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1. General Status of the Civil Service
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Number of Public Officials in the Executive Branch

Academic Background of the Central Government
Employees

* Academic Background _
- Two-vear college or above: 80.6%
- Ph.D. holders: 2.1%
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2.Features of Korea's Civil Service System

PLIEeE

Number of Public
Servanks Hired
through Open

Recruitment

Previous G1-G3 Will Rise.

« Open Recruitment S
lob Posting

2. Features of Korea's Civil Service System

2.2 Environmental Challenges |




-l . The 2013 intemational Conference on
¢ Human Resource Dewveloprment in the Pubbc Secior
. Leading Change & Quality Training

Dpenness and Competition in the Civil Service

g Promoting I:l'i'|.r||=.-r:-'.§‘t;~,.r

B Senior Civil Service

_ Quota for Gender Equality System
« G5 Recrultment Exam for Private . mmm ll‘;l;nuﬂnr-ﬁmml or
positions
. = Abolishment of Grade-based
= 3% of positizns In the public system (1-3) for Sanler Publlc
service 1o be held by disabled Officials
peTsans = Appointment based on

openness and competition
= Performance Agreement,
Performance-related Pay

= Carger [nfern Pre-gram fior
Regional Talents

2. Civil Service Education & Training

1. Government Reform of Park Geun-hye Admin
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. Government Reform of Park Geun-hye Administration

- Opeoraton Govemment-crientad Citizen-oniented Individual-orientad f
Coirg ol my Efficiancy Damocracy Ciraated Damocracy
Pargcipation Governmen: atated Limitod dscosun and Beir ORCAUIS Campaion

pardcipation i s herama i
Administrmiive
Service Dely Ora-way Two-way Ty, personaliped
MeathadiCrannal) FPersonal Visit Trierrt mml ho-

Strategies and Tasks
b 2 2

* Ensuring pecple’s right to kmow through information disdosure

= Active civil use of public data
+ Sirgnginening of public. privale governance

Sirategy 4
Competent Government

= Removal of barriers

among government ministries

= Improvement of government operation

for better collaboration and commuenication
* Sl antific administrati on with use of big data

Tor busineéss es

Strategy 3

=Integrated provisign
of perscnalized services
s Strengithening of one-clop Services

*Improwved BECEss I0 £ 8rvices
far ths infarmation poor
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2. Civil Service Education & Training 3 SEOULTECH

1. Major Objectives

- To instill public service ethics into the minds of all public
officials so that they can better serve the people

- To improve public officials’ skills and capabilities to allow them
to perform their jobs well

2. Administering Agency

- The Ministry of Security and Public Administration
(MOSPA) exercises overall planning and coordination of
education and training for public officials by obtaining
cooperation from each agency.

2. Clvil Service Education & Training | i il

3. Training Principles

= All career service employees must undertake grade-level basic
(foundation) training programs before promotion or appointment

- All public officials are encouraged to take specialized training
programs to increase their knowledge and skills, in order to
carry out their functions effectively in their respective fields.

- Training is the joint responsibility of the officer and his or her

supervisor (Individual Development Plan/Performance Agreement)

- Training should meet the needs of individuals and be

aligned with the relevant organization’s goals and objectives
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| 2. Civil Service Education & Training SR T

4. Development Structure of Government Workforce

Foster public service ethics and enhance the essential knowledge
and compeatency relevant 1o grade and responsibilities

e e ]
Bl e

TIPS E P s
dElegniad) SErkiey g

| 2. Civil Service Education & Training [l

5. Key Training Policy (A)

= Senior Executive Program
) Senior Civil Service
{Bureau Directors in the Central Government)

= SC5 Candidate Development Program
() Division Directors (G3 - 4)

= Division Director Candidate Development Program
) G4 Deputy (Assistant) Directors

= Initial Entry Officials Course (G5),
Newly Promoted Managers Course (G5)
) Prospective G5 Officers

= Newly Recruited Staff Program
) New Grade 7 Personnel
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| 2.Civil Service Education & Tralning |

6. Key Training Policy (B)

)

Ehgibmqr m% B‘mnfnyf

O Work-related
- 40% or more of learning (training) hours
- di related to job functions and responsibilities
- at ns (Public / Private HRD Centers, Govt. Agency,
Internet) designated by his or her Ministry or Agency

(O Self-Development
- 60% of learning (training) hours
- Support Job Performance
- May not be related to job functions

| 2. Civil Service Education & Training |

7. Types of Training Programs Classified by Contents

“Training Programs . Providers
cmwrm B e
‘Grade-based) Courses < F“EE‘: Service HRD Centers
O Intemnal Training (Courses) organized by
, his or her agency
0 Specialized Courses © Public Servica HRD Centers

