A comparison is 

made using the average remuneration of national public employees in each group and that of private company 

workers sharing the same conditions.

B.  Survey Target

In relation to private company workers who are the target for remuneration comparison with national public 

employees, there is an argument that the target should include workers working for the companies smaller than the 

current target. On the other hand, there is also an argument that the comparison should target workers of large 

companies exclusively in consideration of the scale of national public service. Furthermore, it is necessary to 

systematically and stably secure/retain competent personnel so that national administrative organs can address the 

issues adequately amid the competition with private companies for securing human resources. Some point out an 

importance of securing appropriate remuneration levels in the light of such a view.

Concerning the size of the survey target companies, it was reduced in 2006 from the companies with 100 

employees or more to the ones with 50 employees or more with a view to more widely understanding the 

remuneration of private company workers and reflecting it to the remuneration of national public employees. 

Similar to the public service, most of the private companies with 50 employees or more on the enterprise scale 

basis have position levels, such as department director, division director and unit chief, which makes it possible to 

make a comparison between national public employees and their counterpart in the same category in such private 

companies. In addition, with the current number of target offi ces, fi eld surveys can be conducted in detail and 

survey accuracy can be maintained. Offi ces with less than 50 employees on the offi ce scale basis are not included 

in the survey target. It is partly because the number of target offi ces will increase excessively if the survey targets 

the offi ces with this size. This will make it impossible to conduct a fi eld survey as it has been done until today and 

to maintain accuracy of the survey. Moreover, it is generally considered that the remuneration of workers working 

for the same company does not vary depending on the size of the offi ce for which relevant workers are working at.

Meanwhile, full-time workers of private establishments with 50 workers or more on the enterprise scale 

basis account for 63.1% of all workers working at private establishments. (The fi gure was compiled by the NPA 

based on the “2014 Economic Census Basic Survey” [Ministry of Internal Affairs and Communications]). 

Furthermore, according to the survey targeting successful candidates of the recruitment examinations of national 

public employees (Examination for Comprehensive Service and Examination for General Service [for the 
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(2) Remuneration of Employees

The average remuneration amount per month and the receipt status of various allowances as of April 1, 

2016, are as follows. (Table 5 and 6)

[Table 5]  Average Monthly Remuneration by Item
(Unit: yen)

Item All Employees
Employees to whom the Salary Schedule 
for Administrative Service (I) is Applied

Salary 341,323 331,816

Area Allowance 40,909 41,583

Managerial Allowance 11,657 12,316

Family Allowance 11,409 11,387

Housing Allowance 5,058 5,471

Others 7,038 8,411

Total 417,394 410,984

(Note) “Others” includes the HQ duty allowance, cold area allowance and remote area allowance, but does not include 

compensation of actual expenses or performance-based allowances such as commuter allowance, hardship duty 

allowance and overtime allowance.

[Table 6]   Number of Recipients, Percentage of Recipients and Average Monthly Amount of Major 
Allowances

Item
Number of Recipients 

(Persons)
Percentage of Recipients 

(%)
Average Monthly Amount 

(Yen)

Commuter Allowance 206,383 81.4 14,395

Area Allowance 202,745 79.9 48,817

Family Allowance 139,779 55.1 20,702

Housing Allowance 50,575 19.9 25,363

Managerial Allowance 42,960 16.9 68,822

Wide Area Transfer Allowance 30,140 11.9 15,858

Cold Area Allowance 27,780 11.0 7,042

Family-unattended-transfer Allowance 20,597 8.1 45,599

4.  Survey of Job-by-Job Pay Rates in Private Enterprises

For the purpose of acquiring the basic data to determine the appropriate remuneration of public employees, 

the NPA conducts “the Fact-finding Survey of Job-by-Job Pay Rates in Private Enterprises” each year in 

conjunction with personnel commissions of each prefecture and cabinet order-designated cities and ascertains the 

actual remuneration of employees in the private sector who engage in duties similar to public duties.

(1)  Outline of the 2016 Survey

A.  Private Sector Offi ces the Survey Covered

Private sector offi ces the survey targeted were those with 50 or more employees on the enterprise scale 

basis and 50 or more employees on the offi ce scale basis. A total of 53,426 offi ces were targeted (except for offi ces 

in Kumamoto Prefecture).
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B.  Private Sector Offi ces Actually Surveyed

A total of 11,711 private sector offi ces were randomly selected from all offi ces the Survey covered, by 

stratifying them into 895 groups by prefecture and cabinet-order-designated cities and also by organization, scale 

and industry, using the stratifi ed random sampling method.

