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labor rights. As part of the remuneration recommendation, the NPA has conventionally conducted a review on the 

systems of salary and various allowances together with the revision of remuneration levels of national public 

employees.

Concerning remuneration of national public employees whose basic labor rights are restricted, the NPA 

makes the recommendation basically for the purpose of balancing the remuneration levels of national public 

employees and private-sector workers (Principle of Balancing Working Conditions with Those in the Private 

Sector) through listening to the opinions thoroughly both from labor and management and precisely comparing the 

remuneration of national public employees with that in the private sector as a third-party organization other than 

labor or management parties. Implementation of the recommendation and ensuring of appropriate treatment are 

helpful to secure human resources and to stabilize labor-management relationships, serving as the foundation to 

maintain an effi cient administrative management.

With regard to the reasons the NPA makes the recommendation based on the Principle of Balancing 

Working Conditions with Those in the Private Sector, national public employees are also workers who need to 

receive proper amounts of remuneration in compensation for their work. In the public service, however, there is no 

market control that acts as a constraint on remuneration decision differently from private companies. Due to that, it 

deems most rational to decide a remuneration level in the public sector in conformity with the level in the private 

sector, which is determined by labor-management negotiations refl ecting the economy and employment conditions 

of the time.

(2)  Remuneration Revisions Made to Bridge the Gap between the Public and Private Sector

A.  Monthly wages

For the purpose of making the Remuneration Recommendation, the NPA conducts the “Fact-fi nding Survey 

of Remuneration of National Public Employees,” (hereinafter referred to as “Survey of National Public 

Employees”) and the “Fact-fi nding Survey of Job-by-job Pay Rates in Private Industry,” (hereinafter referred to as 

“Survey of Private Industry”) each year and precisely ascertains salary levels in both the public and private sectors 

for the month of April. Employees’ position, place of employment, educational background, and age are main 

factors in determining remuneration although each company decided employee’s salary in its own way. Taking it 

into consideration, the NPA, instead of simply comparing average salaries, accurately compares remunerations of 

offi cials 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 such factors. The gap between the public and 

private sectors is also calculated by using an accurate comparison (Laspeyres formula).

The Survey of Private Industry was conducted by targeting private establishments across the country which 

have 50 or more employees on an enterprise scale basis and on an offi ce scale basis. The survey targets private 

companies with 50 or more employees on the enterprise scale basis because many of these companies have 

position levels, such as department director, division director and unit chief, similar to the public service, which 
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makes it possible to compare their remuneration with those in the same category and at the same position level in 

the public service. Moreover, the number of offi ces currently surveyed enables the NPA to conduct detailed site 

surveys and to keep survey accuracy. Meanwhile, the survey does not target offi ces with less than 50 employees on 

the offi ce scale basis. If these offi ces are included in the survey target, the number of the target will become too 

large to carry out a site survey as has been done so far, and it will become impossible to maintain survey accuracy. 

Furthermore, it is assumed that the remuneration of workers in the same company does not vary depending on the 

size of the offi ces.

The “Survey of Private Industry” was conducted also in 2016 by targeting private establishments across the 

country (except for Kumamoto Prefecture) which have 50 or more employees on an enterprise scale basis and on 

an offi ce scale basis in order to understand the remuneration of those working at such offi ces 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 2016 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 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 708 yen (0.17%) 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 headquarters (HQ) duty adjustment 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 2015 through July 

2016 was equivalent to 4.32 months of monthly remuneration. Since the average annual payment months of end-

of-term and diligence allowances for national public employees (4.20 months) was 0.12 months less than that of 

the bonus in the private sector, it was decided to increase the payment months by 0.1 months to 4.30 months.

C.  Remuneration revision in 2016

(a)  Salary schedule

It was decided to raise Admin (I), which is applied to employees in charge of general administrative affairs 

in public service, by 0.2% on average retroactively from April 2016. The initial salary of employees appointed 

through the Examination for Comprehensive Service, General Service (University Graduate Level), and General 

Service (High school Graduate Level) was raised by 1,500 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 400 yen respectively.
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It was decided to revise other salary schedules based on a balance with Admin (I) and to keep the Salary 

Schedule for Designated Service unchanged responding to the raise of Grade 10 in Admin (I).

(b)  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.

(c)  HQ Duty Adjustment Allowance

The amount of the HQ duty adjustment allowance for the Unit Chief level and that for Offi cer level was 

decided to rise to 4.5% and 2.5% respectively of their monthly salary which is the basis for this allowance from 

April 2016. 

(d)  Special Remuneration (Bonus)

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

employees was 0.12 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.

(3)  Revision of the Remuneration System

A.  Comprehensive Review on the Remuneration System

It was decided to review the remuneration distributions among regions, generations, duties and work 

performance to deal with various issues concerning the remuneration of national public employees. Since April 

2015, a full-scale comprehensive review on the remuneration system including the ideal state of salary schedules 

and various allowances has been underway. This comprehensive review is to be carried out based on the provisions 

of the Act Concerning the 2014 Revision of the Remuneration Act and to be completed on April 1, 2018 with 

taking transitional measures to cope with lowering the salary schedule level and a step-wise review on various 

allowances by the revision of rules each fi scal year.

In FY 2016, the NPA revised the payment rate of area allowance and the amount of family-unattended-

transfer allowance which were to be launched in April 2016 in accordance with the report on the Remuneration 

Recommendation in 2015. In addition, it was decided to revise the amount of the HQ duty adjustment allowance 

with a view to eliminating a gap with the remuneration in the private sector in April 2016 as stated above. 

