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NOTES FROM THE EDITOR’S DESK

Dear Reader,

The first issue of the Electronic
journal of the Regional civil
service hub highlights speeches
and papers presented during
the Global conference on civil
service within the 6" Astana
Economic Forum and additional
articles. Our first issue begins with
Alikhan Baimenov’s speech where
he draws your attention to the
historical milestones of civil service
development in Kazakhstan and
associated challenges at each stage
of development and innovative
solutions found. Professor Rolet
Loretan explains how the Institute
serves as a worldwide platform for
administration and identifies the
main trends in public sector and
administration. In the long run
Professor Loretan sees Kazakhstan
as a hub for establishing the Central
Asian and Caucasus group of Public
Administration. Irakli Kotetishvili
provides rather interesting insights
into the recent transformation of
public governance in Georgia.

Alexander Turchinov highlights the
stages of civil service development
in Russia and current challenges.
Aaly Karashev provides insights
into the experience and innovations
of Kyrgyz Republic on civil service
formulated through 11 steps of
modernization. Caspar F. van den
Berg, Frits M. van der Meer and
Gerrit S. A. Dijkstra stress the recent
movement towards equalizing civil
service personnel policies and
practices with those in the private
sector. They argue that there is a
trend towards managerial bargains.
Dr. Matthew Stafford gives valuable
insights into the United States
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executive civil servants training
system discusses executive core
qualifications and competencies
such as communications and
problem-solving.

Dr. Bolatbek Abdrassilov draws
your attention to the role and
achievements  of  Kazakhtan’s
Academy on civil service training
and its priorities according to
the Strategy Kazakhstan — 2050.
Professor  Yelena Kalyuzhnova
focuses on the main areas of
public administration research.
Deniz Susar highlights the role
of the important programme
entitled United Nations Public
Administration Network (UNPAN)
designed to help countries,
especially developing countries
and those in economic transition, to
respond to the modern challenges.
Professor =~ Urkhan  Alakbarov
emphasizes the importance of
human capacity building for
sustainable  development and
security. Professor V. A. Shamahov
emphasizes the modern require-
ments and success criteria of civil
service training institutions in
Russia while professor Tyurin E. A.
discuss the topic of Eurasian state
building.

We hope our first issue will be
of interest to you and that it will
spark policy debates on the issues
addressed by the above scholars.
We would once again like to thank
those who have provided their
invaluable advice and guidance
in creating the e-journal of the
Regional hub of civil service.

Yours Sincerely,
Editorial Board



OT PEAAKIIMIOHHOM KOAAETUM

YBa>kaeMblil YTaATeAD!

IIpeacraBassem Bamemy BHMMaHUIO
TIePBLIN BBIYCK 9A€KTPOHHOTO Kyp-
Hada PernonaasHoro xaba B cpepe ro-
CyAapCTBEHHOI cAy>KOBI, cogep KaIiunii
OCHOBHBIE BBICTYTIAEHMS U AOKYMEHTBI,
O3ByYeHHBIe B XoAe I100aabHOM KOH-
JepeHIUM IO TOCYAapCTBEHHOM CAYXK-
0e B pamkax VI AcTaHMHCKOTO DKOHO-
Mugeckoro ¢popyma. Harr mepsriit BbI-
IyCK HauMHaeTcs ¢ peun Aanxana baii-
MeHOBa, IAe OH ODpallaeT BHUMaHUE
Ha UCTOpUYEeCKue ITyTU CTaHOBAEHII
CHCTeMBI TOCYJapCTBEHHOM  CAY>KOBI
B Pecrty0anke KasaxcraH, a Takxe CBs-
3aHHBIE C 9TUM IPOOAEMDLI U HaliAeH-
HBle MHHOBAI[MOHHBIE perenus. IIpo-
Jeccop Poaer /lopeTtan oOBsICH:ET, KaK
VIHCTUTYT rOCyAapCTBEeHHOM CAY>KOBI
paboTaeT B KauecTse BCeMUPHOI I1AaT-
(QOpMEI 445 yIpaBAeHMs, OIpejeaseT
OCHOBHBIE TPeHABI B TOCYyAapPCTBEHHOM
ceKTope M asMHUHUCTpanuu. B goaro-
CpOYHOII  TepcIIeKTuBe  Ipodeccop
Aoperan Buaur Kasaxcran B Kade-
crBe Xaba crpaH llenTpaapHoi Asun
n Kapkasza B 11€45X CO3JaHUS TPYIIIIHI
M0 MCCAeAOBAaHUIO TOCYAapCTBEHHOTO
ynpasaenns. Vipakanit Koretumsnan
Ipe/CTaBAseT AOBOABHO UHTEPECHYIO
nHpOpMAaINIO O MOCAeAHNX IIpeoOpa-
30BaHMAX B cepe IrocyapCTBEHHOTO
ynpasaenns s ['pysumn.

Azekcanap TypumHOB BblgeAseT DTaIlbl
CTaHOBAEHUS M XapaKTepHble Mpodae-
MBI CHCTEMBI TOCyJapCTBEHHOM CAYXK-
01 Poccuiickoir @egepanym. CraTbs
Aaanl Kapaiies gaer mnpejcraBaeHne
006 ombITe M HOBIIecTBax PecrryOamkm
Kriproiscran B cuctemMe rocyJapcTBeH-
HOI CAY>KOBI, ITOKa3biBasi 9TO ITOCPes-
CTBOM O/AMHHAJIATH INaroB MOJAEPHM-
sauyu. Kacriap @. san aen bepr, ®pury
M. Ban gep Meep u I'epput Jeiikcrpa B
CBOEIT CTaThe pacCMaTPMUBAIOT ITOCAeA-
HIUe IIarM K BBHIPaBHMBAHUIO TOCyJAap-
CTBEHHOI CAYKOBI C JacTHBIM CEKTO-
pom. OHM yTBep>KAAIOT, YTO CyIIeCTBY-
€T TeHAEHITUS yIIpaBAeHIeCKIX CAeA0K.
Aoxtop Moteio Craddops mpescras-

AsIeT IeHHYIO MH(POPMALINIO O CICTEMe
ITOBBIIIEHNST KBaAMPUKALINY TOCyAap-
CTBEHHBIX CAy>XKallMX, pabOTaIOIUX
B OpraHax MCIOAHUTEABHON BAACTU
CIIA, a Takke 00Cy>KJaeT OCHOBHEIE
KBaAMQPUKAIUYU ¥ KOMIIETEHLINU JaH-
HOTO 3BeHa, TaKie Kak KOMMYHIKaTUB-
HOCTbD I pellleHne IIpo0aeM.

Aoxtop boaatbex Abapacnuaos obpa-
IIjaeT BHUMaHUe Ha POAb U JOCTUXKe-
HIUs Ka3aXCTaHCKOM AKazeMWH B TI04-
TOTOBKEe 1 ODYYeHUM rOCyAapCTBeHHBIX
cayxamux B KoHTekcTe Crparernmu
«Kazaxcran — 2050». ITpodeccop Ezae-
na KaaroxHosa geaaeT akIleHT Ha Ha-
TIpaBAeHNAX UCCAeAOBaHMII B 00AacTU
rOCyAapCTBeHHOTO yIipaBaeHus. Jenns
Cycap BbldeasieT poAb TaKOM BasKHOI
nporpaMmbl, Kak CeThb rocyjapcTBeH-
Horo ympasaeHnss OOH (IOHITAH),
KOTOpasl paspaboTaHa, YTOOBI IIO-
MOUYb — B OCOOEHHOCTY Pa3BUBaIONINM-
Cs CTpaHaM M CTpaHaM C IepexoAHOM
9KOHOMMUKOI — JaTh OTBET Ha COBpe-
MeHHBle BBI3OBHL. IIpodeccop Ypxan
AaaxbapoB IOAYepKuBaeT Ba’KHOCTD
9eA0BeYeckoro IMOTeHIala B MHTepe-
cax yCTOMYMBOTO pa3BUTHUA U Oe3orac-
Hoctu. Ilpodeccop IMMamaxos B. A.
AEMOHCTPUPYET COBpeMeHHEIe Tpeho-
BaHMS U KPUTEPUH, MpeAbiBasgeMble K
yueOHbIM 3aBedeHnsAM Poccuiickoir Pe-
Aepanuu 445 OOyJeHMs ToCCAy>KaIlux.
ITpogeccop Topmuna E. A. obcyxaaer
TeMy TOCyapCcTBeHHOTO CTAaHOBAEHM B
EBpasuiickom pernone.

Hageemcs1, uTo Haml IepBbIN BHIITYCK
OyaeT IpeAcCTaBAATb MHTEpeC I BBI-
30BeT >XKuBoe 0OCyKJeHMe II0 BOIpO-
caM, 3aTPOHYTBHIM BBIIIIeHa3BaHHBIMI
yueHbIMU. MBI xOTeau Obl ellle pas I1o-
0aarogapuTh Tex, KTO Aaa OecljeHHbIe
COBEeTHl M peKOMeHAAIlUM B CO3JaHUMU
9A€KTPOHHOTO KypHaada Permnonaas-
Horo xaba B cdepe rocylapCTBEHHON
CAY>KOBI.

C yeaxetruem,
pedrorrezus



Kazakcran Pecnybankacbinbin, [pesmuaenTi
Mpesnaent Pecnybankn KasaxctaH

ACTAHA, AKOPAA

72/03/2013

MemnekeTTik KbI3MeT canacbiHAafbl aUMaKTbIK
XabTbIH KypbinTail KOH(hepeHUUSACbIHbIH
KaTbICylblNapbiHa

KypmeTTi KoHdepeHUuusFa KaTbicywbinap!

KasakcTaHHblH ~ KOHakxail enopgackl — AcTaHafa  Kow
kenaiHizgep!

MemnekeTTik Kbl3MeTTi AambITy, OHbIH XalbIKTbiH KYHHEH KyHre
ecin kene atkaH TarnabblHa COWKECTEHAIPY Ke3 KenreH VKIMEeTTiH
MaHbI3abl 6acbiMAbIKTapbIHbIH Gipi 6onbin Tabbinagb!.

Op enaiH mMemnekeTTik Kbl3MeT pedopMachkiHbiH KyH TopTiOi
Xanblkapanblk Toxipube, aliMakTblk XoHe YNTTbIK epeKlenikrepai
eckepe  OTbIpbIN  ©3eKTi  Mmacenenepai 3epaeney  HerisiHge
aHblKTanagbl.

KasakcTaH o3blk xanbikapanblk ToxipubeHi 6enceHai sepTreyre
KbISbIFYLLIbINBIK  TaHbITbIM X8He capanwbiiap >Kofapbl 6aranaraH
KasakcTaHblk MEMIEKeTTIK KbI3MeT MOAENIH AambITy TexipubeciveH
Benicyre myaaeni.

CoHAbIKTaH, MeH MeMmneKkeTTiK Kbl3MeT canacbiHAa Y3aikcis
Toxipube,  GiniMm  keHe  aknapaT  anmacy = ywiH  TUiMA
WHCTUTyuMoHanablk ©Gasara aWHanatblH  AMakTblk  xab  Kypy
BactamacblH Kongagbim.

Bi3 XxaTwWbINbIKTBIH TUIMAI XYMbIC XacaybiHa Bapriblk xargannap
Xacan xeHe opinTtectepimizbeH Oipre AWMakTblk xab aneyeTiH
JambITyFa KyLU canambi3a.

KoHdepeHuunsara KkaTbiCyLUbIapFa XeMICTi XXYMbIC Tinenmi!

D gradf
70' & HypcyntaH HasapbaeB
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Welcome address of H. E. President of the
Republic of Kazakhstan to the participants of the
Founding conference of Regional hub of civil service

Dear Participants of the Conference!

Let me cordially welcome you in a hospitable capital of
Kazakhstan in Astana.

Civil service development and bringing its features in accordance
with rising citizens” expectations are important priorities of any
government activity.

The agenda of civil service reform in each country is defined
as a result of analysis of key issues with considering international
experience, regional and national characteristics.

Kazakhstanisinterested in actively learning the best international
practices and claims its readiness to share its own experience in
developing the civil service model which is highly graded by the
experts.

That’s why I have supported an initiative of creating Regional
hub which can establish an efficient institutional base for continuous
exchange of experience, knowledge and information in civil service
sphere.

We are intended to create all conditions for effective work of
the secretariat and undertake efforts with partners to build up the
Regional hub’s potential.

I wish a productive work to the conference participants!

N. Nazarbayev

March 15, 2013
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IIpusercrBenHOe ca0BO IIpesnaenrta Pecny6anknu
Kasaxcran yuyacTHMKaM YapeAuTeabHOV KOH$pepeHImn
PernonaabpHOro xaba B cpepe rocyaapcTBeHHOM CAyKObI

Yeaxaemvre yuacmuuxu Kongepenyuu!

CepaeyHo HpPUBETCTBYIO Bac B TOCTEIIPUMMHON CTOAMUIIE
Kaszaxcrana — Acrane.

Pasputme rocysapcrseHHON cAy>KObI, NpuBejeHNe ee Xapak-
TePUCTUK B COOTBETCTBME C BO3PACTAIOIIMMM OXUAAHUSIMU IpaK-
AaH SBASIOTCA Ba’KHBIMU IPUOPUTETAMU AESTeABHOCTH AI00Oro
IIpaBUTeAbCTBA.

IToBecTka pepopMBI TOCY A@PCTBEHHOM CAY>KOBI B Ka>K A0 CTpaHe
onpeJeAsieTcs UCX0As U3 aHaAM3a aKTyaAbHBIX IIpO0AeM C y9eTOM
Me>KAYHapOAHOTO OIIbITa, PerMOHaAbHBIX U HAaI[MIOHAABHBIX OCOOeH-
HOCTEI.