O Domestic or overseas institutions
commissioned by government agencies

O Other Courses
- Civil Service Ethics Training

e ; Internal Training
- Training an Government Policy = E :
Sitecial Acras) © Public Service HRD Centers

. : 0 Prvate Sector HRED Centers
= OIT / Onentation A ¢
- Individual Learning / PRI LETING
Research Activities
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2. Clvil Service Education & Training

8. Civil Service Training Institutions

2. Clvil Service Education & Training

9. COTI's Recent Approaches to Training

S S | Customized(Tailored) Program

e

ﬁ“ﬂ?.ﬂ.mﬁmﬂm L, Participatory, Experiential Training

* Problem h]uing-untered
Curriculum - Action Learning
. * Public Policy Case Studies Manual

u.nu.ud .Prug-um i =

* Evaluating Outcomes of Training
 Evaluation of Instruction [, ~ - From Identification of Needs

S through to Application




4 Thee 20113 inbemational Conlengnces cn
Human Resource Dovelopment in the Public Secior

Leading Change & Quality Training

2. Clvil Service Education & Training

COTI 2013 Training Objectives & Strategies

Traming that changes the way of thinking
Thirek Eigy, Thdnk Fast, Thénk Fal

1) Expainding training progeams ninod atl holping share nned
disgaaninnia o dirteation of ho now govornimants sinlo
aElAR G Trares pw sl

# Fostaring tha compaotoncy of governmant officials by
sirodigihoning pubiic sordoo Bia ayoke: boased g

& Providing full-lledged Smewt Leaming (3L) using raw
oo ning mocksa

A} E nbuanaing h’ﬂ.ll'ﬂulln prrosgranmis almssd sl stoengihaning
ooopornion with lopeon counirios and o prbade sec or

Wi s bm COTT
u Sl .

COTI 2012 Training Programs
101 Programs, 10,962 Participants
13 Programs, 3,167 participants

' Specialized Training Programs 20 Programs, 1,824 Participants
20 Programs, 1,824 Participants 5 Programs, 232 Participants
InteGevernments rnational Programs fer 14 Programs, 299 Participants

Foreign Officials

Special Programs

« Mational Strategy Seméinar

= Customer Service Warkshop for
Field Service Officers

.I_nhrnul_i:nt_inn Programs - 46 Programs, 4,240 Participants
+ On-line Programs

= General, Specialized, Global Competency : 92 Programs, 95,000 Participants
= Infarmatization : 45 Proprams. 9,800 Partlcipanis

' General Training Programs

2 Programs, 1,200 Participants

2. Civil Service Education & Training e




-

£
2013L8AT lﬂﬂ!.ﬁﬁﬂ'&
B R

2. Civil Service Education & Tralnm

Key Training Program

==
Initial Entry Dfficials Progrom (G5)
—]
i Oblective

# To murturs the core leaders of the next genaraian whe are respoaniible For Karea's futers

@ Engiomty @ Length
#F Mew G5 civil wervant wha bovs povied | _'.. 37 wwaks
b I'E#r-r Civil Seivice Emam I R —

& Features
@ To dewwlop suenial global lsademhip 1klla ond policy mobing ohilsise
& Ta bhill patriotam, o customsr orlented otihede. omd appropriols ol seevics sthic
& Inberrahip af cenfral / loce! government
e Study wisis

—

2. EI'H'II Service Education & Training

e i CO%1

Key Training Program

|
Senior Executive Progrom
]

@ Dmective

# To enhonce the compstency of seninr cfficicle o o warldclasn leval

0 Egibiiy & Length

| # Bureow Direciomn o e Cenral Govarmmant | B AT wwakis 1
| Samins Civd Sarevica) —

# Senior Mansgers of Publc Carparation

& Features
& To dumpen their indghts o socisty, soonomy
W To imgowe thair abdiEas o cops with globolizesion
& To develop rthel leadenbip end manvogemen skills
e To ewabbsh =esdo®m and wieyiily
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2. Clvil Service Education & Training

Fabpgren v C0TH
OO L TR

Iﬁlﬂhal Competency Development F'I'I:H_:lﬁ!m]

|
To empower Korean officials with glebel competency 1o lead Kereo o3 o global acier
.

i DEpECtE

| B To help el ssrvice officers 1o bedcoms globedy compatant

= Programs

! Advanend b atian Pragram lor Dlearism S-ru-ﬂr
{1 thras hur:gnrlanguugi?i: Erglish, Chinssa, and Ioporsis)

& mlerneticnal Hegoiatan Program
S Advancad Prasseraran Sl Pragrams

2. Clvil Service Education & Training

Paber=y fa LT

ifs _{._--.