Furthermore, the amount of the HQ duty adjustment allowance for the Unit Chief level and that for the Offi cer 

level were raised 5.5% and 3.5% respectively of their monthly salary which is the basis for this allowance from 

April 2017.
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B.  Revision of the Family Allowance for Spouse

The family allowance for spouse in the public service decided to be revised in the light of the changes of 

the circumstances concerning family allowance both in private companies and in the public service.

Before the revision was made, the amount of family allowance for spouses was 13,000 yen and that for 

children and parents was 6,500 yen each. However, there is a downward trend in the ratio of private companies that 

provide family allowance for spouses and in the ratio of public employees who make their spouses as their 

dependent relatives. Additionally, about half of the business offi ces that have revised family allowance for spouses 

in recent years introduce a system that does not provide special treatment for spouses. Taking these into 

consideration, the amount of family allowance for spouses was decided to be lowered down to the same amount of 

the allowance for other dependent relatives. Moreover, it deems appropriate to enrich family allowance for children 

given the actual situation of expenses required for raising children and the counter measures to the falling birthrate 

which have been promoted in Japan as a whole. Therefore, the amount of family allowance for children was 

decided to be raised using the funds obtained from reducing the amount of allowance for spouses. Concretely, the 

amount of allowance for spouses or parents was decided to be cut down to 6,500 yen and that for children was 

decided to be increased up to 10,000 yen.

Furthermore, in accordance with the purpose of family allowance to provide assistance for living costs 

increased by having dependent relatives, it was decided not to pay family allowance for dependent relatives except 

children to the employees in Grade 9 and Grade 10 on Admin (I) who receive remuneration above a certain level as 

Director-level officials at the HQ, in light of the objective of increasing the payment of family allowance for 

children. The family allowance for spouses paid to the employees in Grade 8 on Admin (I) including offi cials at 

the rank of Head of Offi ce at the HQ was decided to be cut down to 3,500 yen, roughly half the amount of the 

allowance given to the employees in Grade 7 or below.

It was determined to cut down the payment of family allowance for spouse in stages from April 2017 in 

order to reduce the impact on the recipients as less as possible and to increase the allowance for children within the 

limits of the funds obtained from reducing the amount of the allowance for spouses.

The NPA will examine a necessary revision of the family allowance for spouses granted to national public 

employees in line with the situations relating to the revisions of the tax and social security systems as well as the 

revision of the family allowance for spouses in private companies.

C.  Addition of Grade 4 to the Salary Schedule for Specialized Staff

The government is expected to further sophisticate its ability to take policy actions in response to the rapid 

changes in the socioeconomic circumstances. Therefore, the government was set to launch in FY2017 the new 

Specialized Staff who hold higher positions on the classifi ed job ladder than the current Specialized Staff with the 

aim of creating a system that allows personnel who have an extremely high level of expertise, experiences, 

personal connections accumulated in some specific administrative fields to properly support senior officials as 

staff.
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It was judged appropriate to create a new grade (Grade 4) one grade higher than Grade 3 to the Salary 

Schedule for Specialized Staff starting in April 2017, in consideration of expertise, signifi cance and diffi culty in 

the duties of this newly established Specialized Staff. Since Specialized Staff are required to engage in extremely 

diffi cult duties taking advantage of their very specialized expertise, the monthly salary for these personnel was 

decided to be set higher to a certain degree than that for the maximum pay step in Grade 3. The salary, however, 

was decided to be lower than that for Step 1 on the Salary Schedule for Designated Service because Specialized 

Staff do not handle managerial tasks.

Meanwhile, personnel having an extremely high level of specialized knowledge and experience are 

expected to take the posts of newly established Specialized Staff and deliver excellent results taking advantage of 

such knowledge and experience. Thus, their pay step was decided to be increased only when their performance is 

extremely outstanding. Concerning the diligence allowance the same performance coeffi cient with staff in Grade 3 

on the Salary Schedule for Specialized Staff is applied to newly established staff in Grade 4 on the said schedule in 

order to refl ect work performance well to the amount of diligence allowance compared with other types of salary 

schedules.

D.  Others

(a)  Remuneration for reappointed employees

According to the “Connection between Employment and Pension” (Cabinet Decision on March 26, 2013), 

mandatory retirees who want to be reappointed shall be reappointed until they reach the starting age for the 

pension payment for the time being. It brings an upward trend in the number of reappointed employees. The 

incumbent period of reappointing employees is projected to become much longer due to the step-wise raising of 

the starting age for the pension payment.

Under such circumstances, a revision was decided to be made on the performance coefficient for the 

employees to whom the performance rank of “excellent” or “satisfactory (average)” is applied. Concretely, the 

performance coeffi cient of the employees with the performance rank of “excellent” was decided to be set higher 

than that with the performance rank of “satisfactory (average)” to a certain degree using the budget for a portion of 

the increase in the payment months for diligence allowance by the recommendation made in 2016.

With a view to facilitating personnel management in the Cabinet Offi ce and each ministry, the NPA will 

keep watching closely the aforementioned circumstances and continue to conduct a necessary study on the ideal 

state of remuneration of reappointed employees taking into account the trend in the remuneration paid to 

reemployed workers in private companies, and operation status of the reappointment system in the ministries.