Kasaxcran samHTepecoBaH B aKTMBHOM U3yYeHUU AydIllei
MeXAYHapOAHO IIPAaKTUKU U TOTOB A@AUTHCSI COOCTBEHHBIM OITbI-
TOM Pa3BUTUA MOAEAN TOCyJapCTBEHHON CAy>KObI, IOAY4MBILIE
BBICOKYIO OII€HKY DKCIIePTOB.

VIMeHHO 1O®TOMY MHOIO IIOJJep>KaHa MHUIMATUBA CO3JaHIs
Pernonaapnoro xaba, KOTOPBINI MOXKeT cTaTh 9(PPeKTUBHOM
VMHCTUTYIIMOHAABHON 0a30ii 445 HeIIPepBhIBHOIO OOMeHa OIIBITOM,
3HaHUAMU U MHPOpMaIue B cepe rocy4apcTBeHHON CAY>KOBI.

Mpl HamepeHBI cO34aBaTh BCe YCAOBUS AAsl DPEPeKTUBHON
paboThl cexpeTapuaTa U BMecCTe C IapTHepaMM IIpeAllpMHUMATh
ycuAuMs 10 HapalllMBaHMIO oTeHInala Pernonaapnoro xaba.

Keaaro yyactHukaMm KOH(pepeHINN I1A0A0TBOPHOI pabOThI!

H. Hasapb6aes

15 mapma 2013 zo0a
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DECLARATION OF THE FOUNDING CONFERENCE
OF THE REGIONAL HUB OF CIVIL SERVICE

We, the participants of the Founding Conference of the Regional hub
for sharing knowledge and experience on civil service (hereinafter
referred to as Regional hub),

being convened in Astana, the Republic of Kazakhstan, to discuss
based on the principles of openness, transparency, voluntariness
and mutual obligations the establishment of the Regional hub aimed
at creating an institutional network for a continuous knowledge
and experience sharing on civil service,

realizing the importance of improving civil service for sustainable
development as well as the need for continuous exchange of
accumulated international and regional experiences in the area of
civil service,

understanding the necessity of an expert network and institutional
opportunities for knowledge and experience sharing in the area of
civil service as well as for training and excellence of civil servants,

assuming that each of the participating states independently defines
its own civil service reform and modernization agenda and in a
view of accumulated international and regional experiences,

we declare that:

We welcome the initiative of the Agency of the Republic of
Kazakhstan for Civil Service Affairs and the United Nations
Development Programme to establish the Regional hub of civil
service in Astana.

We endorse the establishment of the Regional hub of civil service.

We consider that the main goals of the Regional hub of civil service
shall be as follows:
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* to analyze current reforms of civil service in countries of the
region;

* to strengthen cooperation and build capacity of professional
and expert networks;

® to create conditions and establish an institutional platform for
continuous exchange of best practices;

¢ toimplement joint programs and projects;

e to improve the system of civil service and public services
provision within the region.

With the aim of effective operation of the Regional hub, we have
agreed to establish the Steering Committee of the Regional hub.

We welcome the initiative of the Republic of Kazakhstan to finance
operation of the Regional hub at its initiation stage and agree to
seek and attract additional sources of financing.

We welcome the intentions of the Agency of the Republic of
Kazakhstan for Civil Service Affairs and the United Nations
Development Programme to proceed with establishment of the
Regional hub and ensure founding and operation of the Secretariat.

We express our gratitude to the Republic of Kazakhstan for
organizing the Founding Conference of the Regional hub.

Astana city, 15 March 2013

REGIONAL HUB OF CIVIL SERVICE’S E-JOURNAL #1 OCT. 2013
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AEKAAPALIVS YYPEAUTEABHOM
KOH®EPEHLIMM PETMIOHAABHOTIO XABA
B COEPE TOCYAAPCTBEHHOW CAYXKEBDI

Mpl, y49acTHUKM y4upeAUTeAbHON KoH(pepeHUIu PernonaasHOro
xaba I10 pacrpocTpaHeHNIO 3HaHNI I OITBITa B cpepe ToCcylapCcTBeH-
HOI1 CAy>KOBI (4aaee — PernonaabHbIN Xa0),

cobpasmuce B I. Acrane, Pecriybamka Kasaxcran, 4yToOpl Ha
IPUHIUIIAX OTKPBITOCTY, HPO3PAYHOCTM U  A0OPOBOABHOCTHU
00CyAUTb BOHIPOCH yupexJdeHus PermonaabHoro xaba, I1eAbIO
KOTOpPOTO  sABAseTcs  (QopMHUpOBaHMe  MHCTUTYIIMOHAABHON
CeTU HeIpephbIBHOTO OOMeHa 3HaHUAMM U OIBITOM B cdepe
roCcyapCTBEHHOM CAY>KOBI;

0CO3HaBasl BaKHOCTh COBEPIIIEHCTBOBaHNS TOCYAaPCTBEHHO CAYK-
OBl A4Sl YCTOMYMBOIO Pas3BUTIsS, HEOOXOAMMOCTL ITOCTOSHHOIO
oOMeHa HaKOILAeHHBIM MUPOBBIM M PerMOHAABHBIM OIIBITOM
B cepe rocyAapCTBeHHO CAY>KOBI;

IIOHMMas HeoOXOAMMOCTb CO3JaHMsA CeTU DKCIIePTOB U MHCTU-
TYLIMOHAABHBIX BO3MOXKHOCTEN 4451 OOMeHa 3HaHMSIMU ¥ OIIBITOM
B cdepe rocyJapCTBEHHON CAYKObl, a TakXke AAsd OOy4eHUsA U
IIOBBIIIEHNS KBaAu UKL TOCYy 4apCTBEHHBIX CAY>KaIINX;

UCXOASl U3 TOTO, YTO KaXKAas CTpaHa-y4acTHMIIA CaMOCTOATEAbHO
onpeJeAasieT Mephl 110 pepOPMUPOBAHUIO U MOAEPHU3AIUN CUCTe-
MBI TOCYy4aPCTBEHHOI CAY>KOBI, IPUHIMAas BO BHUMaHMe IIPY 5TOM
HaKOILAeHHBII MeXX/AyHapOAHBIN ¥ perMoHaAbHBIN OIIBIT;

3asaBAasieM O caeAYIoIIeM:

Mp1 npuseTcTByeM nHunmatusy Arenrcrsa Pecrty6ankn Kasaxcran
110 JeJdaM TIOCyJapCTBeHHON caAy>kObl u ITporpammer passutms
OOH nu sagBasieM 0 HamepeHun co3aaTth B ActaHe PernonaabHblin
xab B cpepe ToCcyAapCTBEHHO CAY>KOBI.

Ms1 cunTaeMm, YTO OCHOBHBIMMU 3ajadamMy PermonaapHOro xaba
B cdepe rocyAapCTBeHHON CAY>KObI A0AXKHBI OBITh!



)

® aHaaAM3 TeKyMX pepOpM rocyaapCcTBEHHON CAY>KOBI
B CTpaHax permoHa;

® YyKpelieHue COTpyAHMYEeCTBa U MOTeHIala
11popeccrOHaAbHON U DKCIIEPTHOI ceTels;

® CO3gaHMe YCAOBUM U MHCTUTYIIMIOHAABHON I1A0LIaAKIA
AZ51 HeIIPephIBHOTO OOMeHa IepejOBbIM OIIbITOM;

® peaamusauys COBMECTHBIX IIPOTPaMM, IPOEKTOB U Pa3AMIHBIX
MEepPOITPUTUIL;

® COAEVICTBUE B COBEPIIEHCTBOBAHUM CUCTEMBI TOCYAaPCTBEHHOM
CAy>kOBI 11 KauecTsa OKa3aHMs TOCYAapPCTBEHHBIX YCAYT
HaCeAeHUIO B perroHe.

B neasx s¢gdexrnpnoro ynpasaenus PernmonaabHbIM XaOOM MBI
ILAaHUPYeM CO34aTh yIIpaBAsIouii KomuteT PernonaasHoro xaba.

Msnr npuserctyem wununmatuy PecnyOamkm Kasaxcran 1o
oOecriedeHNIO (PUHAHCUPOBaHUA AeATeAbHOCTM PernonaabHOTO
xaba Ha cTaguy ero GOpMMUPOBaHUS U AOTOBapUBAEMCs O ITOMCKe
U IIpUBAEYEHNN AOIIOAHUTEABHBIX ICTOYHMKOB (PMHAHCUPOBAHIASL.

Ms1 npuserctsyeM HaMmepenue Arentcrsa Pecriybaukn Kasaxcran
110 JeJdaM TIOCyJapCTBeHHON caAy>kObl u ITporpammer passutms
OOH nauars paboty 1o ¢popmuposanuio PermonaabHoro xaba u
obecrieunTs co3Janue 1 PyHKIIMOHMPOBaHIe ero ceKpeTapuara.

Msnr  Bpipakaem  OaarogapHocth  PecriyOamke — Kasaxcran
3a OpraHM3alMIo ydypeAuTeAbHOl KoH(pepeHuM PernonaabHOTO

xa0a.

2. Acmana, 15 mapma 2013 z00a
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['OCYAAPCTBEHHAS CAYXBA PECITYBAVIKU
KA3AXCTAH: BLI3OBDLI U PEIIIEHIS

A. M. Baiimeros’
YBa>xaeMmble yyacTHUKM KOHpepeHIn!

PassuTtie rocyapCTBeHHOM CAy>KObI, IIpuBeeHNe ee XapaKTepric-
TUK B COOTBETCTBME C BO3pacTalOIIMMI OXMAAHUAMU Tpa’kKiaH
SABAAIOTCS  BaXHBIMIU HPUOPUTETaMM  AEATeABHOCTM  AI00O0ro
npasuteabcTBa. IloBecTka pedopM rocyAapcTBEHHOM CAY>KOBI
B KaXKAOJl CTpaHe oIpeeAseTcs NCXOAS U3 aHaAM3a COOCTBEeHHBIX
aKTyaAbHBIX ITpoOaeM. HecoMHeHHO, HEKOTOpbIe BBI3OBBI HOCAT
YHIBepPCaAbHBIN XapaKkTep 1 00yCA0BA€HbI I100aAbHBIMU (paKTOPa-
MI, a HeKOTOpble MMEIOT pernoHaAbHble OCOO@HHOCTH, CBSI3aHHbIE
C OOIIHOCTBIO UCTOPUM M CXOXKECTBIO KyAbTYpBI U Tpaguumii. EcTtb
1 cyry0o crienmduieckne 445 Ka’kA0M CTpaHbl IPOOAeMBI.

ITpu ra06aapHO KOHKYpeHIINM KaueCTBO PabOTHI TOCYAapCTBEHHOIO
arraparta BBICTYIIaeT KAIOYeBBIM (PaKTOPOM KOHKYPEeHTOCIIOCOO-
HOCTH CTpaH, B TOM 4lCJAe B CO34aHNM OAarolpUsATHOIO MHBECT-
LIMIOHHOTO KAMMaTa, YCAOBUI 445 Ou3Heca 1 obecrieyeHusl TpaeKTo-
pUM yCTOMYMBOTO Pa3BUTI.

HegaaBHne kpusucsl elle 604ee akTyaAu3upoBaAu IIpodAeMy ITOBbI-
IIeHNMSI KadecTBa TOCYAapCTBEHHOIO peryAnMpoBaHM:s, HaIllOMHUB,
YTO HapsAy C HEBUAVMMOI PYKOM PbIHKa BaKHOE 3HA4YeHle VIMeeT
BUAVIMas pyKa IIpaBUTEAbCTBA, OTBETCTBEHHAs 3a CBOEBPEMEeHHOe
pearnpoBaHye Ha BO3HUKIIE BbI3OBbI.

B ycaosusax raobaamsaiium 1 MmupoKoro pacupocrpanenns Vinrep-
HeTa M COITMaAbHBIX CeTell Bo3pacTaeT Tak>Ke pOAb OOIIeCTBeHHBIX
OKUAQHUIL.

B crpanax Hamero permoHa pedopMupOBaHMe IOCyAapCTBEHHOI
CAy>kObl 00yCAOBAEHO IIpolleccaMli, ITPOXOAAIIMMM B CHCTeMax
Doee BBICOKOTO TOpsIAKa, KOrja 3a rocaeinne 20 aeT KapAMHaAbHO
U3MEeHeHa poAb roCyAapcTBa.

! [Ipedcedamenv Aeenmcmea Pecnybauxu Kasaxcman no denam eocydapcimeennoti Cayxbol
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PernonaarHon CHeLU/ICl)I/IKOf/l CTaao TaK>Ke OTCYyTCTBIIE Ha
CTapTe A0CTaTOYHOI'O oObemMa HaKOIIAEHHBIX 3HAHUI U Hay4IHBIX
I/ICCAG,ZI,OBaHI/If/I B C(I)epe yIpaBAeHIsI 9€A0BEYECKIMIL pecypcaMly,
MeHe A KM€EHTa B ToCopraHax.

ObmuMn A4s1 permoHa OBIAM TakKe IIpOOAeMBI IIPeoA0AeHIs
IaTPOHAKHBIX TPaAMIINIL, TaK KaK B COBETCKOI CHCTeMe KAIOUEBBIM
KpUTepUeM HasHaueHMs Oblda ITOAUTIYECKAs AOSABHOCTh U BCE
rocyAapCTBeHHBIe cAy>Kallye ObLAY IOANTUIeCKMI Ha3HaYeHITaM .

