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※ Two Personnel Agencies

CENTRAL PERSONNEL AGENCY 
OF THE KOREAN GOVERNMENT



Ex-President DJ Kim’s election promise (year of 97)

“the need for a central agency to guarantee a fair personnel system
and to reform the civil service system“

Establishment of the CSCEstablishment of the CSCEstablishment of the CSCEstablishment of the CSC

Background

May 24, 1999

- Placed under the presidential
authority (autonomous)

- Council system of 
5 Commissioners

Birth & Structure



Organizational Structure of CSCOrganizational Structure of CSCOrganizational Structure of CSCOrganizational Structure of CSC
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1111
To build a fair, open and transparent 
personnel administration.

Mission  Mission  Mission  Mission  

2222
To renovate the civil service system to be  
adaptable to future needs

3333
To develop a system to operate a government based on 
knowledge, information, performance and competency



The Main Functions of the CSC  The Main Functions of the CSC  The Main Functions of the CSC  The Main Functions of the CSC  

Establish the basic policies for public personnel administration
1111

Review the appointment of senior civil servants     
2222

Improve workplace relations within the public sector and 
compensation system of civil servants

3333

Implement and develop an Open Position System(OPS)     
4444

Inspect the personnel management of executive agencies
5555



The scale in the emblem represents impartiality and justice as the 

basic principles of CSC. This emphasizes CSC's strong will to 

appoint talents with fairness and justice

The emblem represents CSC's determination to create a better  

government delivering quality civil service through persistent 

public

administration reforms and fair and transparent personnel

management

Emblem  Emblem  Emblem  Emblem  

Main Main Main Main 

Theme Theme Theme Theme 

Symbol Mark Symbol Mark Symbol Mark Symbol Mark 



- Recruiting

- Training

- Discipline

- Pension & Welfare

- Appeals 

- Basic HR Policy

- Compensation

- Screening for Senior

Civil Service

- Job Analysis 

- Managing the Pool of

Public Talent

Ministry of Government 
Administration and 
Home Affairs (MOGAHA)

Civil Service Commission

Two Central Personnel Agencies
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Background of Background of Background of Background of 
Government ReformGovernment ReformGovernment ReformGovernment Reform

““IMF CrisisIMF Crisis””

Inside and Outside of KoreaInside and Outside of Korea

Ideology: New Public ManagementIdeology: New Public Management

DecentralizationDecentralization

Small but EffectiveSmall but Effective GovGov’’tt

GlobalizationGlobalization
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Inside and Outside of Korea

Political Power Political Power Political Power Political Power Political Power Political Power Political Power Political Power 
changechangechangechangechangechangechangechange

• Traditional opposition 
party leader (Dae-jung Kim) 
was elected president in 1997

Economic 

Economic 

Economic 

Economic 

Economic 

Economic 

Economic 

Economic 

Crisis
Crisis
Crisis
Crisis
Crisis
Crisis
Crisis
Crisis

• A series of company 
bankruptcies ensued due to 
the current account deficits
• Loss of trust of gov’t 
capability had been built 
since gov’t-led development 
period
• Increased popular demand 
for political reform

Strong Strong Strong Strong Strong Strong Strong Strong 
andandandandandandandand

fundamental fundamental fundamental fundamental fundamental fundamental fundamental fundamental 
reformreformreformreformreformreformreformreform

Foreign 
Foreign 
Foreign 
Foreign 
Foreign 
Foreign 
Foreign 
Foreign 

countries
countries
countries
countries
countries
countries
countries
countries’’’’’’’’
reform
reform
reform
reform
reform
reform
reform
reform

• Prompt response of some 
developed countries (USA, 
UK, New Zealand) to 
challenges in the era of 
knowledge-based society

• Growing sense of crisis that 
the country might fall into 
dropout without immediate 
reform