(b)  Treatment of remuneration responding to the launch of the nursing time system

The treatment of remuneration system in response to the launch of the nursing time system is covered in 

Chapter 2. 
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2.  Treatment of the Remuneration Recommendation

(1)  Treatment of the Remuneration Recommendation

The Government held the Cabinet Meeting Related to Remuneration on August 15 and October 14, 2016 to 

discuss how to respond to the NPA Remuneration Recommendation. According to the Cabinet Decision made on 

October 14, 2016, the remuneration revision will be conducted in accordance with the NPA Recommendation, and 

the comprehensive review on the remuneration system will be carried out steadily. Moreover, on the same day, the 

Cabinet adopted the “Bill for the Partial Revision of the Act on Remuneration of Offi cials in the Regular Service, 

etc.,” and submitted it to the 192th 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 November 16, 2016, and promulgated on November 

24, 2016. Among the Partial Revision 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 FY2017 and onward, was 

enforced on the same day and retrospectively applied from April 1, 2016. The revisions of the end-of-term and 

diligence allowances, revision of the family allowance for spouse and addition of grade 4 to the Salary Schedule 

for Specialized Staff have been enforced since April 1, 2017.

(2)  Revision of the rules

The rules related to the revision of the Remuneration Act were promulgated on November 24, 2016 in 

accordance with the promulgation of the Partial Revision Act.

3.  Retirement Allowance in the Public and Private Sectors

(1)  Implementation of the Survey on the Retirement Allowance in Private Companies

Regarding the retirement allowance of national public employees, the “Basic Policy on Total Labor Costs 

of National Public Employees” (Cabinet Decision on July 25, 2014) stipulates that “Balance between the retirement 

allowance in the public and private sectors shall be secured through reviewing the payment level roughly every fi ve 

years based on the comparison between the two sectors.” In response to this, the Prime Minister who takes charge 

of the retirement allowance system of national public employees and the Minister of Finance made a request to the 

President of the NPA in August 2016 stating that “This is the fifth year since the last survey was conducted. 

Therefore, we would like the NPA to conduct the survey again and to share the NPA’s opinion.” The NPA 

conducted the survey and expressed the opinion in 2006 and 2011 as an agency specializing in employees’ 

remuneration. Given this background, the NPA carried out the survey on the system and the amount of retirement 

allowance in private companies from October to November in 2016.

(2)   Results of the Survey on the Retirement Allowance in Private Companies and the NPA’s Opinion 

on the Retirement Allowance of National Public Employees

On April 19, 2017, the NPA reported the summary of the survey on the retirement allowance in private 
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companies as well as its opinion on the retirement allowances of national public employees. The main content is as 

follows.

A.  Summary of the Survey on the Retirement Allowance in Private Companies

(a)  Survey methodology

Using a stratified random sampling method, 7,355 companies were selected out of 41,963 private 

companies with 50 or more employees on the enterprise scale basis to conduct a survey on the state of retirement 

allowance systems (retirement lump-sum grants and corporate pension plans) in private companies in FY 2015 

along with the amount of retirement allowance provided to the full-time administrative/technical personnel with 20 

or more years of service who retired in FY 2015. The data of 4,493 companies were compiled after excluding the 

companies with an inappropriate enterprise scale or in an inappropriate industry category from 4,647 companies 

that responded to this survey.

(b)  Overview of retirement allowance system

The companies having a retirement allowance system accounted for 92.6%. Among them, 88.0% had a 

retirement lump-sum grant system while 51.7% had a corporate pension plan.

①  Retirement lump-sum grant system

Concerning the types of retirement lump-sum grants offered by the companies having such system 

(multiple answers), “retirement lump-sum grants using in-house reserves” had the highest rate at 80.7%. Regarding 

the major computation methods, 44.6% of the responding companies were using a formula to multiply part of or 

the whole basic salary at the time of retirement by the payment rate for each years of service, while the point based 

plan accounted for 25.7%.

②  Corporate pension plans

Concerning the rate of corporate pension plans by type adopted by the companies offering the corporate 

pension plans (multiple answers), Defi ned-Benefi t Corporate Pension had the highest rate at 53.4%, followed by 

Defi ned-Contribution Pension Plan (corporate-type) at 37.7% and Employees' Pension Fund at 19.4%. Moreover, 

69.7% of the responding companies had Optional Lump Sum System, which allows a pensioner to choose to 

receive part of or the whole corporate pension after retirement as a lump sum.

B.   Results of the Comparisons of the Retirement Allowance Levels Between the Public and 

Private Sectors

Comparisons were made between the public service and private companies on the amounts of retirement 

allowance by reason for retirement (mandatory retirement, application and approval-based retirement in the public 

sector and company-circumstances retirement in the private sector) and by years of service (contributions by 

employers). It targeted public employees covered by Admin (I) and full-time administrative/technical personnel in 

private companies, who are considered corresponding to national public employees covered by Admin (I) using a 
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weight for comparison by using the number of national public employees (Laspeyres comparison). As shown in 

Figure 1, the average amount of retirement allowance per person was 25,377,000 yen in the public service 

(comprising the retirement allowance of 23,141,000 yen and the present value of mutual aid pension benefi ts [the 

retirement pension benefi t and the present value at the time of retirement of the former occupational portion] of 

2,236,000 yen). On the other hand, the counterpart in private companies was 24,596,000 yen (comprising the 

retirement lump-sum grant of 10,061,000 yen and the present value of the corporate pension plan [the present 

value of corporation pension offered at the time of retirement as pension or a lump sum] of 14,535,000 yen). The 

survey found that the payment in the public service was larger by 781,000 yen (3.08%) than that in private 

companies.