[H-ﬁuul Agenda Forum / National Strategy Seminar

==
To serve o3 a forum for Karean officials in their pursuil of change ond creafive
0% Koren movss Iwurﬁm[-d{mrll ry shhr:l';s i

o FREUTEE

# T ihare and ipread the natisn’s vidien, the philassphy and goals of
the adminisiration

# Ta prﬂ-\rid-n a forum for hl'gi'l-rt;ml:ing officiols such as minishers,
wice miniviers, bursou ond division direclor to shore ideas in
public policy managemant

# To create rategies responding ho critical istues facing the nation
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Networking with the World
mm hanrﬂmﬁmlﬂﬁ:lﬂ:
|
COT! Imernational Progrom Lacds to Global Cooperation
|
; - Dxecutive for Government CHfuialy
e e e C
.mmm i . - Metioral Developmert Strategy Masaning Program fos Couadarian Goverument i
o - Intamatisnal Publi: Sector Maaagensiet Progeae:
el *i = Istermathsnal Publs Sectsr Training Devebsp et Program
Public Scctor Menagemsent Program for ‘Gevernment Officiala
= Public Sectar Fregram fos Hati Gevernment Official
Public Tecior ram for Government Officials
= HRD Stranegees for Eal o bfrecan Government Offecial
Program in = HRD® fer Officials of ASEAN Countrica
Callabaration with »1 - Sty Vs
international
Organicalion

1. Scone
zmmmﬂmmmﬂm
3. Objectives of the 503 System

4. Size of the SCS

5. Senlor Civil Service Compared

6. Key Elements of the SCS System

7. Promotion of Openness and Competition

8. Operation of the SCS

9. foad Map to the SCS
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lll. Features of Senior Civil Service CTE SE0ULTECH

1. Scope

- Senior public officials such as deputy ministers and
bureau directors in the central government

- Taaw
lll . Features of Senior Civil Service ik e
2 Features of the SCS
- Openness and Competition

- Personnel management based on job performance
and strengthened accountability for senior officials

- Selection and retention of competent and gualified
5G5S executives through improved evaluation
systems

- Development of Competencies and Comprehensive
Vision

235
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lli . Features of Senlor Civil Service
T T

Increased Government Productivity &
Improved Delivery Service to the Public |

¥
= .
.

| Enhanced Job Performance & Competency of Senior Officials ]

Distinctions

- Job Security guaranteed  Personnel - Job-centered
* Seniority-oriented Manafgemenl -+ Perfermance-based

Closed Appoiniment  Open

Rank and Seniority-based Compensation Task & Performance-
% Benefils  related Compensation

il . Features of Senior Civil Service

4, Size of the SCS

N | [

= e
E2 o
# Number o cials: 3
a ey o J = - i
55 - -

» General Service (809) * Overseas & Special * On leave, etc.
 Extraondinery Service {153) | ianments (77)

« Contractunl Service (74) FeInG Cotias (13)

- Special Service (198)
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lli . Features of Senlor Civil Service

Established la78 1594 1992 19358 1224
Size 7,800 3,800 4,200 B50 1450
Coverage Director Director & Director & Directar Diirectar
General & Above Above -] &
Above Above Bbove
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lll . Features of Senior Civil Service SR T

7. Promotion of Openness & Competition

Dpen Positions
or Job Poslings

" nternal
Transfers or
Promotions

Ill. Features of Senior Civil Service [ T

8. Operation of the SCS

<as of Dec. 2010

Open Positions Job Pastings
Otticials
frem
CilFer
Frivale Agencies
Lumeni Experts Ive
Senor £5% Officials

Orifscials from The
15% Pacrudling
Egenicy
7%

238
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lil . Features of Senior CivilService

9. Road Map to the 5CS

* Serzened by respective
‘ministerial promotion commities

SCS Candidates
G * Qualified for the 5CS

SCS Competencies Defined

SCS Competencies Development Program
Competency Assessment

Senior Executive Program

il
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|V. Senior Civil Service Assessment Sl

1-1. 5CS Competencies Defined

SCS (and Director) candidates need special leadership
skills required for successful performance in the SCS.

Competencies are the professional attributes that are
crucial to successful public service. SCS competencies
and Director competencies are distinctively defined in
consideration of their different roles and responsibilities

m
P

JE]

-4 =

IV. Senior Civil Service Assessment G 5ZauLTECH

1-2. S5ix Core Competencies

g - Problem Awareness
L - Strategic Thinking
. - Focus on Results
SHCRChg - Change Management
Building - Customer Satisfaction
Relationships - Coordination / Integration

m
P

J R

=
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: Problerm Recognition Defines and anabyzes problens evaluates informaticn and igentifies
the causes
~ Strategic Thinking Clarifies cboectives and pricrities; weighs coporunities and rigks

adopts policy methods that best achleve the goals

* Perfarmance Focused Concentrates limited resources on achieving desired results:
upat copt-anafis thinking to cet prisoties

Change Management Keeps up-to-date on the tends of the external environment
Make decisions relevant bz changing corditicng

Customer Satisfaction Percehves and tatafies the neade of toth internal and external

CUEIDg &

Constructive Negotiation  Uinderstands differences of opinion; Resche coaflicts and disputes

A & censbuch've manner

petency
Dhgnusis. l:mline Learmng, and Adﬂn:ed Course for
Competency Development.