O6muM HacaeayieM IIPOIIAOTO TakXKe CTada pa3MBITOCTh MOpadb-
HO-DTUYECKIX OCHOB oOIrecTBa. ToTaauTapHasl cucTeMa BOCIIMTala
npeJcTaBAeHe O TOM, YTO TIOCYJapCTBeHHasl COOCTBEHHOCTD
SABASIETCS. «HWYEVMHON» M «yPbIBaTh KYCKN» He SBASETCS aMOpaadb-
HBIM. B pesyaprate meakoe «HeCyHCTBO» CTaZ0 MacCOBBIM U He
OCy>KA4a10Ch ODIIIeCTBOM, a Ja’ke IOOIIPsIA0Ch Ha OBITOBOM yPOBHE.
IIpeogoseBaTh Takoe BOCHpUATHE B OOIIECTBE IIPMXOAMAOCH
B IIep10J, KOIja MOsIBIAach YacTHasl COOCTBEHHOCTH, IIPOXOANA IIPO-
LlecC IpuBaTU3alY, YTO, KOHEYHO, He MOIJA0 He CKa3aThCsl Ha BbICO-
KOM YPOBHE KOPPYIILIUIA

B 1<a>1<40171 CTpaHe €eCTb TakK>Xe WU CHeL[I/ICl)I/I‘IeCKI/Ie BbI3OBEI,
OGYCAOBAEHHI)IE CTparerm4eCKrMIM IIpropmuTeTamMy, KOHKY PEHTHBIMIL
npenMymecrsamMu, COL[I/IaABHO-QKOHOMI/I‘IeCKOI?[ MOA€Abl0, YPOBHEM
AEMOKpPaTM3aln 1 OKMAaHMIMI O6H.[€CTBa.

OrTBeTnl Ha DTU BBI30BbI B 3HAUNTEABHOI CTEIIeHN 3aBUCSIT OT CUCTEMBI
oTOOpa ¥ MPOABVDKEHMS KaApoB, KOTOpas AOAKHA OOeCIednThb
oTOOp U HpPOABIKEHMe Ha TOCyAapCTBEHHON cAy>kOe Hamboaee
AOCTOVHBIX I'Pa’kAaH TOTO MAY MHOTO TOCyAapcTha.

B pedopme rocysapcTseHHON CAyKOBI, KaK HM B KaKOWl ApPyroi
cdepe, Kar0ueBLIM (PaKTOPOM SIBASETCS BOAS MOAUTUIECKUX DAUT
U AUAEPOB, TaK KaK CONpPOTUBAeHUe pedopMaM UAET M3HYTpU
TOCyAapCTBEHHOIO aIlllapara, CO CTOPOHEI TeX, KTO He XO4eT TepsTh
MHAUBUAYaAbHbBIE «AUBUAEHABD» OT IIaTPOHA>KHBIX OTHOIIEHMIA.

Emre Ha 3ape Hesasucumoctn Kasaxcrana Ipesuaent H. HazapOaes
NOPy4YnA cBoer AgMuHucTpauyu u IlpasuteapcTBy M3ydmnTh Iiepe-
AOBOVI MEXAYHAapOAHBIV OITBIT B Cc])epe roCyAapCTBEHHOM CAy>K6bI,
OTMeTUB IIPM DTOM, YTO HeAb3sl CAeNO KOIMpOBaTh, HY>KHO OpaTh
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Aydiliee 1 aJalTUpOBaTh K COOCTBEHHBIM peaAnsM C y4eToM IpodaeM
u npuoputetos pedpopmupopanus. C 9TOro u Hayaaach CUCTeMHas
pabota o popMupoBaHNIO ITPOPECcCrOHaABHOIO TOCYAapCTBEHHOTO
amrapara.

Briepsble 40ArocpouHble HMPUOPUTETH KOMILAEKCHO OblAM ODO3Ha-
yensl I 1aBoit rocyaapcrsa B Crparerun «Kasaxcran —2030» B pasaeae
«[IpodeccrnonaabHOe 1M KOMIIAaKTHOE IIPaBUTEABCTB». B ycaoBmsax
peaamsanun  aanHoi Crparerun B Kasaxcrane ocyIiecTBaeHO
HEeCKO/BKO DTarloB pedopm.

B cepeaune n xonre 1990-x rogos Ha Oase M3yueHUs IepesOBBIX
MMPOBBIX TeHAEHIIMII M oOIblTa cpOpMIUpPOBaHAa COBPeMeHHas
3aKOHOAaTeAbHas: ¥ MHCTUTYILMOHaAbHas 0Oasa, IOAy4MBIIAs
IpU3HaHVe MeXAyHapOAHBIX DKCIIEPTOB.

B 1999 roay Obla npuHAT AelicTByommii 3akoH PecrryOamkm
Kasaxcran «O rocysapcTseHHOI cAy>kOe», KOTOPLIM BIIepBbIe
Ha TIOCTCOBETCKOM IIPOCTPaHCTBe OBLAO OCYIIIeCTBAEHO pasdJae-
AeHNe TOCYAapCTBeHHBIX CAY>KaIllMX Ha MOAUTUYECKUX U ajMUHU-
CTpaTMBHBIX, BBeJeH O0Os3aTeAbHBII KOHKYPCHBII OTOOp Ha
aAMIUHICTpaTUBHbIE TOCYAapCTBeHHBIE 40AXKHOCTH, IIpeAycMOTpeHa
3aluTa agMMHUCTPATUBHBIX TOCYAAQPCTBEHHBIX CAY>KaIllMX IIpU
CMeHe TTOAUTUYECKIX TOCYAapPCTBeHHBIX CAY KaIllMX.

Xouy OTMeTUTL, YTO TOABKO OTKPBITBINI KOHKYPCHBII OTOOp
IIO3BOAMA PeaAn3oBaTh KOHCTUTYLIMOHHOE IIpaBO Ha PaBHBIN
AOCTYII K rocyAapcreHHoi cay>koe. C nagaaa 2000-x rogos 6oaee
550 TeIC. TpaxkJaH NPUHAAM ydacTue B KOHKYpCax AAs 3aHSATU
BaKaHCUI B TOCOPTaHax, Ipy 5TOM 0K040 130 ThIC. 13 HMX Ha3HAYEHbI
Ha J0AKHOCTIA

baarogaps npunaTHIO 3aKOHa MPOM3OIIAO 3HAYMTEAbHOE CHIKe-
HIU€ BAMSHUS IOAUTUYECKUX IIPOLIECCOB Ha KajpOBBbII COCTaB
roCyAapCTBEHHOIO aIlllapara, cpopMupoBaHa ClCTeMa yIIpaBAeHNs
IIePCOHAA0M, YTO ITO3BOAMAO IOBBICUTH MPO(ECCUOHAABHBIN YPO-
BeHb IOCYAaPCTBEHHBIX CAY KaII[X.

Ecan B cepeaune 1990-x rogos cMeH:AeMOCTb KajapoOB B rocygap-
CTBEHHOM allIapare Ipy CMeHe MMHICTpa MAM aK/Ma COCTaBAsAa
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20 60 %, TO cermyac CMeHIeMOCTb COCTaBASIET OKOAO 5 % OT IITaTHOM
YVCAEHHOCTHU (CaMble «ITMKOBBbIE» 3HAYEHISI COCTABASIAN OKOAO 15 %).

B 1998 roay B Kasaxcrane co3aaHo mepBoe B permoHe ATeHTCTBO I10
AelaM TOCyAapCTBeHHOM CAY>KOBI ¢ TeppUTOpMaAbHBIMU IOApa3ae-
aenmsmu. Bo Bcex 00aacTsx cozgaHbl AMCHMIIAMHAPHBIE COBETH, a
TaK>Ke (PyHKIMOHMPYIOT 3aAbl TeCTUPOBAHASL.

ObpaszoBana Axagemus TOCyAapCTBEHHOTO —YIIpaBAeHUs IIpU
ITpesnaente Pecriybamku Kazaxcran. Bo Bcex 004acTsx AeicTByIOT
permnoHaAbHble IIeHTPbl OOyUYeHNs TOCYAapCTBEHHBIX CAy>KaII[X.

Takum oOpasoM, co3gaHa MHCTUTYIIMOHaAbHasl Oa3a HaKOILAEHUS
IIpakTU4ecKoro OIbITa pedopM, peaausanyy 0Opa3oBaTeAbHBIX
IIPOrPaMM 4451 TOCYAapCTBEHHBIX CAy>KaIllX U IIPOBeJeHIsT Hayy-
HBIX MICCA@AOBaHNI B cpepe ToCy4apCTBEHHON CAY KOBbL.

/JlaHHble Mephl CTaAM BO3MOXHBI 04arojapsi KAiodesomMy (aKkTopy,
ornpegeasomemy ycrex pedpopM B cepe rocyjapCTBEHHONM CAYXK-
Op1, — TOAUTIYECKOI BOoAe [1aBbI rocysapcTsa.

Hecmotpst nHa 1O, uTto B Hayasae 2000-x rogos Kasaxcran mpusHaH
anaepom pedopm B cepe rocyAapCTBeHHON CAy>KObl B permoHe,
MBI HPOAOAXKMAN U3yUeHe MeXAyHapOAHOTO OIIbITa UM aHaAu3
COOCTBEHHBIX ITPOOAEM.

B 2012 roay B Crparernn «Kasaxcran — 2050»: HOBBIN TTOANTUYECKUIA
KypC COCTOSBIIETOCSI TOCyAapCTBa» JaHHOe HallpaBAeHlUe Bblje-
A€HO B AOATOCPOYHBIN HOPHOPUTET «/aapHelilnee yKpereHue
TOCYAapCTBEHHOCTV ¥ Pa3BUTHE Ka3aXCTAHCKOM AeMOKpaTUII».
IIpesnaent H. HasapOaes 04HO3HAYHO OllpeeAna, YTO pa3BUTIE
AeMOKpaTuu  sBAseTCs BaKHeMIMM  (PaKTOpOM  YKpeIrLAeHMs
rOCyAapCTBEHHOCTH ¥ IIOBBIIIEHNs D(PPEKTMBHOCTU TOCYAapCTBeH-
HOTO amrapara.

Kax ormerna IlpesmaeHT, HeOOXOAUMO «OTOUTH OT OAHOCTO-
POHHe-BAACTHBIX II0AXOA0B BO B3alIMOOTHOIIEHMSIX Tocarlrapara
Cc HaceseHueM K 9(QeKTUBHOMY U OIepaTUBHOMY OKa3aHUIO
rOCYAapCTBEHHBIX yCAYT».
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Ha ocnose noaosxenni Konnenm HOBOI MOAEAM TOCYAapCTBeHHOM
cAy>kObl, aHaAM3a IPoOAeM B CUCTeMe TOCYAapCTBEHHOM CAY>KObI
oIpeJeAeHbl IIPUOPUTETH HOBOTO DTaria pepopM.

ITpy ®TOM KAIOUEBBIMM MHAMKaTOpaMy pepopM 00O3HaUeHbI:

1) mnosblmeHne ypoBHs AOBepHs HacedeHUs K CUCTeMe OTOopa u
IIPOJABVIKEHN:A KaAPOB;

2) MHOBBIIIEHNE YPOBHS JAOBepMs CaMUX TOCYyAapCTBEHHBIX
cAy>KalNx K CO0AI0AeHNIO IIPUHIINIIa MePUTOKPaTII;

3) MHOBBIIIEHNE YPOBHS YAOBAETBOPEHHOCTU Tpa’kJaH KadyecTBOM
U AOCTYIIHOCTBIO IOCY AaPCTBEHHBIX YCAYT.

C 26 mapra 2013 roga BBeA€HBI NPUHUNIIVAABHBIE M3MEHEHNS U
AoroaHeHns B 3akoH «O rocygapcTBeHHON CAy>kOe», IPUHAT psij
IIOA3aKOHHBIX aKTOB, CO3aaHa HanmonaapHas KoMmccms IO Kag-
poBOII moauTuke pu I1ase rocygapcrsa.

Hopoe 3akoHO4aTeAbCTBO oOOecriednBaeT yCHUAeHUe MPUHIINUIIA
MEepPUTOKpaTUy IpU OTOOpe U IPOABVXKEHMM KaapoB, CO3jaHUe
YIIPaBA€HYECKOTO KOpIryca «A», COBepIIIeHCTBOBaH/E MHCTUTYTOB 1
MeXaHM3MOB yIIpaBAeHIs [IePCOHAA0M, yCUAeHYe AVICIIUTIAVTHAPHOTO
U HTNYECKOTO KOHTPOASL.

B sTux measx:

®  YCOBEpIIEHCTBOBAHBl MeXaHU3MBI IIPOBEAEHMS] KOHKYPCHOTIO
orOopa 1 GpOpMUPOBaHIA KagPOBOTO pe3epsa;

* [OpeiyCMOTPEHLI Mephl IO IIOBBIIIEHUIO IIPO3PadHOCTU
AeSITeAbHOCTY KOHKYPCHBIX KOMMCCHIA;

*  MUHUMM3MPOBaHBEI BO3MOXKHOCTH A5 BHEKOHKYPCHOTO Ha3Ha-
YeHMs Ha TOCyAapCTBeHHBIe 0AKHOCTH;

® 3aKOHOAATeABHO BBEJEHBI IIOHATIS OLIEHKM KauyecTBa paOOThI
rOCy4apCTBEHHBIX CAY>KaIllUX, CTaKMPOBKM, HaCTaBHUYECTBa,
KaphbepHOTIo I1aHUPOBaHNs, pOTaIU;

* npeaycMOTpeHO (pOpMHUpOBaHME B TOCOpraHax CAyXO yIpas-
AeHUs IIepCOHAaAOM U €AVHBIX KaAPOBBIX CAY>KO Ha permoHaAb-
HOM ypOBHe.