Figure 1  Results of Comparison of the Retirement Allowance Levels between the Public and Private Sectors

Corporate Pension Plan
14,535,000 yen

Retirement Lump-sum Grant
10,061,000 yen

Mutual Aid pension Benefit (The Portion Equivalent to Corporate Pension Plans)
2,236,000 yen

Retirement Allowance
23,141,000 yen

[Defined-Benefit Corporate pension, Defines-Contribution Pension Plan
{Corporate-type}, Employees’Paension Fund, etc.] △781,000yen

(△3.08%)
Priveate Swctor
24,596,000yen

Public Sector
25,377,000yen

(Note) 1.   The survey covered full-time administrative/technical personnel with 20 or more years of service who retired at 

the mandatory age or company circumstances and  had graduated from university (including graduate school) or 

high school. National public employees means those covered by Admin(I) and “company circumstances” means 

application and approval-based retirement for them in Note1 and 2.

2.   Laspeyres comparison was conducted by reason for retirement (mandatory retirement, company-circumstances 

retirement) and by years of service. The comparison uses the number of national public employees as a weight, by 

reason for retirement and by years of service, to calculate the amount of average retirement allowance per person 

in private companies.

3.   A comparison was made of the amount of retirement allowance contributed by employers in the public service 

and private companies respectively. 

4.   The pension portion was converted into the present value of a lump sum granted at the time of retirement both in 

the public services and private companies.

C.  Opinion on the Retirement Allowance of National Public Employees

The retirement allowance of national public employees functions as the working condition to support their 

post-retirement lifestyle. Seeking a balance with the level of retirement allowance in private companies, which 

provide similar types of allowances, will help to secure the appropriate retirement allowance level suited to 

socioeconomic circumstances. Accordingly, it is appropriate to conduct a review on the retirement allowance level 
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of national public employees based on the results of the comparisons of such levels in the public service and 

private companies.

Chapter 2.  Reform of Working Styles and Improvement of Working Environments

－ On August 8, 2016, the NPA made a report to the Diet and the Cabinet concerning support for balancing 

work and family life of employees in regular service. At the same time, the NPA made a recommendation and 

submitted opinions relating a review that shall be conducted in line with the revisions of the labor laws for the 

private sector.

－ The Cabinet decided the bill at the Cabinet meeting on October 14, 2016 will allow for the split of nursing 

leave, to launch the nursing hour system, and to expand the scope of children subject to the childcare leave 

system in accordance with the recommendation and opinions submitted by the NPA and submitted it to the 

Diet on the same day. On November 16, 2016, the “Act on the Partial Revision of the Act concerning the 

Remuneration of Regular Service Employees” (Act No. 80 of 2016) was enacted and promulgated on 

November 24 and enforced on January 1, 2017.

－ In the report made to the Diet and the Cabinet on August 8, 2016, the NPA referred to the importance of 

strenuous efforts made by the heads of the ministries to redress long working hours, and of working on the 

reduction and streamlining of duties by the entire organization. Additionally, the NPA made reference to the 

particular importance of paying attention to the health of employees forced to work overtime for long hours. 

The NPA also encouraged the ministries to work on these measures taking the opportunities such as the vice-

ministerial-level liaison conferences. 

1.  Improvement of Support for Work and Family Life

(1)  Recommendation and Submission of Opinions

In the labor laws for the private sector, the revisions were made to the acts on childcare/nursing leave. 

Additionally, in the public sector, it has become necessary to secure appropriate management of the public service, 

and at the same time to promote improvement of environments which are comfortable for employees to raise their 

children or take care of other family members while they continue to work. Based on these circumstances, the NPA 

submitted its opinion on the revision to the Childcare Leave Act and made a recommendation for the revisions to 

the Working Hours Act to the Diet and the Cabinet on August 8, 2016. The content covered the necessity of 

conducting a review on the supportive system for balancing work and childcare or nursing care to ensure the 

measures in line with the revisions to the labor laws for the private sector. The overview is summarized as follows.

A.  Split of Nursing Leave

Employees can apply for nursing leave of up to six consecutive months depending on the care-requiring 
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condition of their family members. In order to enable employees to acquire the nursing leave by dividing it up to 

three shorter leave, a “designated period,” which is the period employees can request the acquisition of nursing 

leave, was established. Based on applications by employees, the head of each ministry can specify the designated 

period for a total of six month or less and up to three times depending on the care-requiring condition pursuant to 

the NPA rule.

B.  Launch of the Nursing Hour System

With the aim of responding to daily needs for nursing care, measures should be taken to enable employees 

to be exempted from work for up to two hours per day to give nursing care to a family member within a range of 

three consecutive years when the head of each ministry deems it appropriate.

Employees are unpaid for the nursing hours when they are not on duty with an approval. When deciding 

the rank of the pay step increase, however, the hours when they are off duty should not be treated as the “number 

of off-duty days” lest an inferior pay step increase is automatically designated to the employees who are not on 

duty for nursing hours. Additionally, when calculating the rate for the period of service for diligence allowance, the 

hours the employees are not on duty for nursing hours should not be excluded from the length of service until such 

cumulative hours reach 30 days in total. Moreover, the same shall apply to the treatment of nursing leave and 

childcare leave in relation to the step increase system and the treatment of childcare hours in connection with 

diligence allowance.

C.  Expansion of the Scope of Children Subject to Childcare Leave

The scope of “children” subject to childcare leave, childcare short-time work and the special application for 

the fl exible working time system for taking care of their children, should include ① those who are taken care of by 

the employees who have custody related to the establishment of special adoption, ② those who are entrusted to the 

employees, who are foster parents of their adopted children and ③ those who are specifi ed by the NPA rule as the 

same position, in addition to legal children (natural and adopted children).