Ideology: New Public Management

DecentralismDecentralism GlobalismGlobalism
Small but 
Effective

Small but 
Effective

New Public 
Management
New Public 

Management

CentralismCentralism ExclusiveExclusive

Large but 
ineffective
Large but 

ineffective

High-Cost &
Low-Efficiency



Decentralization

Policy-making
Power

Policy-making
Power

Functions of the 
Central Government

Functions of the 
Central Government

Political· Social · Economic DemocratizationPolitical· Social · Economic Democratization

Policy-coordination
Process

Policy-coordination
Process

weaken the authoritative
executive-bureaucrats nexus
weaken the authoritative
executive-bureaucrats nexus

transfer the functions of central 
administration to local level authorities 
and private sectors

transfer the functions of central 
administration to local level authorities 
and private sectors

favor more flexible committee / 
commission 
tripartite commission of state,
business and labor on labor issues

favor more flexible committee / 
commission 
tripartite commission of state,
business and labor on labor issues



Small Effective

Small but Effective Gov’t

Gov’t of High Caliber

Scale-wise
Competitive

-edge

Scale-wise
Competitive

-edge

Substantive
Competitive

-edge

Substantive
Competitive

-edge



Globalism

Economic 
System

Economic 
System

Conventional
Practices

Conventional
Practices
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Thinking
Ways of 

Thinking

Global 
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Global 
Standard



Major Reform InitiativesMajor Reform InitiativesMajor Reform InitiativesMajor Reform Initiatives

Open Position System (OPS)Open Position System (OPS)

Job Analysis & Performance Management SystemJob Analysis & Performance Management System

360 Degree Feedback Appraisal360 Degree Feedback Appraisal

Compensation Based on PerformanceCompensation Based on Performance

Personnel Exchange Between Private & Public SectorPersonnel Exchange Between Private & Public Sector

Affirmative Action for Gender EqualityAffirmative Action for Gender Equality

EE--Government : PPSSGovernment : PPSS

※ Paradigm Shift & Role Change



‘Open Position System(OPS) ’

< Introduction of the OPS in 1999>
Filled 20% of the grade 3 and higher positions in all departments with 
the most qualified individuals from the private and public sector

< Introduction of the OPS in 1999>
Filled 20% of the grade 3 and higher positions in all departments with 
the most qualified individuals from the private and public sector

The OPS is …
Designate 20 % of Senior Positions for Open Competition.  
Set Qualifications for Open Positions.
Recruit the Best Person through Competition between Government 
Employees and Private Experts.

※※※※ Appointment rate of the experts in private sector (`As of September.2003) ; 
30 people, 24.2% (outside government) / total 124 (Open positions)

※※※※ Other countries’ cases : USA(11.0%), UK(27.9%), Canada(8.1%), Netherlands(12.5%)



Performance-
focused

Introduced pay system based on job value and 
performance 
Applied Performance Management System

Setting up the goal task through the approval between 
staff and manager
Objective performance achievement index 
Fair evaluation of achievement level with index

Introduced pay system based on job value and 
performance 
Applied Performance Management System

Setting up the goal task through the approval between 
staff and manager
Objective performance achievement index 
Fair evaluation of achievement level with index

Rank-
focused

job-analysisjob-analysis

Job-focusedPerson-focusedOperationOperationOperation

Performance-basedSeniority-basedSystemSystemSystem

Clear responsibilityObscure responsibilityAccountabilityAccountabilityAccountability

Job Analysis and Performance Management SystemJob Analysis and Performance Management SystemJob Analysis and Performance Management SystemJob Analysis and Performance Management System



360° Feedback Appraisal

Developed the 360° feedback appraisal software 
Distributed the software to all governments
Utilized the 360° feedback appraisal as one of evaluation method

Supervisor Supervisor 

SubordinateSubordinate

(One way appraisal)

SupervisorSupervisor

PersonPerson

SubordinateSubordinate

(360° feedback appraisal)

PeerPeer ClientClient



2000

91.1%

FiveFive--Year Plan for Pay Level ImprovementYear Plan for Pay Level Improvement

95.1%

2001

96.8%

2002

98.4%

2003

100%

2004

Target Ratio of Gov’t Pay to 
Private Sector By Year

Compensation Based on PerformanceCompensation Based on PerformanceCompensation Based on PerformanceCompensation Based on PerformanceCompensation Based on PerformanceCompensation Based on PerformanceCompensation Based on PerformanceCompensation Based on Performance

- the CSC is implementing a 5-year plan to bring gov’t pay
in line with the private sector by 2004.