XO‘{y OTMETNUTD, YTO BIIEPBBIC B 3aKOH BKAIOYEHA OTaeAbHas raaBa
110 CO6AIO,ZI,€HI/IIO C/ly>K€6HOI7[ OTUKN 1 aHTHUKOPPYIILIMOHHOMY
IMOBEACHUIO TOCYAapPCTBEHHBIX CAY KaIllVIX.
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C 2012 roga Hauato O104XeTHOe (PUMHAHCUPOBAHME HAyYHBIX
nuccaeAoBaHmii B cdepe TOCYAApCTBEHHOTO yIpaBAEHUS U
rOCyAapCTBEHHO CAY>KOBI.

Hagara pabora 1o co3gaHMio WHQPOPMAIVIOHHON CHUCTEMBI
«e-KbpI3MeT», ~ KOTOpas  IO3BOAUT  peaan3oBaTb  MeXaHU3MBbI
yIIpaBAeHIsI II€PCOHAAOM TOCYAAPCTBEHHON CAY>KOBI B pexkume
OHAalH.

BaskHerinieit Mepoit o MpodeccuoHaAu3alny KagpoBOro cocTaBa
rOCyAapCTBEHHBIX CAy>KalllMX CTado pelreHue IaaBpl rocygapcrsa
O COKpalleHU! YMCAEHHOCTU TIOAUTUYECKMX TOCYAapCTBEHHBIX
cAy>KallluX B 8 pa3 U cO3AaHUN YIIPaBAEHYECKOTO KOpITyca «Ax.

IIpumeyaTteabHO, 4YTO Hamia KOH(QepeHIUs IIPOXOAUT B AHMU
IIpOBeAeHNs IIePBOTO OTKPBLITOTO M TPaHCIIApeHTHOIO KOHKYPCHOIO
oTOOpa B KagpOBbIil pe3eps YIIPaBAeHYeCKOro KOpIIyca «A», KOTOPBIA
B psiJe CTpaH Ha3bIBaeTcs senior executive service.

Aas ygactus B otoope Ha 3aHsaTHe 550 A40AKHOCTeN KopIryca «Ax»
nogaanm AokyMmeHThl ©Oosee 2000 ueaoBeK, cpeay KOTOPBIX Kak
AeNICTBYIOIINe TOCyJAapCTBeHHble CAy>Kalllie, TaK U KaHAUAATHI,
He COCTOAIIMEe Ha TOCyAapCTBeHHON cAy>kOe. 3a IiepBble AHU
TeCTUPOBaHNU: B HeM NpuHAAM ydactue okoao 1000 xaHAMAaTOB,
pu 9ToM 2/3 mporriao ero ycrerHo. Cpeau TeX, KTO He IIpeojoaea
IOporoBble 3HadeHns1, 6oaee 50 A€MICTBYIONINX aKMMOB PallOHOB U
TOPOJOB.

Ba>kHOIT Mepoii 110 TTOBBIITIEHNIO 9P PeKTUBHOCTY TOCYAapCTBEHHOTO
arapara craao npuHsTie 3akoHa «O rocyAapCTBEeHHBIX YCAYTaX».

Taxum obOpasom, B pesyasrate pedpopm B Kasaxcrane chpopmmupo-
BaHa MOAeAb TOCYJAapCTBEHHON CAy>KOBI, KOTOpas, II0 MHEHMIO
Me>XAYHapPOAHBIX DKCIIEPTOB, COOTBETCTBYeT COBPEMEHHBIM MeXKAy-
HapOAHBIM CTaHAapTaM.



YBaskaemble yuyacTHUKM KOH(pepeHuyn!

Kazaxcran s3amHTepecoBaH B aKTMBHOM M3Y4YeHUM AydIlIen
MeXAYHapOAHO! IIPaKTUKU M TOTOB AEAUTHCA COOCTBEHHBIM
OIIBITOM Pa3BUTISI MOAEAN TOCYAaPCTBEHHOI CAY>KOBI, ITOAYYMBIIIel]
BBICOKYIO OLI€HKY DKCIIEPTOB.

B Acrame B MapTe TeKyIero roja COCTOAAOCh OTKpPBITHE
PernonaapHoro xaba, KOTOpBIN IpU3BaH CTaTh MHCTUTYIIMIOHAABHO
0a30i1 445 AMaaora y4eHbIX U IIPaKTUKOB B cpepe rocysapCTBEHHO
CAy>kObl, HEIIPepPBIBHOTO OOMeHa OIIBITOM U 3HaHUSIMM, peaAu3alium
COBMECTHBIX IIPOEKTOB, a TAK>XKe CO34aHNsI CeTH HKCIIePTOB.

Kak ormeTna B cboeM IIpuBETCTBEHHOM CAO0B€ y4aCcTHMUKaM Yupeau-
TeapHOM KoHpepenuym [Ipesuaent H. Hasap6aes, Kasaxcran name-
PeH cozaaBaTh Bce yCA0BI:A 4451 9(PPeKTUBHONM PabOTLI ceKpeTapuaTa
1 BMeCTe C ITapTHepaMU IIPeAIIpMHIMATh yCUANS 110 HapallXBaHIIO
noreniuaaa Pernonaasnoro xa0a.

C yuactmem apysent PermonaapHoro xaba M MeXXAyHapOAHBIX
DKCIIePTOB MBI HaMepeHBbI IIPOBOAUTH COOCTBEHHBII aHAAU3 ITpoOAeM
B cdepe TocysapCTBEHHON CAY>XKObI 1 OIpeAeAsiTb BO3MOXKHBIE
IIPYOPUTETBL

VBepeH, 4TO Hallla IaHeAbHas CeCCUsI BHECET BeCOMBIN BKAaj,
B OIlpejeAeHrie Mep 110 MOAePHM3alMI U TIOBBIIIEHNIO D(PPeKTIB-
HOCTU TOCYAAPCTBEHHOIO arlapara U COAEVICTBUIO YCTOMYMBOIO
Pa3BUTIST HAIIX TOCYAAPCTB.

Keaaro 111040TBOPHOI PabOThI, MHTEPECHBIX AUCKYCCUIT U YCIIeXOB
B pepopMe rocygapcTBeHHOI cay>k0bl! baarogapio sa sHumanue!
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INTERNATIONAL INSTITUTE OF ADMINISTRATIVE SCIENCES:
A WORLDWIDE PLATFORM FOR ADMINISTRATION

Main trends and developments
in Public Administration and Public Sector

Rolet Loretan’

In this paper for the firstissue of the electronic Journal, I would like to
briefly present the International Institute of Administrative Sciences
and to underline the some main trends in the Public Sector as well
as the major issues currently addressed by our network and the IIAS
Study Groups. The International Institute of Administrative Sciences
was created in 1930, in Madrid, by the International Congress of
Administrative Sciences. From a historical point of view, IISA is
the first specialized institution to affirm its scientific willingness, at
the international level to solve the problems and challenges facing
national and international government institutions so that is why
ITAS is a unique platform of its kind.

IIAS is represented by more than 100 countries through our
member states, national sections, corporate members, international
organization members, and the members of our specialized
association and regional groups: respectively the International
Association of Schools and Institutes of Administration (IASIA)
and the European Group for Public Administration (EGPA), the
Latin American Group for Public Administration (LAGPA) and the
newly established Asian Group for Public Administration (AGPA).
By developing its regional strategy, the Institute try to cover its
diversity and to ensure the representation of the different regions
of the world. We are developing platforms in the Middle East and
Gulf region and in Africa.

IISA’s vision is to improve the Administrative Sciences worldwide?
and promote good governance in order to establish a modern and
responsible public administration.

! Director General, the International Institute of Administrative Sciences (IIAS), professor
2 [IAS-1ISA : www.iias-iisa.org
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The Institute’s mission is to advance the organization and the
operation of government / public agencies so that they are able to
meet the current challenges and the future needs of society.

The Institute’s objectives are:
e to promote the development of administrative sciences;
e to provide a forum where practical experiences and theoretical
analyses of experts (academics and practitioners) in public
administration worldwide and from all cultures are presented
and discussed;
to establish a link between research and practice;
to improve the organization and the public administration;
to develop effective administrative methods and techniques;
to contribute to the governance progress in national and
international administrations.

In order to achieve all these objectives the Institute analyses how
the administrative authorities use their means in order to fulfill
their missions. The institute is interested in the science education
administration teaching, in the training, in the development and in
the enhancement of the staff, in the way the organizations services
are organized and in the implementation of various scientific
disciplines related to public administration.

In addition, it conducts studies and researches, it develops plans and
projects and concludes agreements that analyze the organization
and functioning of public services. In order to achieve the goals
mentioned, IIAS gathers the necessary documents and answers to
the requests that are linked with its fields of study.

ITAS also develops a Knowledge Portal®> where several focus are
under examination and discussion. We posted country profiles,
news about the Public Sector developments, links to case studies
and interviews of academics and practitioners.

3 IIAS KP: http:/lwww.pa-knowledge.org/
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Main trends and developments
in Public Administration and Public Sector

1) Leadership and professionalism

Knowledge, skills, abilitiesand attitudes of futureleadersareessential
to the development of public policies. Their implementation and the
development of administration must be in line with contemporary
problems. Training and professionalism of future leaders is at the
heart of our reflection.

Leadership is an essential element of public governance. The
most important role of leaders in the public sector is to solve the
problems and challenges in a specific environment. We are looking
for people able to promote institutional and organizational and
human adaptations (attitudes and abilities) in accordance with the
public interest. Leadership is an important variable and very crucial
because it leads to the strengthening of management capacity and
to a performing organization.

There is no single model for the future leaders because each
country has its own values which guide the public sector, and the
management systems are different from one country to another.

As we focus on the development of the leadership, we discuss about
interactions between the concepts of leadership and innovation.
Especially, we investigate how future leaders can lead

(introduce), guide, manage and develop innovation in the public
sector.

The content of the training of leaders and administrators may
vary depending on the context. Currently, in the context of the
international crisis, leaders are expected to develop a vision, to
transform and to adapt the skills. They have to be ambitious, to
be energetic, to have integrity, and to use intuitive intelligence. A
good leader must especially be able to adapt him to the changing
circumstances in which he or she must work. Stress resistance is
also a desired quality.

Leadership styles should differ according to the needs of the
organizations, according to the type of employees, to the dynamic
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context in which the organization is situated, according to the
administrative culture and according to the abundance or to the
scarcity of resources. There is a narrow correlation between the
need for strong leaders and crises. Management of these triggers a
strengthened need of leadership. The leadership of the future must
be defined by considering social media, the interaction between
world leaders, national and local leaders, and considering the
need in order to compensate the lack of leadership. Turbulences,
uncertainty and unpredictability are the current contextual data
that we must take into account. We need more and more a type of
leadership that preserves professionalism, respect the laws, rules
and regulations in order to deal with the chaos and threats that
affect our societies. If the training needs for the leaders of tomorrow
are recognized as essential and urgent, we must ask ourselves about
the training provided by institutes and training schools on the
effectiveness of training institutions. We must also consider what are
the basic skills and abilities that we teach to the young generations.
Therefore, our reflection focuses on educational programs and their
national, regional and international accreditation.

The 2013 IIAS-TASIA joint Congress was dedicated to this important
topic. More than 450 participants addressed the different themes
related to Leadership for the future.

Therefore, questions were discussed like: How to build a leadership
cadre that is more responsive or representative? How to redirect
and refresh existing cadres if they have begun to get out of step with
the society they represent? Can future leadership be strengthened
and adapted as a solution to national public challenges? In what
way might cultures and behaviors have to adapt along the future
leadership to create more functional societies? What do public
sector leaders learn from the past as they lead into the future? Also
of interest are public sector leadership approaches: Professionalism
versus managerialism? How governments can build public
leadership capacity for the future? Can leaders intervene pro-
actively, or not, in public organisations? What will be the definition
of major tasks for future leaders?

REGIONAL HUB OF CIVIL SERVICE’S E-JOURNAL #1 OCT. 2013
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2) Innovation in the public sector

The “innovative practices” in the public sector refers to the
definition of problems and challenges, the development of new and
creative ideas, but also to the selection and implementation of new
solutions. Delivering innovative services in the public sector should
be considered as an opportunity to solve the political deadlock,
reduce costs and improve services for citizens.

To cope with the new challenges in the public sector, leaders have to
develop innovations in order to improve the quality and to provide
customized low-cost solutions.

Citizens expect from different governments to implement new
reforms in order to provide convenient and accessible services by
using modern technologies.

We must consider the nature and the role of leaders in order to
see how they direct and manage innovation: innovative responses
in order to face crises, organizational and management changes,
according to new needs, innovations initiated by frontline civil
servants and by intermediary managers.

ITAS has initiated a study group on innovation in the public sector
and about the policies supporting innovation.*

The Institute is also a partner of the OECD project® to create an
observatory of innovation. This initiative aims to collect, organize,
analyze and share innovative practices across the public sector,
through an interactive database online.

Today, the public sector in many countries faces the dual challenge
of financial constraints and the demands of an increasingly diverse
and growing concerns about the delivery of public services. The

*IIAS Study Group : Innovation in the Public Sector

There is also partner network: LIPSE: LIPSE or “'Learning from Innovation in Public Sector
Environments”” is a research project studying the drivers and barriers of successful social innovation
in the public sector. With a budget of 2.5 Million Euros - funded by the 7th Framework Programme
of the European Union - it is one of the largest projects on social innovation in the public sector.
The research is being conducted by EU researchers from 12 different universities in 11 countries.
http:/lwww.lipse.org/

®OECD Innovation in the Public Sector : http://www.oecd.org/innovation/
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role of innovation in promoting efficiency and effectiveness in the
public sector is at the heart of this partnership project.