D.  Others (Revision of the NPA rules) 

In line with the revisions to the labor laws for the private sector, measures should be taken including ① 

abolishment of the requirement of living together with grandparents, grandchildren and/or siblings which qualifi es 

them as family members eligible for the balancing work and nursing care system, ② exemption of employees 

taking care of their family members from working overtime, ③ establishment of the system to prevent the damage 

on the working environment for employees caused by speech and behavior of superiors/colleagues concerning 

pregnancy, childbirth, acquisition of childcare/nursing leave, and ④ mitigation of the requirements for part-time 

employees to acquire childcare leave and nursing leave.
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(2)  Revisions of the Child-Care Leave Act and the Working Hours Act

In accordance with the recommendation and opinions submitted by the NPA, the “Bill for the Partial 

Revision of the Act concerning the Remuneration of Regular Service Employees” was decided at the Cabinet 

meeting on October 14, 2016 and was submitted to the 192nd National Diet on the same day. After deliberation at 

the Diet, the bill was adopted and enacted on November 16, 2016. This act was promulgated on November 24 and 

enforced on January 1, 2017.

2.  Correction of Working Long Hours

The entire government has long made a concerted effort to reduce overtime work of employees as one of 

the most important issues in the public service. Particularly in recent years, correction of working long hours has 

become an issue that should be addressed by our whole country with the aim of promoting support for balancing 

work and family life.

Based on these circumstances, the NPA made a proposal on the correction of working long hours in the 

report submitted to the Diet and the Cabinet on August 8, 2016.

Concretely, the NPA referred to the importance of recognizing correction of working long hours as a 

problem related to organizational management, strenuous efforts made by the heads of the ministries to redress 

long working hours, organization’s overall efforts to reduce and streamline duties, and then seeking efforts made in 

the fi eld to reduce working long hours, though the focus has been often placed on a change in awareness-raising 

among managerial personnel and the progress management of duties. Regarding the measures that should be taken 

by managerial personnel, the NPA mentioned the effectiveness of ensuring to require employees to report in 

advance their schedule of working overtime and then to carefully examine the need and the plans for processing 

the tasks before giving concrete instructions with regard to how to deal with them.

Additionally, the NPA made reference to the particular importance of paying attention to the health of 

employees forced to work overtime for long hours even after taking these efforts to streamline duties and to the 

necessity of consideration in terms of personnel administration such as addressing the issues in partnership 

between personnel management divisions and health management divisions and trying to level the workload as 

much as possible. The NPA also encouraged all ministries to work on these measures taking opportunities such as 

the vice-ministerial-level liaison conferences and the meetings attended by the personnel management directors of 

all ministries.

3.  Preventive Measures against Harassment

(1)   Establishment of the NPA Rules to Prevent Harassment Related to Pregnancy, Childbirth, 

Childcare or Nursing Care

Following the revisions to the Equal Employment Act and the Acts on Childcare/Nursing Leave in March 

2016, it has become mandatory for the fi rst time for employers to take necessary measures to prevent problems 

caused by speech and behavior at workplace in connection with pregnancy, childbirth, childcare/nursing leave 
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since January 2017. Given this background, Rule 10-15 (Prevention of Harassment Related to Pregnancy, 

Childbirth, Childcare or Nursing Care) was newly promulgated on December 1, 2016 and enforced on January 1, 

2017 to require the heads of each ministry to take similar preventive measures for national public employees in 

regular service.

(2)  Preventive Measures against Sexual Harassment and Power Harassment

With regard to national public employees in regular service, the operation notice for Rule10-10 (Prevention 

of Sexual Harassment) was revised and enforced on January 1, 2017 to make sure that speech and behavior, which 

tease about sexual orientation and gender identity, fall under the category of sexual harassment.

In December 2016, the NPA held a symposium, whose theme was “Management of the Work Place without 

Power Harassment – You will Become an Assailant Unintentionally,” targeting senior offi cials at the HQ and staff 

in charge of personnel management.

Chapter 3.  Securing and Development of Diverse Human Resources

－ Amid the declining birthrate and severe circumstances surrounding public service, the number of 

applicants for the recruitment examinations of the national public employees has been on a downward trend 

in the medium- and long-term. With a view of securing diverse and competent human resources, the NPA 

carried out the effective measures to secure human resources appropriate for each target, including female 

students, students of private and local universities, technical personnel and human resources from the private 

sector, in partnership with each ministry and each university. Additionally, the NPA revised the content of the 

Examination for Comprehensive Service in the “Politics/International Affairs” division to facilitate a wide 

variety of applicants to take the examination.

－With regard to the Initial Administrative Training, the NPA improved the training programs, for instance 

through expanding the reconstruction assistance program to deepen understanding of the actual and current 

situation as well as the needs of the disaster-affected areas, and increasing the opportunities to exchange 

opinions in English to deal with diversifying international service. Furthermore, the NPA launched and 

enriched the programs of the Inter-Ministerial Joint Training to consider the ideal state of management and 

leadership aiming at enhancing the management ability of managerial personnel.

