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The civil servant system should be reformed in line with labor market reform 
(“Labor market Big Bang”). An “open” civil servant system should be established, 
allowing talented people from both public and private sectors to participate in 
government both at national and local levels. 

It is also important to achieve rationalization to a similar degree to that seen in 
the private sector, by reviewing matters such as “amakudari” or re-employment of 
high-ranking, retired public employees in corporations and government-affiliated and 
other organizations as well as excessive job security for civil servants and the 
seniority-based salary system. On the other hand, an excellent government would need 
the servant of talented people with superior administrative skills. The important thing is 
to recruit and train talented people, and reward their work with appropriate treatment in 
terms of pay and other areas under a new salary scale that offers clear-cut 
performance-based incentives. 

The points cited below are particularly important in civil servant system reform. 
We hope that the minister in charge of civil servant system reform will conduct an 
in-depth study on the reform in light of these points and report the findings to the 
Council on Economic and Fiscal Policy early next year. 

Similar reform efforts should be made at the local level, too. 

1.	 It is important to drastically expand personnel exchanges between the public and 
private sectors as proposed by the paper, “On the Direction of a New Civil Servant 
Personnel Management System” (See key points of the “Chuma Plan” at the end of 
this paper). When establishing a new personnel management system, however, the 
proposal should be revised according to the following recommendations: 

(1) The national civil servant system needs to be reviewed as a whole in order to 
prevent civil servants from resorting to “amakudari” and enable them instead to find 
new jobs compatible with their abilities and skills through normal procedures. It is 
particularly important to ban government ministries’ job mediation for retiring 
officials, a practice that has led to patronage offers and pursuit of self-interest by 
ministries. At the same time, a favorable environment should be created for civil 
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servants to switch jobs smoothly.

To be more specific, it is necessary to: 


-set a “preparatory period” that can be used by retiring officials to look for new jobs, 
and establish a “staff salary scale” (with reduced emphasis on seniority) that 
would be applied to officials wishing to continue working until the mandatory 
retirement age. 

-provide a unified job-matching service for all different ministries and agencies that 
aims to satisfy the needs of retiring civil servants in cooperation with 
private-sector job-placement services. To this end, the existing “human resource 
bank” functions should be strengthened within a transition period of around two 
years. 

-design a career system to enable easy exchanges of personnel, including younger 
officials, between the public and private sectors, thus paving the way for civil 
servants to put their talent to use at institutions such as universities and 
private-sector companies. 

(2) A transition period of around two years should be set before abolishing the rule that 
prohibits retired civil servants from working for private-sector companies for two 
years after retirement. During the transition period, it is important to strictly enforce 
new restrictions concerning activities of retired officials, thus putting the new 
regulation firmly in place. 

(3) Public-private exchanges of personnel envisioned under the relevant law (the Law 
concerning Personnel Exchange between the Government and the Private Sector) 
are those based on a temporary arrangement. It is necessary to drastically revise this 
law and review systems that obstruct the flow of talent between the public and 
private sectors, such as those concerning salaries, pensions and retirement 
allowances, in order to achieve an “equal footing” between the two sectors. 
-Possible options include the adoption of a pay scale that facilitates acceptance of 

talented people from the private sector and limits the pace of increases in civil 
servants’ salaries and retirement allowances linked to the number of years worked, 
thus preventing their transfer to the private sector from causing significant 
disadvantages in pay. 

2.	 A serious study should be done on the possibility of granting basic labor rights to 
national and local civil servants except for police officials, Self-Defense Forces 
personnel, etc., in light of the situation in other countries. 
In addition to conducting such a study, it may be wise to review the status of the 
National Personnel Authority and local personnel committees, with the abolition of 
such institutions as a possible option. Also worth considering are options such as 
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introducing a labor-management consultation system for civil servants that is similar 
to the ones seen in the private sector and abolishing special job security for civil 
servants while allowing them to be covered by employment insurance instead. 
It is also necessary to review the current method of determining civil servants’ 
salary levels, which is not required to take account of the fiscal conditions of 
governments at national and local levels. In addition, this method should be 
reformed in ways to reflect the levels of private sector pay in each region. 

3.	 In order to foster civil servants' motivation to satisfy the increasingly diversified and 
enhanced needs of the people, it is necessary to dismantle the seniority-based 
personnel management system and shift to a performance-based system under which 
position appointments, pay and other terms of employment are decided without 
regard to age. The new system should also promote an improvement in skills needed 
for assignments at international organizations and give due treatment to officials 
who have acquired such skills. 

(For reference) 

Key Points of the paper, "On the Direction of a New Civil Servant Personnel 


Management System" ("Chuma Plan" presented at the September 22 CEFP meeting) 

①	 Active personnel exchanges between the public and private sectors 

*Draw up plans for personnel exchanges at each government agency 
*Set specific targets 

②	 Establish a personnel management system that makes it easier for civil servants to 
continue working until the mandatory retirement age 
*Introduce a "staff salary scale" that makes it easier to continue working until the 
mandatory retirement age 

③	 Change the way civil servants find post-retirement jobs 
*Prohibit activities that could undermine public confidence in the fairness of the 
civil service (punishments against offenders) 

*Ensure appropriate government procurement 
*Utilize private-sector job placement services to drastically strengthen the functions 
of the "human resource bank" that helps find post-retirement jobs for civil servants 
in a transparent way 
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