The innovative service delivery in public sector has to be seen as
a new possibility for breaking policy deadlocks, reducing costs
and improving services to the benefit of citizens. In order to serve
the rising demands from the public sector, new and creative
ways that improves quality and provides customized solutions
at the same or less costs will have to be developed. Citizens quite
rightly expect governments to implement new reforms in order to
provide convenient and accessible services with the use of modern
technology. In fact it is not enough to have innovative service
delivery in the public sector; the public sector should also spur the
development of new types of services and solutions in the private
sector.

Some questions were also discussed during our Congress: which
public sectors mostly need innovative service delivery? What are
the different possibilities to adapt innovative service delivery from
the private sector to the public sector? What could be the future
service delivery models for the public sector?

3) Coordination in the public services: looking for the public
action consistency

Ongoing reforms and reform movements in the public sector focus
more and more on the importance of coordination.

In an inter-organizational context, coordination is a deliberate
alignment of tasks and efforts of public sector entities in order to
generate greater coherence in public policy and to reduce replication,
gaps and contradictions within and between policies.

The aim is also to make better use of limited resources, create
synergies by gathering the different stakeholders in a particular
these from the policy area, and to provide citizens with better access
to public services.

Coordination efforts are made to reduce fragmentation in the public
sector and in the public services. This strengthened coordination is
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due to a growing awareness that the existing expertise in the public
sector unit is not always able to take up the complex challenges.

This includes in particular the “pernicious problems” for which
there is no predefined solutions, and includes challenges such
as climate change, unemployment, internal security, criminality,
health, immigration, drugs and an absence of social cohesion.
These problems are challenging existing models of organization
and management, they do not fit easily into the organizational
context which are already in place and are constantly supervised
and cropped. They are unlikely to be treated by a single department
and / or a public body, they often cross organizational boundaries.

The intent of new mechanisms and of new practices of coordination
is generally integrate the various public sectors and areas of action
in order to create greater coherence, effectiveness and the ability to
integrate the ability to direct and the ability to manage.

Coordination practices exist in different forms and under different
labels: integrated governance, results-based management, de-
compartmentalized government, global governance, new public
governance, administration by networking, partnerships, cross-
cutting policies, etc...

ITAS decided to dedicate a special focus on its Knowledge Portal to
this issue in collaboration with the research group called COCOPS®.

4) Co-production of public services, Transparency and Trust

The last trend that IIAS is analyzing is the Co-production of public
services and the new relation between partners (government
institutions, decision-makers and citizens) of the interaction for
defining, implementing and evaluating public policies and for the
delivery of public service.

¢ COCOPS: The COCOPS (2011-2014) project seeks to comparatively and quantitatively assess
the impact of New Public Management-style (NPM) reforms in European countries. Funded by the
European Commission’s FP7, this project will analyze the impact of reforms in public management
and public services that address citizens’ service needs and social cohesion in Europe. Drawing on
existing large-scale datasets and innovative new quantitative and qualitative data collection, the
project intends to provide a comprehensive picture of the challenges facing the European public sector
of the future, as identified by key stakeholders, including policy makers, public sector executives, third
sector groups, academics and citizens. www.cocops.eu
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If the concept of co-production of public service has begun from
the 70-80, it is now developed and refers to all public services
which are delivered through the commitment of citizens, users and
professionals in the public sector.

We can take many examples of practices that bring out the
involvement of users such as police forces, which are based
on information provided by residents, family members of a
neighborhood or neighbors to develop a policy of proximity to
assure the security or the education and school services that take
advice from parents, teachers and children to adapt education
timetables and leisure time.

Countries differ widely when they consider citizens as co-producers
of public service. In the current context of an international fiscal
crisis and a crisis of legitimacy of the public sector, the issue of
cooperation and commitment of civil society in the production of
services has gained considerable importance. The debate on the
co-production deals with normative aspects, but also ethical and
best practices. It also touches on mutual confidence between public
authorities and citizens.

The new IIAS Study group’ aims to better understand this
phenomenon, bringing out in a comparative manner

¢ the increasing role, at the international level, of users in the
production of public services;

¢ the organization and structure of public services,

¢ the interaction between professionals and people using and co-
producing public services,

¢ the capability and willingness of citizens to engage in co-
production;

e the potential benefits and the negative effects of citizen
commitment in the production of public service.

The dynamics of the public sector also raises the question of trust
that citizens / users put in the public sector, in civil servants and
in the public administration in general. This dimension can be the
object of very precise analysis and concrete measures can be taken.
This is the goal of another study IIAS Group: Trust and attitudes

7IIAS Study Group on Co-production of public services.
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by establishing an international database in order to compare and
to measure the citizen’s behaviors in terms of trust and mistrust
towards the governance actors. These are just a few examples of
themes that IIAS has recently focused on its agenda.

We must not ignore the older trends and issues on models of public
management, of e-government, of transparency, of measuring the
performance and of course management of human capital whose
role is essential in our administration.

Conclusions

ITIAS and its entities will address these issues during the meetings
of their respective Congresses, Conferences and Dialogues. The
ITAS regional groups will also deal with new questions in the future
depending the challenges to be faced by administrative authorities
in the different regions. These challenges will be addressed at local,
national, regional and international levels.

The 2014 IIAS Congress will be held in Morocco on the theme
of Rethinking of Responsibility and Accountability of Public
Administration in the Times of Globalization, Decentralization and
Privatization

Your contributions are most welcome. We look forward to your
active participation to IIAS activities.
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THE CrviL SERVICE REFORM IN (GEORGIA

Irakli Kotetishvili

The Civil Service Bureau of Georgia (CSB) is a legal entity of
public law, under the President of Georgia, responsible for reforms
and innovations in the Georgian civil service. Based on up to
date research and international expertise, we draft civil service
legislation, develop and promote human resource management
systems, carry out electronic governance projects and other anti-
corruption activities. Our mission is to promote effective and
transparent public governance in Georgia.

Georgia has committed to reform the civil service before various
international organisations such as: the European Union (EU); North
Atlantic Treaty Organisation (NATO); and the Open Governments
Partnership (OGP). The aim of the reform is to create effective and
transparent state institutions in Georgia, while ensuring fair and
equal treatment of its citizens.

Before 2003 Georgia was considered one of the most corrupt
countries among the former Soviet Union countries, with nepotism
acting as the driving force within the public sector. Following the
fundamental changes that arose from the Rose Revolution, Georgia
started to gradually reform its civil service. Various legislative
amendments were passed to enhance the existing legislation
and to bring greater transparency and efficiency; salaries were
significantly increased in the civil service to prevent corruption;
e-governance projects were developed to raise the efficiency of
public service delivery; the government publicly prosecuted many
corruption cases; civil servants underwent comprehensive training
in good governance and logistical advancements such as new
public buildings and modern equipment played a vital role in the
modernisation of the Georgian public service.

As a result of the Georgian civil service reform, Transparency
International and the World Bank named Georgia as the biggest
combatant against corruption in 2010. Moreover, Georgia was
considered as one of the least corrupt countries in Europe under
the Eurobarometer in 2012. The United Nations has also recognised
the work done by Georgia and in 2012 awarded the Public Service
Hall with a United Nations Public Service Award. This recognition

! Directot, Civil Service Bureau of Georgia
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was further extended in 2013 when the Civil Service Bureau was
presented the same award in recognition of its high efficiency in the
category of ‘Preventing and Combating Corruption in the Public
Service’. The practical results of the reform are now apparent:
police and other public services are now totally corruption-free; the
process of starting a company and registering real estate takes only
minutes; and all state procurements are done online; all of which
promotes transparency and accountability for its citizens.

The Georgian police reform was one of the most successful
examples in the reform process. The Government dismissed the
entire police force, announced tens of thousands of new vacancies
and required all new police officers to undergo intense scrutiny and
training. In order to ensure the new decrees regarding corruption
were upheld, salaries were raised significantly and all police officers
were assigned new cars equipped with the most modern IT tools as
well as new transparent glass offices to replace the out-dated police
buildings.

The introduction and development of e-governance systems within
the Georgian civil service was one of the main priorities of the country.
We have been actively working in this direction since 2009 and have
since been implementing a number of successful e-governance
projects. For example, the civil service online recruitment portal
www.hr.gov.ge which is a successful project of the Civil Service
Bureau, was launched in June 2011. Since the establishment of the
portal about 2, 700 vacancies have been published. Currently, there
are already 336 public agencies registered on the website and 90,
000 job seekers registered in the applicant database. We have also
been actively working on the development of mobile-friendly tools
for the portal to ensure the possibility of receiving this electronic
service via smart phones.

Another successful project initiated by the Civil Service Bureau
is the Online Asset Declaration System www.declaration.gov.ge.
Since the beginning of 2010, a unified electronic asset declaration
system was implemented in Georgia. Transition to the Online Asset
Declaration System has significantly improved the process and
simplified procedures for submitting declarations by senior officials.
Nowadays, any interested party can download the declaration of a
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senior official for free without going to the office, filing a request and
paying a fee. As previously mentioned, the system was awarded a
Public Service Award in 2013 by the United Nations.

The Minimum Technical Standards for software for Human
Resources Management and Document Flow were developed and
approved by the Government of Georgia and further allow for the
civil service to improve its operational processes. By the end of 2013,
the software shall be introduced to all agencies funded through
the state budget and will considerably save on materials, time and
human resources. In order to further improve electronic systems,
we continue to work towards improving existing online tools and
facilitate the transfer of all other possible government services to
online space.

Among our priorities the activities aimed at raising the
qualifications of civil servants deserves a particular emphasis.
We strive to organise on-going training sessions for civil servants
in the following directions: integrity and ethics; human resources
management; leadership; project management; e-governance and
other topics which have been flagged as a priority. We truly hope that
this kind of qualification raising initiatives will further strengthen
the civil service in Georgia and contribute to the implementation of
changes envisaged by the civil service reform.

Executing effective civil service reform is not easy as each country
has its own cultural, historical and political background, which
in part affects its implementation. However, we have learnt that
successful reforms need to be orientated around the citizen; civil
service reform is cross-sectorial and triggers interests in all branches
of government; donor support and guidance is crucial as it brings
insight from established democracies; shifting public services into
online space and bringing in IT solutions is possibly the best option
to achieve immediate and tangible results. During the reform
process there should be corruption-preventing mechanisms in place
and the constant fight against corruption is crucial.

Despite numerous successful initiatives implemented within
the reform process, the civil service in Georgia still faces many
challenges. Civil service still needs to be depoliticised; there is
a lack of common nationwide HR practices; there is no system
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of continuous capacity building of civil servants; citizens are less
engaged in government decision-making process and civil service
legislation is still out-dated.

In order to further achieve the aims of the civil service reform
process, we must continue to work towards the full depolarisation
of the civil service by separating executive and political positions;
reforming HR departments by applying modern techniques and
methodologies; consistently applying merit-based recruitment and
appointment; reforming pay and bonus systems and finally setting
up continuous training curricula for Georgian civil servants.
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['OCYAAPCTBEHHAS CAYXBA Poccum:
COCTOSIHUE U TIPOBAEMDI PA3BUTUS

Typuurios AN
YBakaemble ydacTHUKHU dopyMal

ITpoGaemsr, oOcykaaeMble Ha ¢opyMe, SBASIOTCA —KpaliHe
akTyaabHbIMU A4s1 Poccun. ITosToMy BbICKaXKy psad cOOOpa>keHMu,
KOTOphle, KaK MHe KaykeTcs, MOIyT JaThb OTBeTHl Ha HEKOTOpbIe
BOIIPOCHI, BOSHMKAIOIIe I y TeX, KTO pa3dpadaTbhIBaeT peaA0KeHI s
10 IpoDAemMaM pa3BUTHS TOCYAAaPCTBEHHON CAy>KObl, U y TeX, KTO
IIPOXOAMUT TOCYyAapCTBEHHYIO cAy>k0y. IIpexxae Bcero, 9T0 Bompocs,
KOTOpBle OTHOCATCA K Ipo0JeMaM KauecTBa IOCyAapCTBEHHOI
CAy>X0bl M TIpodeccroHaAM3Ma TOCYAAPCTBEHHBIX —CAY>KaIlMX,
IIpoDAeMBl aBTOpUTeTa roCyAapCTBa U FOCYAapCTBEHHBIX CAY KaIX
B OOIlecTBe U HEKOTOphle apyrue. Ha Moil B3rasg, oHU MMeEIOT
XapakTep MHTePHaIIMOHAaAbHBIX, B TOM CMBICAE, UYTO aKTyaAbHbI
B TOM MAM VIHOW CTeIleHU M AAS APYTUX CTpaH, IIOCKOABKY OAHOM
U3 aKTyaAbHBIX IIPO0AeM roCyAapCTBEHHOTO yIpaBAeHUs, IIPaKTH-
9JecK! AAsl BCeX CTpaH, sBASETCS MOMUCK Hamboaee D(PQPeKTUBHBIX
MeXaHM3MOB peaamsanuu 3adad u QyHKIuUil rocydapcrsa. OagHum
U3 TaKMX MEeXaHM3MOB IOCYJapCTBEHHOIO YIIPaBACHMS BBICTYIIAeT
rocyAapcTBeHHas1 cAy>k0a.

Ho ecan aas crpan, xkak B Poccun npuHATO rOBOPUTH, AaAbHETO
3apyOeXbsl MHOIMe IIpoDJAeMBl 9TOIO MeXaHM3Ma pelaloTcs
IIPEeUMYILeCTBeHHO DBOAIOLIMIOHHBIM ITyTeM, TO A4: Poccuu u crpan
CHI mpoGaeMbI rocyAapcTBeHHOCTY IIPUIILAOCH PelllaTh B YCAOBIIX,
He MIMEIOIIIX aHaA0T0B B ICTOPMY, YCKOPEHHO, IO CYILIeCTBY ITyTeM
PEeBOAIOIIVIOHHBIM.