1.  Securing of Human Resources

(1)  Measures to Secure Human Resources Appropriate for Each Target

Regarding the activities to secure human resources and educational activities in FY 2016, the NPA carried 

out the measures including: ① improvement of the explanatory meetings of duties to increase recruitment of 

female employees, such as Kasumigaseki Special Lectures for Women, Study Seminars on the Public Service for 
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Women, and Guidance of the National Public Employees’ Examination for Female Students; ② reinforcement of 

the network with local universities, for instance through hosting a meeting to foster a closer relationship with 

universities in each region; ③ improvement of the programs for graduate schools of public policy and law schools, 

including Internship in Kasumigaseki and dispatching employees to the lectures at graduate schools; ④ active 

awareness-raising and public relations activities concerning the content of technical jobs through forming a 

partnership with professors specializing in technology and science as well as creating advertising booklets; and ⑤ 

reinforcement of the measure to increase applicants for the Examination for Experienced Personnel.

(2)  Revision of the Schedule for Recruitment Examinations

With regard to the recruitment activity targeting graduates and expected graduates in FY 2016, private 

companies started the activity from June 2016, two months earlier than in 2015. On the other hand, the recruitment 

examinations of national public employees in FY 2016 were carried out basically following the schedule for FY 

2015 in order to secure suffi cient time to inform applicants. Meanwhile, private companies launched the public 

relations activity from March 2016, same as in 2015. As for national public employees, the actions to secure 

human resources in 2016 started in line with those in private companies just as in 2015.

Schedule for the Recruitment Examinations of National Public Employees (Examination for 

Comprehensive Service) in FY 2016

Application period (via the Internet)   April 1 (Fri) – April 11 (Mon) 

The fi rst-stage examination May 22 (Sun) [May 24 (Sun) in FY 2015]

The second-stage examination (written tests)  June 19 (Sun) [June 28 (Sun) in FY 2015]

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

June 30 (Thu) – July 15 (Fri)

[July 2 (Thu) – July 17 (Fri) in FY 2015]

Announcement of fi nal successful candidates July 29 (Fri) [July 31 (Fri) in FY 2015]

In FY 2017, taking recruitment schedule of private companies into consideration, it was decided to bring 

the schedule for the Recruitment Examination for Comprehensive Service in spring forward by one month. The 

overview of the schedule changes in FY 2017 was unveiled in March 2016 and practical dates were published in 

December 2016. The NPA continued to make efforts toward smoothly implementing the examination by 

publicizing the updated information targeting all the ministries and examinees.

Schedule for the Recruitment Examinations of National Public Employees (Examination for 

Comprehensive Service) in FY 2017

Application period (via the Internet)   March 31 (Fri) – April 10 (Mon)
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The fi rst-stage examination  April 30 (Sun)

The second-stage examination (written tests) May 28 (Sun)

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

May 30 (Tue) – June 16 (Fri)

Announcement of fi nal successful candidates June 30 (Fri)

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

Service (for University Graduate Level)

With the increased complexity and globalization of administrative issues, it is essential to secure diverse 

and competent personnel regardless of the existing areas of expertise. 

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 an aim to making it easy for a wide range of examinees to take the examination and 

extensively recruiting competent personnel to the public service even from fi elds other than law and economics. 

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

Comprehensive Service, the NPA actively carries out awareness-raising activities toward the implementation of 

recruitment examination in FY 2016. The number of successful candidates was 52 (including 15 women), and the 

number of those who were offered an appointment was 10 (including 5 women) in FY 2016. In comparison, 

successful candidates were 18 and appointees were 2 in FY 2015. The NPA is publicizing the exams of FY 2017 

actively.

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]

Politics ⑩ , International relations ⑩ , Constitution ⑤

[Elective questions]

The examinees should select and answer any 15 questions out of 30 from the following 8 subjects:

 Administrative law ⑤ , Civil code ③ , Economics ③ , Public fi nance ③ , Economic policy ③ , Public 

administration ⑤ , International law ⑤ , International affairs ③

※ The fi gures in the circles show the number of questions to be provided.

2.  Specialized Ability Test (Essay questions)

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

Politics, Public administration, the Constitution, International relations A, International relations B, 
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International law, Public policy A, Public policy B

(4)  Improvement of the Recruitment Examination for Experienced Personnel

The Examination for Experienced Personnel is a mid-career recruitment examination, which has been 

carried out since FY 2012 with a view of recruiting personnel who have useful experience accumulated in private 

companies and appointing them to a post on the Unit Chief level or above. This examination is considered as one 

of the useful measures to deal with unbalanced age structure in each organization. In FY 2016, six types of the 

Recruitment Examination for Experienced Personnel were implemented, for which 2,401 people applied, and 

fi nally, 297 candidates passed these tests. In particular, the National Tax Agency decided to signifi cantly increase 

the number of recruits from around 20 in past years, and the successful candidates grew to 223 in FY 2016.

The NPA will continue to develop the effective measures to attract human resources in cooperation with 

each ministry and will encourage them to steadily recruit human resources from the private sector utilizing the 

Recruitment Examination for Experienced Personnel.

〇 Recruitment Examination for Experienced Personnel in FY 2016

－Examination for Experienced Personnel (for the Unit Chief level [administrative category]) ※ 13ministries 

will use this examination.

－ Examination for Experienced Personnel of the Ministry of Foreign Affairs (for the Secretary level)

－ Examination for Experienced Personnel of the National Tax Agency (for the National Tax Examiner level)

－ Examination for Experienced Personnel of the Ministry of Agriculture, Forestry and Fisheries (for the Unit 

Chief level [technical category])

－Examination for Experienced Personnel of the Ministry of Land, Infrastructure, Transport and Tourism (for 

the Unit Chief level [technical category])

※  The examination was carried out in three divisions; the HQ division, the division of Geospatial 

Information Authority of Japan and the division of Regional Development Bureaus/Hokkaido Regional 

Development Bureau.