1. Annual Merit Incremental Program1. Annual Merit Incremental Program

PerformancePerformancePerformancePerformancePerformancePerformancePerformancePerformance--------Related Pay ProgramsRelated Pay ProgramsRelated Pay ProgramsRelated Pay ProgramsRelated Pay ProgramsRelated Pay ProgramsRelated Pay ProgramsRelated Pay Programs

2. Performance Bonus Program2. Performance Bonus Program

0%+3%+5%+8%
Performance Performance Performance Performance 

Pay ratePay ratePay ratePay rate

Bottom 10%Next 50%Next 30%Top 10%RangeRangeRangeRange

UnsatisfactoryUnsatisfactoryUnsatisfactoryUnsatisfactory

(C)(C)(C)(C)

NormalNormalNormalNormal

(B)(B)(B)(B)

OutstandingOutstandingOutstandingOutstanding

(A)(A)(A)(A)

ExcellentExcellentExcellentExcellent

(S)(S)(S)(S)

Appraisal Appraisal Appraisal Appraisal 

GradeGradeGradeGrade

<Scope and Pay Rate by Appraisal Grade: as of Jan 2003>

0%40%80%
More than 
110%
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(C)(C)(C)(C)
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(B)(B)(B)(B)

OutstandingOutstandingOutstandingOutstanding

(A)(A)(A)(A)
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Appraisal Appraisal Appraisal Appraisal 

GradeGradeGradeGrade

<Performance Bonus Rate: as of Jan 2003>



Promotion of Personnel Exchange  Promotion of Personnel Exchange  Promotion of Personnel Exchange  Promotion of Personnel Exchange  Promotion of Personnel Exchange  Promotion of Personnel Exchange  Promotion of Personnel Exchange  Promotion of Personnel Exchange  
Between Public and Private SectorBetween Public and Private SectorBetween Public and Private SectorBetween Public and Private SectorBetween Public and Private SectorBetween Public and Private SectorBetween Public and Private SectorBetween Public and Private Sector

GovGov’’tt PrivatePrivate
CompanyCompany

Learning leadingLearning leading--edge edge 
management skillsmanagement skills

Introducing government Introducing government 
policies to the private clientspolicies to the private clientsProvide mutual learning 

experience between private
and public sector

Encourage customer-
oriented policy

Target : Grade 4~5

Term : max. 3yrs.Term : max. 3yrs.



Utilizing Female Capitals

Increase 
female power 

in public affairs

Removing the obstacles 
to the female’s participation 

in public affairs

Removing the obstacles 
to the female’s participation 

in public affairs

Institutionalizing
the work system for

female capitals

Institutionalizing
the work system for

female capitals

Arranged support policy 
for nursery to increase 
the female’s devotion to job

Established the Ministry of Gender 
Equality (2001.1)
Enacted the laws on support for 
the company of female CEO and 
on raising female farmer and fisher
Implemented the female employment 
quota system in national public servant 
and  National Assembly member

Relaxed the condition of nursery leave   
Newly-introduced allowances of nursery 
leave 

Extent the maternity leave(60日⇒ 90日)



30%25%---G9

25%23%G7

20%20%

20%20%

15%13%10%

G5

200220012000199919981997Yr 1996

Affirmative Action for Gender Equality          

※※※※ 30% of Recruitment Quota for gender equality : from 2003

- Any gender can not surpass 70% of total recruitment

- Plus-sum policy avoiding qualified victims

Recruitment Quota for Female



36.733.838.326.68.13.457.27.024.232.9Ratio(%)