B cranosaenun rocysapcrseHHOM cAy>KObl Poccryt MOXKHO BbIA@AUTD
ps14, 9TaIloB, U aBTOPCKOe BUJEHMe 34eCh BIIOAHe YMEeCTHO, TaK KakK
IIPUIILAOCH IIPUMHMMAaTh HeIOCpeACTBEHHOe yuacTie B KaXKAOM
13 HUX. B HEKOTOPBIX UCTOYHMKAX peyub MAeT 00 DTarax pedpopMmbl,

T Aupexmop Mucmumyma eocydapcmeennotl cayxbol U ynpasieHus nepcoHanom, 3a-
sedytoujuti kagedpoil eocydapcmeennoii cayxbvl u xadposoit norumuxy PAHXul'C,
doxmop coyuonozuMeckux Hayx, npogeccop, sacayxkenuvtii desmenv nayxu Poccuiickoi

Dedepayuu
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MBI JKe TOBOpMM OO0 ®Tallax CTaHOBAeHus U pasputus. Cumraio,
4TO IIPUHIMUINAABHON Pa3HUIIbI HET, IIOCKOABKY KaXKAbIM U3 HUX,
IO CyTH, cogep>Kaa IPU3HAKM KaueCTBEeHHOIO CTaHOBAEHMS DTOTO
COIMAABHO-TIPABOBOTO MHCTUTYTa U II0 BPeMEHM OHM COBIIaJaloT.
Pazamume cocTouT B Ha3BaHUI DTAIIOB CTAHOBAEHMS U Pa3BUTU U
9TaroB pePOPMBEIL.

Uro xapakTepHO AAs 9TallOB CTAaHOBAGHMs U Pa3BUTHA
rocyAapCTBeHHO cAy>kKObI B Poccun.

Yronudeckmii »Tam craHoBaeHus (1992-1995 rr.). Ero cyts
COCTOMT B TOM, YTO Te, KTO B31ACS 3a CO3JaHMe WMHCTUTYyTa
rOCyAapCTBEHHOI CAy>KOblI, BIIOAHE VICKpPEHHe IIPeACTaBAsSAN ero Kak
BecbMa OBICTPO KOHCTPYMPYeMYIO HOBYIO TOCYAapCTBeHHYIO MalllHY,
B KOTOPOI1 HaJ0 CPOYHO 3aMEHUTD YeA0BeYeCKYIO COCTaBASIOITYIO.
M nostomMy B umcae IpPUOPUTETOB, BIIOAHE €CTeCTBEHHO, OblLANL:
a) co3gaHye HOPMaTUBHOI, a 3aTeM U 3aKOHOAATeAbHON 0a3bl HTOTO
MeXaHM3Ma 11 O) peopraHm3aliyisl CUCTeMBI IIOATOTOBKI apTUITHBIX I
COBETCKMX KaJpOB BO I1aBe C akaJeMuel o0IecTBeHHbIX HayK. OgHako
9TO OBLA0 COAeprKaTeAbHbIM 3201y AeH1eM, 00yCA0BAEHHBIM BecbMa
IIOBEPXHOCTHBIM IIpe/CTaBAeHNeM, B KOTOPOM OTpa’kaAoCh AWIIIb
YyBCTBEHHOE BOCIPMATHE, YacTUIla 3HaHUII O TOCYAapPCTBEHHO
cay>k0e KaK CAOKHOM COLMA/AbHOM SIBA€HUI CO CBOMMM BHYTpPEeH-
HUMM TeHAEHIVAMM ¥ IIPOTUBOPEUNSIMHU, MeXaHU3MaMM, BAUSTHIEM
OIPOMHOTO KOAMYeCTBa BHEITHIX (PaKTOPOB.

Tem He MeHee, Jake DTa HeaAeKBATHOCTH 3HAHUI O CAOXKHOCTU
roCyAapCTBEHHO CAY>KOBI KaK MeXaHI3Ma rOCyAapCTBEHHOTO YIIpaB-
AeHNs M03B0A1Aa CO34aTh BecbMa o011, paMOouHbI PesepaabHbIi
3akoH «O0 OCHOBax IocygapcTBeHHON cAy>kObl Poccuiickoit ®eaepa-
o (1995 ).

Karacrpodmueckmit sTan cranosaeHns (1996-1999 rr.). Passu-
THe TocygapcTBeHHOCTM Poccum B ®TOT Ilepmod HPOXOAUAO
B CAOXKHENIINX  COLIMAABHO-IIOAUTUYECKMX,  DKOHOMMYECKIX,
BHEIITHeIIOAUTIYEeCKMX yCAOBUAX. TeM He MeHee, Obla 3aIlyIlieH
MeXaHI3M CTaHOBAEHMs ¥ PasBUTUSA TOCYAapPCTBEHHBIX CAYXKO
cyobekroB Poccuiickoir Pegepanyn. OgHako OTCYTCTBME YIIpaB-
ASIEMOCTU MPOLIECCOM CTAHOBAEHUS, CEPbEe3HOI OTEeYEeCTBEHHOU
IpopabOTKM TeOpUM TIOCYyJapCTBEHHON CAY>KOBI 1M HapacTaHue



43

CyBepeHu3allyl  rocyjapcTBeHHOCTU  cyOBnekToB  Poccuiickoit
Degepaniuy  MOCTaBUAU TOCYAAPCTBEHHYIO CAy>XOy u camy
rocyJapcrBeHHOCTh Poccum Ha rpaHb KaTacTpogbl, IIpeKAe BCero
ee KagpoByIO cocTaBAsgoniyo. [TosTomy B ®TOT mmepuo roBOpuTh
0 pedopMe TOCyJapCTBEHHOI CAY>KOBI, KaK HEKOJ IPOAyMaHHOIA,
HayyHO OOOCHOBaHHOII, II€AOCTHOI CHCTeMe MepONpUATUII HeT
OCHOBaHNI1, IIOCKOABKY HaAO OBLAO HpeAlpMHMMATbh Mephl II0
CIIaCeHMIO TOrO MeXaHU3Ma, KOTOPBLIN elle B IOAHOI Mepe He
repecraa PyHKIMOHMpPOBaTh. CTaA0 SCHO, YTO €CAM COLMAaAbHO-
MOAUTUYECKMe U COIIMaAbHO-DKOHOMMYECKNe IIpollecchl OyAyT
pa3BUBATLCA TaK, KaK OHU Pa3dBUBAAMCh 4O DTOIO, TO IOCYAapCTBO
IlepecTaHeT CyIIleCcTBOBaTh, a OOIeCTBO PacKOAeTCsI.

ITpakTyecknii 9Tarl CTaHOBAEHMSI M pa3BUTHs (COOCTBEHHO
pedopma) (2000-2008 rr.). Havaao sTOMY Iporieccy I10A0XKUAN
pemtenns [Ipesuaenra PO B. B. Ilytuna 06 oopasosanun ¢peaepaan-
HpIX OKpyros (mait 2000 roga). A yxe B Hos0pe 2000 roga On1a0
ero rnopyudeHme o paspadorke «KoHnenumuu pedpopMupoBaHU
CHCTeMBl TOCyJapcTBeHHON caAykOnl Poccuiickoit Pegeparuim».
B »TOT nepmoa Havaacs MHTEHCUBHBIN IIPOLIECC CTaHOBAEHUs TO-
CyAapCTBEHHOM CAY>XObl MMEHHO KaK CUCTeMBI, KaK KAIO4eBOTO
MexaHusMa  TOCyAapCTBEHHOTO  yhpapaeHus.  Pesyabratom
paboTel ®TOTO Iepuoga craau npuHATeie PegepasbHble 3aKOHBI
«O cucreme rocygapcTBeHHON cayKObpl Poccuiickonn Pegepa-
uum» (2003 1.), «O rocysapcrseHHON rpa’kgaHCKoi caykOe Poc-
cuiickont Pegepanum» (2004 r.), 3akoHBI cyObekTOB PP, a Taxxke
ACCATKM HOPMAaTUBHBIX aKTOB, KOTOpPBIE 3aA0KMAM IIPaBOBbLIE
OCHOBBI HBIHEIITHell CUCTeMbI TOCyAapCTBeHHOM cAy>KOb Poccum.
PedpopMmupoBanme rocygapcTBeHHOM CAYy>KOBl Hayaao OcCylile-
CTBASITBCSI HA OCHOBE IIpOorpamMM pepOpMUPOBaHMS I Pa3BUTHSL.

DBOAIOLIVIOHHBIN 9Tall CTaHOBAeHUs ¥ passutusa (c 2009 1.
no H.B.). XapaKTepHOil OCOOEHHOCTBIO DTOTO Iepuoja sIBASETCS
ero npoTtusopeunBoctb. C OAHOM CTOPOHBI, SBHO 3aMeTHas
VMHEPLMOHHOCTD, «AeTKMII OpM3 B aKTMBHOCTM», MOXKHO Jaxke
CKa3aTb, CHIVKEHNe OCTPOTHI BHMMAaHMS K IIpo0JemMaM, KOTOpbIe
HeoOXo4UMO pemath B Xoge pedopmbl. I B TO Xe Bpem:
aKIIeHT Ha BOIIpOcaX IPOTUBOAENCTBUA KOPPYIIIUM B CUCTeMe
rOCyAapCTBEHHOM CAY>KObI, IMONBITKM peIllaTh IIpo0AeMBI TakK
Ha3blBa€MOIO «KaApPOBOIO T0A04a» C IIOMOIIBIO OTA@ABHBIX
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KagpoBbix TexHoaoruit. C Apyroi CTOPOHEBI, AeKAapupOBaHUE
BaKHOCTM IIpodeccrOHaAM3Ma B IOCyJapCTBEHHON — caAy>kOe
U B TO >Xe BpeMs CyxXeHue cdepbl HIpUMeHeHNUs KagpOBBIX
TeXHOAOTUI, B YaCTHOCTY, KBaAM(UKAIIMOHHOIO DK3aMeHa IIpu
IIpUCBOeHNM KaaccHoro unHa. HabaroaaeTcs ssBHOe BAMSHME caMUX
roCy4apCTBEHHBIX CAY>Kal[MIX Ha pellleHue Tex IpodaeM, KOTopble
3aTparmpaloT UX AUMYHO MAM BEAOMCTBA, B KOTOPBLIX OHI IIPOXOAST
CAyXO0y.

Tem ne MeHee, 445 HBIHEIIHEIO COCTOSIHUS TOCYAapCTBEHHOI

cay>x0p1 Poccun XapakTepHO caeayloniee:

* co3JaHa cOBpeMeHHas 3aKOHOJaTeAbHas 1M HOpMaTuBHas Oasa
AAs1 TOCy AapCTBEHHO I'pa’k4aHCKOI cAy>KObl Poccnu;

* pasBepHyTauIioAydaeTJalbHelIIee pasBUTHe cucTeManpodec-
CMOHAABHOTO OOyYeHIsI TOCyAapCTBEHHBIX ¥ MYHUITUIIAABHBIX
cAy>KaIlux;

* cpOopMMUPOBaHEI OPTAaHU3ALIIOHHbIE IPEAIIOCHLAKY U I10AY4aioT
AaAbHelilllee pa3sBUTIEe MeXaHU3MBI B3aMOAEIICTBUS rocyap-
CTBEHHOI I'Pa’kAaHCKOM CAy>KObl U MHCTUTYTOB I'Pa’kAaHCKOTO
oO1mecTBa;

* cpOopMMUPOBaHEl MeXaHM3Mbl IIPOIPAMMHOIO Pa3BUTUS TOCY-
AApPCTBEHHOI CAY>KOBI;

®  CO3JaHbl MeXaHU3MBI IIPOTUBOACIICTBIS KOPPYIILIMY B CICTEMe
rOCyAapCTBEHHOM CAY>KOBbI;

* co3jaHa U IloAydaeT JaabHelilllee pa3BuTie MHPPaCTPyKTypa
Aas1 MHPOpPMaTU3aLUM CUCTeMbI TOCyJapCTBEHHON UM MYyHU-
LIMITaAbHOI CAY>KOBbI;

* cpopMHUpPOBaHBEl M HayaAu AeNCTBOBAaTh MEeXaHU3MBI OLIEHKMU
PaboTEI TOCYAapCTBEHHBIX OPraHOB.

BTo>xeBpeM:1, HeT OCHOBaHMII TOBOPUTH, YTO CAEAaHHOIO A0CTaTOYHO
1 €CTh YA0BATBOPEHHOCTb COCTOSHMEM TOCYAapPCTBEHHOM CAY>KOBbI,
ITIOCKOABKY KOHCTUTYLIMOHHBIN paboTogaTrear — HapoA, TpaXkKaaHe
He JVCIBITBIBAIOT HU OOABIIOTO YAOBAETBOPEHMs, HU OO0ABIIOTO
AOBEPUS K TeM, KTO HAXOAMTCS BO BAACTU U B TOM YCA€ C KeM BAaCTh
accoUMMpyercs, — K IOCy4apCTBEHHBIM cAy>XXamum. PesyabraTs
COLMOAOTMYECKUX MCCAeAOBaHMII, KOTOpBIE IPOBOAUT Kadeapa
roCy4apCcTBeHHOM cAy>XObl 1 Kagposoit mnoautuky WICVYTIL,
KpaCHOPEeUMBO CBUAETEABCTBYIO 00 DTOM.
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ITouemy Tak mponcxoant? Kakme mpudamHel MOKHO BBIA€AUTD?
IMpyanHa nepsast. YIpollleHHOe ITIOHMMaHNe pellleHus IIpodaem
CO3aHMsT HOBOV CHCTEMBI TOCYyAapCTBEHHOIO YIIPAaBAEHIS B He3pe-
ABIX PBIHOYHBIX OTHOIIIEHMX, KOTOpPble (POPMUPYIOTCS B yCAOBUIX
Decriperie4€HTHOTO II0 CBOMM MaciuTabaM pas3rocyAapCTBAeHNs
cOOCTBEHHOCTH. AHa/A0TOB B MUpe HeT.