－ Examination for Experienced Personnel of the Japan Tourism Agency (for the Unit Chief level 

[administrative category])

○ Results of the Recruitment Examination for Experienced Personnel

 (Unit: persons)

FY 2012 FY 2013 FY 2014 FY 2015 FY 2016

Number of Applicants 1,206 1,492 2,009 1,446 2,401

Number of Successful Candidates 8 38 138 117 297
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2.  Further Improvement of Training

(1)  Improvement of the Initial Administrative Training

The Initial Administrative Training is carried out targeting the employees recruited through the 

Examination for Comprehensive Service, who are expected to mainly engage in policy planning at the HQ in the 

future. This camp-style training is implemented right after the initial appointment to offer opportunities to the 

employees of the same generation from each ministry to foster a sense of unity as national public employees. In 

FY 2016, fi ve courses were offered for fi ve weeks respectively.

This training is designed to enable trainees to acquire the knowledge required for a servant of the whole 

community through such programs as lectures concerning the frame of mind as public employees and session of 

discussing policy formation using case studies of administration in the past. In addition, the training offers 

opportunities to learn a mindset to execute duties from the viewpoint of the people through on-site and hands-on 

experiences at nursing care facilities or local governments as well as engaging in reconstruction assistance in 

cooperation with specifi ed non-profi t organizations operating in the affected areas struck by the Great East Japan 

Earthquake. In FY 2016, the NPA added an organization in Fukushima Prefecture to the destinations to expand this 

reconstruction assistance program.

In recent years, efforts have been made to improve the subjects responding to globalization in order to raise 

awareness about international service and to make employees realize the necessity of English which is 

indispensable to engage in international service from an early stage after initial appointment. In FY 2016, every 

course increased opportunities to exchange ideas in English and the NPA launched a course in which trainees 

exchange ideas in English with government offi cials from ASEAN countries and also debate policies in English.

(2)  Improvement of Training to Enhance Management Abilities

Enhancement of management abilities has become an important issue in order to respond to changes in the 

environment surrounding public service, such as complication and diversifi cation of administrative issues, changes 

in organization and composition of personnel, each employee’s situation and their attitudes toward work. 

To respond to these circumstances, the NPA carried out Administrative Training (Inter-Ministerial Joint 

Training), where the NPA offi cials serve as instructors, targeting the employees responsible for management at the 

workplace, and implemented the training curriculum in accordance with each position level. Through this training, 

the NPA provided trainees with opportunities to think about their own career development and enhancement of 

management abilities for themselves and enabled them to put them into practice. As for the Training for Employees 

of Regional Offi ces, the NPA enriched the curriculum concerning management more than before and also launched 

a new program to allow trainees to understand the principles relating to task management and instructions to 

subordinates and to deliberate on what management and leadership should be.
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Chapter 4.  International Cooperation in Personnel Administration

－ The NPA has invited executive offi cials from personnel administrative organizations in major countries 

every year to exchange ideas concerning the latest circumstances of personnel administration. In FY 2016, the 

NPA invited government offi cials from Germany and the UK and co-hosted an international seminar under 

the theme of “How Can a Government Attract, Recruit and Foster Talented Personnel?” with the Japanese 

Society for Public Administration. 

－ Aiming at helping to improve the public employee system in developing countries, the NPA has extended 

cooperation in training and support to individual countries through the Japan International Cooperation 

Agency (JICA). In FY 2016, the NPA provided assistance relating to reform of the recruitment examination 

system and training to reinforce the ability to implement training in Vietnam, training relating to the 

remuneration system of national public employees and implementation/operation of training in Cambodia, 

and training in relation to implementation/operation methods of an essay-based test and the interview test as 

well as the mechanism of the remuneration system to secure personnel of specialized job categories in 

Botswana.

－ The Mike Mansfi eld Fellowship Program is a training program which provides U.S. federal government 

offi cials with opportunities to be involved in daily duties at the ministries for the purpose of fostering U.S. 

federal government offi cials who have a deep understanding of Japan. This program was launched in 1995, 

and a total of 140 trainees have come to Japan and participated in this program.

(1)  Invitation of Foreign Government Executive Offi cials from Major Countries

As a specialized agency for personnel administration, the NPA has annually invited executive offi cials from 

personnel administrative organizations in major countries to exchange opinions on the latest circumstances 

surrounding personnel administration. The objectives are to promote cooperation in the field of personnel 

administration through cooperative relationships with personnel administrative organizations in foreign countries 

as well as to derive suggestions from other countries’ experiences and initiatives on the issues the Japanese public 

employee system is facing. Since FY 2010, the NPA has invited government offi cials from two countries at one 

time and co-hosted symposiums with the Japanese Society for Public Administration to have discussions by 

comparing situations of three countries including Japan.