1,0471,3743,37939,6582554,094166,40810069,759286,074Female

2,8524,0698,814149,3173,166120,634290,9911,422287,765869,030Total

OthersLabor 
Service

Excepted 
Service

Technical 
Service

Judges&

Prosecutors

Police&
Fire

Educational 
Service

Foreign 
Service

General 
Service

Total

Yr 2002

G6~G9
G1 to G5

27.14.62.91.91.01.24.124.5Ratio(%)

66,6111,04020421511,27167,882Female

245,78622,7337,0071,0864798131,386277,172
No. of total 
employees

G5G4G3G2G1Subtotal
Total

Yr 2002

No. of Female in All Employees

No. of Female in the General Service



E-Government 

OnOn--line Serviceline Service GovGov’’tt
Non stop
One stop

““PaperlessPaperless”” GovGov’’tt

CleanClean GovGov’’tt

Digitalization 
Business Process 
Restructuring

Information open to 
the public access

Electrical procurement

E-Gov’t
KnowledgeKnowledge--basedbased GovGov’’tt

Knowledge Management 
System (KMS)

Networking & Sharing
of Knowledge



PPSS: a case of e-HRM

OTHER
SERVER

CENTRAL 
SERVER

Policy 
Makers

- Recruitment Information
- Online Application
- Statistics & Data

Citizens
Candidates

WEB 

DEPARTMENT
SERVER

HR DB SERVER

Personnel 
Officer of
Each Dept.

Each Civil 
Servant

PPSS
(Personnel Policy Support System)



4 Features of PPSS

Integration Network

Services Management

From recruitment, payment,
promotion, training, 

To retirement and pension 

Various services for 
• Policy makers
• Personnel officers
• Civil servants & Citizens

Sharing Information 
b/w  CSC and Departments

Efficient Management
through Real-time Data-
Updating



Impact of PPSS upon Civil Service

Drastic Reduction Drastic Reduction 
of document of document 
managementmanagement

Reduction of more than 90%Reduction of more than 90%P PP P
S SS S

Qualitative Qualitative 
changechange

Electronic personnel management process : Electronic personnel management process : 
Transparency and impartiality of personnel managementTransparency and impartiality of personnel management

Better Service Better Service 
DeliveryDelivery Instant job searching and recruiting information open to Instant job searching and recruiting information open to 

the publicthe public

P PP P
S SS S

P PP P
S SS S



Paradigm ShiftParadigm ShiftParadigm ShiftParadigm ShiftParadigm ShiftParadigm ShiftParadigm ShiftParadigm Shift

Personnel Management

Human Resource Management

Human Capital Management



Role ChangeRole ChangeRole ChangeRole ChangeRole ChangeRole ChangeRole ChangeRole Change

TOTOTOTOFROMFROMFROMFROM

Gatekeeper

Processor

- Functional  orientation

Post-Decision 
Involvement

HR Focused

- One size fits all

Outputs

Consultant/Adviser

Business Partner

- Business orientation

Pre-Decision 
Involvement

Customer Focused

- Tailored program

Outcomes



ClosingClosingClosingClosing…

People, The Core of The future Government

Our most important asset is our people.Our most important asset is our people.Our most important asset is our people.

We should focus on the nurturing a competent government workforce.We should focus on the nurturing a competent government workforcWe should focus on the nurturing a competent government workforce.e.

Therefore

With the competent workforce, we are trying to upgrade government 

administration and service delivery to the people.           - Mission of the CSC-
.

With the competent workforce, we are trying to upgrade governmenWith the competent workforce, we are trying to upgrade government t 

administration and service delivery to the people.           administration and service delivery to the people.           -- Mission of the CSCMission of the CSC--
..

And



Thank you 