IIpymuanna BTOpast. OTCyTCTBIE MOATOTOBAEHHOTO K OOIIleCTBeH-
HOMY CAYKEHMIO B YCAOBUAX He3PeAbIX PBIHOUYHBIX MeXaHU3MOB
KapOBOTO COCTaBa rOCyAapCTBEHHBIX CAY>KaIlluX I, KaK CAeACTBIe,
peltieHne mpodaeM KaApOBOTO oDecIiedeHIs TOCYy4apCTBEHHOTO 1
MYHUIIMIIaABHOTIO yIIpaBAeHIsI Ha OCHOBe IIPMHIINIIa KOMaHABI TaM,
I/e OH CyIlleCTBeHHO OrpaHIYeH paMKaMU 3aKOHa 11 He MO>KeT OBITh
peaansoBaH, — B TOCy4apCTBeHHON 1 MYHMUIIMIIAAbHOM CAy>K0e, TaK
>Ke KakK B OM3Hece MAM HOAUTUYEeCKMX HapTUsIX.

IIpyanna Tperbs. Hemoanas peaamsanus IoTeHIMada cyle-
CTBYIOIIMX 3aKOHOB I HOPMAaTMBHBIX ITPAaBOBBIX aKTOB KaK Ha
(desepaabHOM, TaK U Ha permoHaAbHOM YPOBHe, BKAIOYas I1040-
>xeHms «Konnenium pepopMupoBaHms CCTeMBI TOCY AaPCTBeHHOM
cay>x0n1 Poccuiickon Pegepanm».

IIpmunHa ueTBepTas. HecooTseTcTBre MeXAy OCTPOI ITOTped-
HOCTBIO B YIIPaBASAEMOCTU CUCTEMOI TOCyAapCTBEHHON CAY>KOBI 1
OTCYTCTBMEM CHCTeMBI YIIpaBAeHMsI T'OCyJapCTBEHHOM CAY>KOOIi,
IIpeAyCMOTpPEeHHOI 3aKOHaMI O TOCyAapCTBEHHO CAy>K0e.

Kaxk Bl orieHuBaete
OBIIIVI YPOBEHD IIPO®ECCUOHAAMI3MA
TOCYAapPCTBEHHBIX I'PaskAaHCKUX CAY>KaIux?
3arpyaH. Bricoxmii 3,4%
OTBETUTH
6,7%

Ckopee

. BBICOKIAIA,
Hwuskmit

o yeM HU3KU
14,5%

26,8%

Ckopee HUBKMI,
4eM BBICOKUI
18,6%
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CaeacTBueM STUX IPUYMH SABASIOTCS HeraTUBHBIE ITPOLIECCHI,
IpeKJe BCero — MPOTeKIMOHM3M, CAa00CTh KapOBBIX OPraHOB B
IIPOTUBOAEIICTBUI KaApOBOMY BOAIOHTapu3My, (popMaabHOe ITpuMe-
HEeHVe MHOTMIX HOPM 3aKOHOJAaTeAbCTBa O TOCYAapCTBEHHON 11 MYHU-
LIMIIaABHOI CAy>KOe, CHIDKeHIe YPOBH:I ITpodpecCOHaAN3Ma 1 POCT
AVAETaHTU3Ma.

Cpeaut OCHOBHBIX ITPODAEM Pa3BUTUS IOCYAAPCTBEHHON CAY>KObI
Poccum MOXHO BBIA@AUTH CAeAyIOLIME: HeJOCTaTOYHas TeopeTu-
yecKasi IpopaboTka pepopMbl; OTCYyTCTBIE D(PPEKTUBHOIO yIIpaBae-
HILSI TOCCAY>K00I1; caaboe mHpOpMalIOHHOe o0ecIieueHe, 9KCIepT-
Hasl KyAyapHOCTb, OTCYyTCTBUE ydeTa OOIIeCTBEHHOIO MHEHIS; JAe-
LIeHTpaAu3as 3a4ad pepOpMbI 1 Pa3BUTIS TOCCAY>KOBL; OTCTaBaHe
HOPMaTMBHO-IIPaBOBOTO ODOecIieueHNsT; IIpoOAeMbl KadpOBOIo odec-
reyeHILst; pepopMa Kak apeHa CTOAKHOBEeHISI IHTePEeCOB pa3AMYHBIX
CyOBeKTOB; pa3MBITOCTh ITOAHOMOYNIT T'OCYAApPCTBEHHBIX OpPraHOB;
HeKPUTIYECKOe OTHOIIIeHNEe K 3apyOe;KHOMY OIIBITY; JKecTKasl 3aBU-
CMMOCTD OT IOAUTUYECKON CUTYaIUN.

DTU 1poOAeMBI SABASIOTCS B 1I04€e 3peHIs] PyKOBOACTBa CTpaHBI,
U VX PellleHye OCyIecTBASeTCs B paMKax IPUHATON IPpOrpaMMBbl U
VYkasa IIpesugenta Poccuiickon ®eaepariym.
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['OCYAAPCTBEHHASI I MYHULIUTIAABHAST CAYXXBA
KBbIPIBI3CTAHA: 113 OIBITA TTPOILIAOTO
K ITEPCITEKTMBAM PA3BUTVIA

Kapauies Aarvt Asumosuy’

YBaskaemble yyaCcTHUKM KOH(pepeHImn!

IlosBoabTe BHIpa3UTh CAOBa 04aroJapHOCTM OpTaHM3aTOpaM
I'r00aapHON KOHpepeHIMU 3a IpUTAAIIeHNre IIPUHATh ydacTue
B CTOAB IIpeACTaBUTEABHOM (popyMe.

YBepeH, 4TO JaHHas BCTpeya NPUAACT HOBBIN MMIIYABC AeAy
VHTeTpaluy U COTPyAHUYECTBA MeXAY PasAMYHBIMU CTpaHaMMU
B BOIIPOCAX COBMECTHBIX YCUAMIA 10 IOBBIIEHNIO 9(PPeKTUBHOCTI
rOCyAapCTBEHHOI CAY>KOBI.

[Toap3ysch  IpejoCTaBA€HHON  BO3MOXKHOCTBIO, XOTea  Obl
II0AEAUTLCA C BaMu uHQOpMalueil o Toil paboTe, KOTOPYIO MBI
IIPOBOAUM B 1IeASIX MOAEPHU3ALNM IPO(eccrOHaAbHON AesTeAb-
HOCTU B CHUCTeMe TOCyAapCTBEHHOTO yIipasaeHms: KpIpreisckoii
Pecriybankun.

Hauny c ncropumn.

YCA0BHO MOKHO BBIACAVTD TP OCHOBHBIX BTalla CTaHOBACHNS I
pasBUTI FOC}’,ZI,apCTBEHHOIZ C/ly)K6I)I B KprFbISCTaHe.

Ilepsoiit oTam oxsareiBaeT 1990-1999 roawr.

B 911t roapr Keipreiscran, kak M MHOTHE CTpaHBI IIOCTCOBETCKOIO
IIPOCTPaHCTBa, pellad 3ajady COXPaHeHMUs CUCTeMBI TIocyJap-
CTBEHHOTO yIIpaBAeHM:s ¥ IIPO¢eccrOHaAbHOTO allllapaTa, IIPIUCIO-
co0AeHMs ero AeATeAbHOCTU K YCAOBMSAM PBIHOYHOI SKOHOMUKM 1
AeMOKpaTHIecKol pOpMBI ITpaBAEHNs.

Ha pemenne »TOM1 3agaum OblAM HaIlpaBAeHBI IlepBble HOPMa-
TUBHBIe ITpaBoBble akThl Kbipreiackoit Pecriybamkm mo BoripocaM
rocysjapctseHHoi  caykOpl. Cpeau HuUX caedyeT BBIAEAUTD
Bpemennoe noaoxkenne «O0 OCHOBaX rocygapCTBEHHON CAY>KOBI
Ksipreisckonn  Pecriybamkm»,  yrBepxaénnoe  IIpesnaentom
pecniyoauku 14 mions 1996 roaa.

T Aupexmop I'ocydapcmeennoii xkadpoeoil cayxbor Kuvipevisckoi Pecnybauxu
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Bropoii sTan nHavyaacs B 1999 roay n sasepimacs B 2004 roay.

Tax, B 1999 roay Obla mpuHAT IepBblli 3akoH KoIpreiackoin
Pecniybanxu «O rocysapcTBeHHON cAy>KOe», 3aA0KMBIINIA IIpa-
BOBbIe OCHOBBI AAs (PYHKIMOHUPOBAHUS IPOodeccruoHaAbHON
AesITeAbHOCTH B OpraHax ToCy4apCTBEHHOTIO yIIpaBAeHNs.

bola mpuHAT psAA APyrMX HOPMATUBHBIX ITPaBOBLIX aKTOB B cepe
roCyAapCTBEHHOI CAY>KOBI.

Anpobanmio M I1ocaeAyioliee paclpocTpaHeHue I10Ay4dnaa
cycTeMa KOHKYPCHOTO OTOOpa Ha ToCy4apCTBeHHYIO CAYKOy.

Tpermit »Tam passuTusa HyOAMYHON cAy>XKObl B KbIpreiscrane
Hauyaacs B 2004 rogy ¢ npunHsaTHEM HOBOTO 3akoHa «O rocygapcrseH-
HOI1 cAy>k0e» 1 3akoHa «O MYHMIIUIIAAbHOM CAY>KOe».

HasBaHHbIe 3aKOHBI 32105KIAY KOHITeTITyaAbHbIe OCHOBBI 4151 PYHK-
LMOHMPOBaHMsA TOCYAapPCTBEHHO CAY>KObI HOBOTO THUIIa, COOTBET-
CTBYIOIIeN MeXXAYHapOAHO IIpaKTUKe OpraHM3alii yIIpaBAeHA.
I'raBHas1 0cOOEHHOCTD 3aKOHOB — OTAe/AeHle ITIOAUTHUKIA OT CYICTeMBI
1po¢eccroHaAbHOI AeATeAbHOCTI.

B »ror mepmoa B Keipreisckoit Pecriybanke cozgana caa’keHHast
cucTeMa yHpaBAeHUs TOCyAapCTBEHHOM CAYKOOM, BKAIOYaloIas
Coser 110 rocygapcrseHHOM cayk0e, ['ocyapcTBeHHYIO KagpOBYIO
cayx0y, MHCTUTYT CTaTC-CeKpeTapell U CAy>XObl yIIpaBAeHNs
II€PCOHAA0M I'OCy4aPCTBEeHHbBIX OPTaHOB.

[MpunnunmaasaeiM HoBecrsoM B 2004 rogy craao yupexxaeHue
VMHCTUTYTa CTaTC-CeKpeTapell IOCyJapCTBeHHBIX OPraHOB, OTBET-
CTBEHHBIX 3a IIpOBeJeHMe IIOAUTUKU B cepe rocysapcTBeHHOI
CAy>KOBI B MMHUCTePCTBaX ¥ aiMUHUCTPATUBHBIX Be4OMCTBaX.

YTBep>KAeHbl peecTphl A0AXKHOCTeN TOCyAapCTBEHHONM CAY>XKOBI 1
MYHUILIMIIAABHOM CAY>KOBI € IOJApa3jeleHrieM Ha ITOAUTUIecKye
U aAMVHUCTPaTUBHbIE 40AXKHOCTI.

Y>KkemoBcemMecTHO BHepeHa cucTeMa KOHKYPCHOTO OTOOpa 4451 TOCy-
AAPCTBEHHBIX I MYHUIIUITAABHBIX CAY>KAIIINX, 3aHUMAaIOINX aiMMI-
HIUCTpaTUBHbIE 40AKHOCTMU.

Obpasopanpl HanmonaapHbIl peseps UM BHYTPEHHIUE Ppe3epBbI
KaJpOB TOCyAapCTBeHHBIX CAy>KaIlMX.
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B 1me20M MO>XHO € yBepeHHOCTBIO YTBeP>KAaTh, YTO B KbIpreiscrane
Ha CeroAHAIIHMII AeHb cpOpMIUpOBaHa yCTONUYMBas CUCTeMa opra-
HU3alUM IpoQeccuoHaabHOM AesATeAbHOCTM B OpraHax rocyJap-
CTBEHHOT'O YIIPaBAEHIS I MECTHOTO CaMOYITPaBAEHIS.

Bmecre ¢ tem nnpunsaTue 8 2010 roay nosont Koncrurynym Kerpreis-
ckoit Pecrry0amkm 1 iepexo K rapAaMeHTCKolt popMe IpaBAeHNs
BBIABUHYAM HOBBle TpeOOBaHU:A K KauyecTBYy I'OCyAapCTBeHHON 1
MYHUILIMIIAABHOM CAY>KObl, 0003HaUMAM HEOOXOAMMOCTL Ooaee
9ETKOTO pasrpaHmdeHys cdepsl MOANTUKN ¥ TPo¢ecCrOHaABHON
AeATeABHOCTU B OpraHax YHIpaBAeHMs, IIPUHATUA WHBIX Mep
B HaIlpaBAeHN! COBepPIIIeHCTBOBaHMs IOCYyAapPCTBeHHOM CAY>KOBI.

ITosBoabTe OxapakTepmsoBaThb Ty pPabOTy, KOTOPYIO MBI celfyac
IIPOBOAVIM IIO JaAbHENMINeMY COBEpPIIeHCTBOBaHUIO Trocyap-
CTBeHHOI cAy>XObI B Knrpreiackoir PecriyOanmke Ha coBpeMeHHOM
Drare.