- To date, over 2,500 candidates have finished
Competencies Development programs in good standing.
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|V. Senior Civil Service Assessment Sl

2-2. SCS Candidate Development Program (SCS-CD)

&
< Alim

= To build core competencies and leadership capacilies
critical for success in the SCS

< Eligibility

= Grade 3-4 division directors in the central government
who have a high potential of being admitted into the SCS

m
P

JE]

-4 =

IV. Senior Civil Service Assessment G 5ZauLTECH

2-3. 5CS Candidate Development Program (SC5-CD)

<+ SCS-CD Program Outline

‘;’Eﬂ'ﬂ Online At COTI Campus (4 days)
o - Individual . Enhanced
Praveduisie v Competencies Competencies
'i::f:}::ﬂ:: Besescment Dﬂ.r-n!upmtnl Program
Program

% Curriculum based on Personalized Appraisal
2 Competency Development Courses
Case Studies related to the Tl:".!ai.]:ll,'!'l:{i'lp'lr COre comped COCIeS
- Assignmeonts
(rroop DMscussions
= Individumal Development Flan
- Executive Hours (Civil Serviece Ethics)

m
P

J R

=
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IV. Senior Civil Service Assessment | EESZ0ULTECH

3-1. Competency Assessment

Competency Assessment measures whether Senior Civil
Service(5CS) (or Director) candidates possess essential
leadership qualifications through observation of
behaviors.

Within this Competency Assessment framework, the
candidates are asked to address given problem
situations, and the Assessment Board members evaluate
their competencies, based on their behaviors revealed in
the simulations.

IV. Senior Civil Service Assessment | EESZOULTECH

3-2. Competency Assessment

Prior to initial appointments to SCS posts, SCS
candidates must pass Competency Assessment to show
possession of fundamental competencies.

Competency Assessment employs simulation methods
where the candidates are given virtual problems to
solve in limited time.

- The rejection rate, which indicates the percentage of

candidates who failed Competency Assessment,
amounts to about 20%.
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IV Senior Civil Service Assessment ol ks

3-3. Competency Assessment Methods

Method Description
11 - Press Interview on current issues
Rol el Pl - How to coach subordinates
ay - How to handle current issues, etc.
Rn!i:zPI & |- How to resolve conflicts between units or stakeholders
In Basket - Hq?wj:n harn:lll: r!'|u1ti-'taslr,3 simultaneously
within a given time
Group - How to coordinate issues involving several units or

Discussion stakeholders
IV. Senior Clvil Service Assessment il bl

3-4, Applicants’ Feedback on Competency Assessment

® Very Fair: 86.3%
® Very Reasonable: B8.4%
® Very Objective: T8.4%

* Percentage Who Fail to Pass: 16%
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IV. Senior Civil Service Assessment | EESZ0ULTECH

3-5. Competency Assessment Achievements

B Competency Assessment efforts and achievements
received highly from inside and outside the country.

- Korea's leading companies such as Samsung, LG, 5K,
and public corporations benchmarked the 5CS
against their own executive HR management strategies.

- A number of foreign governments have consulted
MOSPA to share its know-how on executive management.

- In 2011, OECD estimates that among its 34 member

countries Korea is ranked sixth for its well-established
HR institutions for senior executives.

IV. Senior Civil Service Assessment | EESZOULTECH

4-1. Senior Executive Program : 5C5 Member Training

The Senior Executive Program (SEP) is a long-term program((43
weeks) that has been conducted for bureau director-level officials
since 1993,

This program aims to instill senior officials with both a broad
range of perspectives on state policies and strategic thinking for
state affairs management. It also seeks to enhance participants’
abilities to resolve pending issues.

The program’s training sessions are conducted in a
participatory way using a combination of lectures, sub-group
discussions, individual presentations, and research activities
covering policy cases and key issues.
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‘The pﬁm: ﬁﬁfbﬂﬁh‘ﬁfﬂﬁ SEP is to foster Im:.r prnﬁuy leaders
who will m.nd at the forefront of realizing the national vision.

This is done by helping participants understand major state
policy tasks, gain state affairs management skills and work

competency, and strengthen their global competency.
Participants also engage in extra-curricular activities, such as

playing music instruments, writing calligraphy, and playing
sports, to gain skills in new areas and enjoy themselves during

the program.




"|.F

3 ; Thee 2013 intemational Confergnce cn
Hmﬁﬂmﬂrm!n H‘uF‘Lﬂb:En:'l.w

' Leading Change & Quality Training




-

i8]
B A

01308 A DHE R REREH

%