C.  Survey Method and Content

The Survey was jointly conducted with personnel committees of prefectures and cabinet order-designated 

cities (except for Kumamoto Prefecture and Kumamoto City) during the period from May 1st to June 17, 2016, by 

way of site surveys held at the offi ces on monthly wages paid for the month of April 2016.

D.  Calculation Method

In calculating totals and average values, consideration was given to avoid results that are skewed to specifi c 

areas, scales, or industries, by multiplying the result by the reciprocal of the sampling rate for offi ces or employees 

to obtain the population again.

(2)  Results of the 2016 Survey

A.  The Total Number of the Survey Completed Offi ces

10,170 offi ces (a completion rate of 87.7%)

B.  The Actual Number of Employees Subject to the Individual Survey

494,805 full-time employees (including 33,384 who were subject to the initial salary survey) in 76 job 

types which are thought to be similar to public duties (including 18 job types subject to the initial salary survey).

The population excluding those who are involved in the initial salary survey is estimated to be 3,844,248.

Section 2.  Implementation of the Remuneration Act

1.  Revision of the Fixed Numbers of Offi cials in Each Grade of Salary Schedules

Remuneration of public employees is paid on the basis of salary schedules and grades, which are 

determined in accordance with the duty and responsibility he/she is assigned. The grade of each employee is 

determined within the range of the number in the grade to which he/she is rated. The fi xed number of offi cials in 

each grade of salary schedule is determined by classifying individual duties based on the degree of complexity, 

diffi culty, and responsibility on the basis of standard duties by grade of each salary schedule and then designating 

the number of officials in each grade (the limit) by budget account, organization and position title. The fixed 

numbers of offi cials in each grade take a role in ensuring uniformity and fairness in grading so that the appropriate 

grading of duties might be performed in each ministry. In concrete terms, the number is fi xed by grade, based on 

the standard duties by grade, as well as the degree of complexity, difficulty, and responsibility of the duties 

employees are assigned, considering qualifi cations, abilities and experience required to execute the said duties.
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The function to set and revise the fi xed number of offi cials in each grade of salary schedules reside in the 

prime minister. However, the fi xed number of offi cials in each grade is related to working conditions. Therefore, 

the Remuneration Act specifi es “when setting or revising the fi xed number, the prime minister is to hear and fully 

respect the opinions of the NPA, which has the compensatory function for the restriction of basic labor rights.”

The NPA’s opinions are submitted to the prime minister with a view to securing appropriate working 

conditions for employees as the compensatory function for restriction of basic labor rights, which are guaranteed 

in the Constitution. The NPA’s opinions share the same characteristics with the NPA Recommendation, which 

requests full implementation of the Diet and the Cabinet.

Chapter 4.  Life Planning for Public Employees

In response to the full-fl edged aging of Japanese society, the NPA has promoted measures to ensure smooth 

implementation of the reappointment system and provide the information necessary to enable public employees to 

plan their post-retirement lives.

Section 1.  Situation of Mandatory Retirement and Reappointment System

1.  Situation of Mandatory Retirement and Employment Extension

The National Public Service Act stipulates the mandatory retirement age to be 60 as a general rule with 

some exceptions. In cases of positions that do not conform to the mandatory retirement age of 60 due to the 

particularity of duties and responsibilities, the Act provides the range of 61 to 65 as an alternative (special 

mandatory retirement age) (e.g. doctors: 65, administrative vice-ministers: 62).

In addition, for exceptional cases of mandatory retirement, where it is recognized that the employee’s 

retirement would have a significant adverse effect on the administration of public service, an employment 

extension system is provided to enable employees to continue to work. In this system, the employment period can 

be extended up to one year. It can be extended again up to a total of three years.

2.  Implementing the Reappointment System

The current reappointment system was introduced in FY2001 with the expectation that it would enable 

employees to devote themselves to their duties without any anxiety regarding their life after mandatory retirement. 

The system combines employment and pension to allow employees to make effective use of the capabilities and 

experience they have cultivated over many years, and helps them deal with the gradual raising of the starting age 

for receiving the portion of public pension equivalent to the basic pension.

The number of employees newly reappointed in FY2015 was 10,378. (The number of employees under the 

Remuneration Act was 9,657 and the number at agencies engaged in administrative execution was 721.) As a 

recent trend, employees are reappointed mainly as short-time work employees, which is very different from the 

situation in the private sector, where reemployment is based on full-time employment.

With regard to the stepwise increase of the starting age for payments of the remuneration-related part of the 

            