In FY 2016, the NPA invited the executive offi cials from the personnel administrative agencies in Germany 

and the UK in November and co-hosted the international seminar with the Japanese Society for Public 

Administration under the theme of “How Can a Government Attract, Recruit and Foster Talented Personnel?” with 

an eye toward the issues surrounding securing and development of human resources in the Japanese public service 

and for the purpose of understanding the circumstances and the measures taken in Germany and the UK relating to 

these issues.
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At the seminar, detailed explanations were provided by the representatives from Germany and the UK 

respectively. Mr. Michael Scheuring, Deputy Head of the Directorate-General of the Public Services Bureau, 

Federal Ministry of the Interior of Germany, explained about actual situations of recruitment, transfer and 

promotion of civil servants as well as contents of training within the framework of Laufbahn (group of government 

posts classifi ed based on qualifi cation requirements and expertise), particularly about promotion to managerial 

posts as well as education. Ms. Anna Sanders, Deputy Director, Civil Service Talent, Cabinet Offi ce of the UK, 

also covered promotion of opening up recruitment to the external market to fi ll vacant posts, recruitment of young 

people, corporate talent schemes to develop excellent personnel to executive officials and the measures to 

strengthen duty functions and profession. The seminar attracted over 120 people including university professors, 

and questions were raised by the audiences about the attractiveness of public service as a place of employment.

(2)  Technical cooperation for developing countries

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

in implementing the international group training programs, which are organized by JICA, for government offi cials 

of developing countries as well as extending support to each country by 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 offi cials, implemented this 

program for the first time as a three-year plan targeting 511 candidates for vice minister-level officials. 

Furthermore, the NPA has been extending cooperation and assistance to reform the recruitment examination 

system for public employees in Vietnam since FY2014. Also in FY 2016, the NPA supported planning and 

implementation of a visit-Japan training program targeting offi cials in charge of the examination system reform. In 

addition, the NPA dispatched experts and held a seminar in Vietnam. Moreover, as part of support to reinforce the 

HCMA’s ability to implement training, the NPA organized a visit-Japan training program concerning training 

methods for instructors of the HCMA.

With regard to Cambodia, the NPA supported a visit-Japan training program for 14 offi cials in charge of 

the remuneration system reform to explain the remuneration system and its implementation in Japan. Additionally, 

the NPA offered an opportunity for six officials of the Royal School of Administration, which is a training 

institution for government executive officials in Cambodia, to participate in the international course of 

administrative training (for the assistant director level) organized by the National Institute of Public Administration 

(NIPA) of the NPA and to inspect the status of its implementation and operation of the training.

In relation to Botswana, the NPA supported a training program for offi cials mainly from the Directorate of 

Public Service Management (DPSM), which is a government organization in Botswana responsible for the public 

employee system, on implementation and operation methods of the essay-based test to verify the ability required 

for policy planning and to measure the ability of candidates to think and judge logically and comprehensively as 

well as the interview test to evaluate personalities and interpersonal skills. In addition, the NPA instructed the 
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mechanism of the remuneration system to facilitate securing personnel with special occupational qualifi cations to 

23 offi cials from the DPSM, Botswana Public Service College and other institutions.

(3)  The Mike Mansfi eld Fellowship Program

The Mike Mansfi eld Fellowship Program was founded in tribute to Mr. Mike Mansfi eld, who was the U.S. 

ambassador to Japan and made efforts to build a friendly relationship between Japan and the U.S. The training has 

been carried out by the U.S. State Department based on the Mike Mansfi eld Fellowship Act, which was established 

in April 1994 as a U.S. federal law. The program was launched in 1995, the year following the enactment of said 

Act. In June 2016, 10 fellows in the 20th training program completed the program in Japan and returned safely to 

the U.S., and another 10 fellows came to Japan in July 2016 as the participants of the 21st training program, who 

started the training at each place where they were assigned.

So far, the program has attracted 140 fellows in total (from the fi rst to the 21st training programs) from 27 

U.S. federal government agencies and the U.S. Congress.

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

training programs in Japanese 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’ offi ces, local governments and 

private enterprises accept trainees.

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

to accept trainees at the ministries in addition to planning and implementing the programs such as orientation, fi eld 

trips and participation in Administrative Training conducted by NIPA.

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

they could build a good personnal relationship at the departments they were assigned to, that they could understand 

Japan’s position well, and that the training was signifi cant and important to build a better Japan-U.S. relationship. 

In addition, the host agencies said that they could understand the views of the U.S. government through the fellows 

and the training was signifi cant both for Japan and the U.S. Furthermore, many of the fellows who participated in 

this program continue to work for government agencies, such as the U.S. Embassy in Japan, the Offi ce of the U.S. 

Trade Representative, the Department of Treasury, the Department of Commerce and the Department of Justice, as 

U.S. federal government offi cials even after completion of this program. 
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Chapter 5.  Promotion of IT for Personnel Management Duties

－ The NPA worked on the improvement measures relating to “Reform of Personnel and Remuneration 

Duties” and “Reform of Personnel and Remuneration System,” which are stated in the improvement plan to 

streamline personnel and remuneration duties, aiming at simplifying and streamlining such duties along with 

minimizing the costs for system operation.

－ All of the 16 ministries which had launched transition to the Personnel and Remuneration-related Duties 

Information System (hereinafter referred to as the “Personnel and Remuneration Information System” ) in FY 

2016 started the operation of this new system. Including 12 ministries, which had already started full 

operation by FY 2015, approx.273,000 offi cials (full-time employees) in 28 ministries have become the target 

for being processed by this system.

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 was decided by the Chief Information Offi cers (CIO) Liaison Conference of the 

ministries (February 27, 2004). The system was originally scheduled to be introduced to all the ministries by FY 

2015. Nevertheless, the duties could not be coordinated suffi ciently 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 

Effi ciency 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 all the ministries to complete the transition 

to this system by the end of FY 2016.

In partnership with related organizations, the NPA worked on the improvement measures relating to 

“Reform of Personnel and Remuneration Duties” and “Reform of Personnel and Remuneration System,” which are 

stated in the improvement plan, and extended support to the ministries for their system transition work.

            