Cratpa 52 Konctutynum Keipreisckoir Pecriybaukn rapantupyer
Aas TpaxkaaH KeIpreisctana paBHbIe IIpaBa M BO3MOXKHOCTH IIPU
IIOCTYIIA€HUM Ha TOCyJAapCTBEHHYIO M MYHMIIMIIAABHYIO CAy>XOy,
IIPOABVDKEHNI B AO/AKHOCTM B IIOpsAKe, IIPeAyCMOTPEHHOM
3aKOHOM.

C Apyroit cTOpOHBI, BCe MBI IIOHMMaeM, YTO B IOCyAapCTBEHHBIX
opraHax 1 OpraHax MeCTHOIO CaMOyIIpaBAeHIs AOAKHbBI paboTaTh
npodecciioHaAbl, ITOCKOABKY BadKHeNIIell 3aJadell OpraHoB
UCIIOAHUTEABHOM BAACTU ¥ MECTHOTO CaMOYyHpaBAeHUs SBASeTCS
OKazaHMIe HaceAeHMIO KauyeCTBeHHBIX TOCyAapCTBEHHBIX YCAYT.
Ot HenrpodecctOHaABHOI PabOTHI TOCYAAPCTBEHHBIX CAY KaIMX
He J0/>KHBI CTpajaTh IpaskaHe, KOTOphIe SIBAAIOTCA IT0AydaTeAsIMI
rocyAapCTBeHHBIX ycayr. ODI1IecTso 404KHO OBITh 3aCTPaXOBaHO OT
IIPOsIBAEHMI BCAKOTO pOja HerpaMOTHOCTM UM HEKOMIIeTeHTHOCTH
Ha TOCyapCTBEHHOII cay>K0e.

ITosTOMy 3aKOHOAATeABHO OIlpesedeHbl KBaauQUKaI[MOHHbIe
TpeOOBaHMs K TOCYAapPCTBEHHBIM U MYHUITUITAABHBIM CAY>KaIlllM,
U IIOCTyILAeHMe Ha paboTy B TOCyAapCTBEHHBIE I MyHUIIUIIaAbHbIE
OpTaHbI OCYIIIeCTBASETCs ITyTEM CIIpaBeAAMBOIo, OeCIIpUCTPacTHOTO
KOHKYPCHOTIO 0TOOpa.
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Cucrema opraHusalny rocy4apCTBEHHON CAY>KOBI TakKe 40/A>KHa
oOecrieunBaTh MaTepMaAbHYIO ¥ HeMaTepMraAbHYIO MOTMBAIIVIO
IIPOM3BOAUTEABHONM M KadyeCTBeHHOI pabOThl roccaysKalllux,
CO3/4aBaTh CTUMYABI A4 IOBBIIIEeHNs KBaau(puKaluy pabOTHUKOB.

B »TOM HampaBaeHUM MBI CeTOAHs aKTMBHO paboTaeM U OCyIlle-
CTBAsIeM KOMILAeKC B3aMOCB3aHHbIX Mep, HallpaBA€HHbIX Ha CyILie-
CTBEHHOe OOHOBAeHIe 1 Pa3BUTIe MeXaHN3MOB OpraHM3allM TOCy-
AApCTBEHHOI 11 MyHUIIMITAABHOM CAY>KOBI.

B 2011 roay Vkasom Ilpesmgenra Kriproizckoir PecrryOamkm
yTBep>KAeHa Konuenmums modeprusayuu 20cyoapcmeertoti CAyxk0ol
Koipreisckont Pecriybamkm, a B mocaeayiomieM npuHAT Ilaan
peaansauyn ganHoit Konnennmmn.

[Taan peaansanyy Konuenmum MogepHU3alum rocyAapCcTBeHHOM
CAY>KOBI IBASIETCS 4451 HAC « A0POKHON KapTO¥» B A€A€ IIOBBIIIIeHIS
9PPeKTUBHOCTU TOCYyJapCTBEHHOM I MYHMIIMIIAABHONM CAY>KOBI
Kripreiscrana, ornpegeaser HaIlpaBA€HMSI COBEpPILIEHCTBOBAHIAS
IIPOBOAVIMOII PabOTHI Ha II€PCIIEKTUBY.

YUT0 MBI IIAaHnpyeM OCyIIeCTBUTDb B Oavckaimme I"O,Z],BI?

YcaoBHo MoxHO BbAeanTs «OAMHHAAIATh IMIarOB MOJepHMU-
3aIM rocyaapcTBeHHOM cAy>KObI Kbipreiscrana».

IIar 1IepBBIN 3aKAI0YAETCA B COGEPULEHCIIE06AHUL CUCHIEMbL YNpags-
AeHus 20cydapcmeeHoil CAY*k 001l B pecIryOAuKe.

Aas  9TOTO  MOATOTOBAeH  mOpoekT  Cmpamezuu — paseumus
Tocydapcmeeririon  xadposotr  cAyx0vr  Kerpreisckoint  Pecriybanknm
KaK OpraHa, OTBeTCTBEHHOIO 3a IPOBOAMMYIO IOAUTHUKY B chepe
rOCy4apCTBEHHOM ¥ MYHULIMIIAABHOM CAY>KOBL.

Tem camMbIM MBI IepexoAyM Ha CTpaTerm4eckoe Il1aHVpOBaHNeEe
HaIlemn AesTeAbHOCTH, HO,ZLLII/IHéHHoe CTpOTO 3a4aHHBIM IIEPCIIEK-
TUBHBIM U TEKYIIVIM LI€ASM.

Ilar BTOpO¥L. Yipenaerue uncmumyma cmamc-cekpemapetl.

IIpeamnoaaraeTcs IepeopreHTUPOBATh AeATeALHOCTh CTaTC-CeKpe-
Tapeil Kak 0a30BOTO 3B€Ha, OTBETCTBEHHOIO 3a CTabMALHYIO padoTy
arrapaToB MUHUCTEPCTB U BeAOMCTB.
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ITo npeanoaaraeMoMy 3aMbICAy, CTaTC-CeKpeTapy AOAXKHBI CTaTh
TOII-MeHe/XepaMl TocalllapaTa, OTBETCTBEHHBIMM 3a OpraHMU-
3aljI0 AeA0BOIO IIpollecca B IOCYyJapCTBEHHBIX OpraHax. DTUM
BBICIIIIM aJMMHICTPATUBHBIM AOAKHOCTHBIM AHIlaM HaAAeXKUT
OCBOUTH BCe COBpeMeHHbIe TeXHOAOIUN YIIPaBAEHILI.

B apcenase mx 3HaHWMIT, HaBBIKOB M YMEHUII AOAXHBI OBITDH
CIIOCOOHOCTB ODecreunTh pa3pabOTKy CTpaTermyeckmx I11aHOB
PasBUTHUA TOCYAapPCTBEHHBIX OPraHOB, BAaJeHUe TeXHOAOTMSAMU
nyoamaHoi moantuky, mam “Public Policy”, ocHoBamm QyHK-
IIMIOHAABHOTO aHaAM3a U YIIpaBAeHNs IIePCOHAAOM.

Ilo mameMy MHEHHMIO, CTaTC-CeKpeTapyu AOAXKHBI MCIIOAHATDH
caeayiomuye QPyHKIIUM CTpaTeTM4eckoro MeHeA KMeHTa B rocyJap-
CTBEHHBIX OpraHax:

* IJaHMpPOBaHUE;

® oOpraHmusanus;

®  MOTWMBAILINS

® KOHTPOAb, MOHUTOPMHI, OLIeHKa.

HpI/IH}ITI/Ie JKe ITOAUTUYIEeCKIX peIlIeHI/IIZ COXpaHsAeTCA 3a ITOAUTU-
YECKUM AOAKHOCTHBIMI AUIlaMIT TOCYAAapCTBEHHBIX OPraHOB —
MIHHUCTpaMl, IIpeacegareAsiMIl TOCKOMIUTETOB, PYKOBOAUTEASIMU
AAMVHIUICTPaTUBHBIX BEAOMCTB.

IMlar Tpetmii. JaabHenmas npopeccuoHarudayus 20cyoapcmeeHHou
CAYk0bl B yCAOBMSIX IapAaMeHTapu3Ma.

B ®TOM OTHOIIEHMM MBI CeroAHsA paspadaTbhiBaeM IIpeAA0>KeHIs
O COKpallleHNM KOANYeCTBa MNOAUTUYECKNX AOAXKHOCTEN C Ilepe-
BOAOM 4acCT! 13 HUX, Ha KOTOPBIX He IPUHUMAaETCs ITOANTUIECKIX
peliennit, B pa3ps4 aAMUHUCTPAaTUBHbIX.

Ilar d4erBépTht. Onmumusayus  cucmemovl  0OAXHOCHIEN
2ocydapcmeeH ot U MYHULUNAALHOT CAYXKObL.

IIpeanoaaraercst yHuuUUUpoBaTh PsAJ TOCYyAAaPCTBEHHBIX U
MYHULIMITIAABHBIX AOAXHOCTENl CO CXOAHBIMU (PYHKIUAMU U
IIOAHOMOYMSMMY, BBIPOBHSATD 110 BepTUKAAN U TOPU3OHTAAU AO0AXK-
HOCTM C COIIOCTaBUMBIM OOBEMOM ITOAHOMOYMIL, ITPOU3BECTU
BbIpaBHMBaHME CTaTyca IOCYAapCTBEHHBIX I MYHUIIMIIAAbHBIX
aAMUHUCTPATUBHBIX 40AKHOCTEIL.
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DTO €c034aCT BO3MOXKHOCTb 445 Ay4lllell KapbepHOM MOTHUBALIUM,
pOTanuy rocy4apCTBeHHBIX ¥ MYHUITUIIAABHBIX CAY>KaIllMX.

B osnauennnix 1easx locygapcTBeHHON KaApOBOM —CAy>KOOI
IIOATOTOBAEH IIPOEKT PeeCTpPOB TOCYyAapCTBEHHBIX ¥ MYHMIIN-
NaAbHBIX AOAXKHOCTElN, KOTOPBIMI BHECEH Ha pacCMOTpeHue
IIpesuaenty cTpaHsl.

Ilar maTeii. Paspabomka HOGOLX MUNOELIX KEAANUGUKAUUOHHBLX
mpe006aH ULl IO HOBOV MepapXnUM aAMUHUCTPaTUBHBIX A40AKHOCTeI],
TUIIOBBIX AOAXKHOCTHBIX MHCTPYKLIMIT PabOTHMKOB OPTaHOB IOCY-
AApCTBEHHOIO yIIpaBAeHI: 11 MeCTHOTO CaMOYyIIpaBAeHN:I.

Ilar mecToi. Bredperue cucmemol ouenku desmervHocmu 20cyoap-
CMEEHHBIX U MYHUUUNAADHVIX CAYKAULUX 110 KATOUEELIM NOKASAMEAIM
appexmusrocmu.

OL[EHKa, OCHOBaHHasI Ha peaabHbIX ANYHBIX 3acAdyrax rocygap-
CTBEHHDIX CAY KaIllNX, 6y,ﬂ,€T BAVISITD Ha pa3Mep OIlaaThl X TpyAa.

DTO sIBASIETCS DKCIIepruMeHTalAbHBIM HOBOBBEACHIIEM Ha I'OCC/ly>K6€,
ITIOCKOADbKY, KaK HaM M3BECTHO, BO MHOIMX 3aPY6e>KHI)IX CTpaHaxX
VHCTUTYT OLE€HKIN AesITE€AbHOCTIL FOCY,Zl,apCTBeHHOf/] C/ly)K6BI TakK
" «He IPVCKNACIT», HECMOTPs Ha HEOAHOKpaTHbI€ ITOIIBITKI €TI0
BHEAPEHILI. boaee YCIIEITHO OIl€HKa AesATeAbHOCTU IIepCOHala
IIPUMEHAIETC B 6M3HeC-CprKTyan.

Howmpr TBép,ZI,O HaMepeHbI BHEAPATb MHCTUTYT OOEHKU A€SITEADPHOCTIL
pa6OTHI/IKOB OpraHoOB IroCy4apCTBEHHOIO YIIpaBAC€HIS 11 MECTHOTO
CaMOYIIpaBA€HIST B Kprl"I)ISCTaHe, TaK KaK Tpy4 TOCCAy>KalmX
AO0AKeH OBITH MaTepraabHO MOTUBUPOBaAH U OIldaTa AOA’KHa
OCymeCTBASITBCAI Ha OCHOBE peaabHbIX 3acCAyr, a He€ TOABKO IIO
BbICAYyTE A€T.

Illar ceabmoit. BHeapeHue HOBOU CUCTEMBI OIIAAThl _TpyAa
IOCYAapCTBEHHBIX ¥ MYHUITUTIIAABHBIX CAYKAIIUX.

HpezmaraeTc;I OTKa3aTbhbCid OT «yPpaBHUAOBKID» B CHCTeMe OIlAaThbl
Tpyaa pa6OTHI/IKOB OpPraHOB TOCYyAapCTBEHHOIO YVIIpaBA€HMS W
MECTHOIo caMoyIlpaBA€HI:A C IIepexogoM K CTI/IMyAI/IpyIOIlIeI?I
cucreMe. DTo IIAaHNPYETCI CAeAaTh Ha OCHOBE ITPIICBOEHHOTIO ITIara
nan KOSCI)CI)MLU/IGHTa, YCTaHOBA€HHOTI'O CHeL[I/IaAbHOﬁ[ KOMUCcHren
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C y‘léTOM OL€HKN Ppe3yAbTaTUBHOCTU AEATEADPHOCTV KOHKPETHOIO
rocyAapCTBE€HHOIO I MYHUIINIIAABHOTIO CAYy>KaIllero.

IIlar Bocbmort. COBEPIIEHCTBOBAHME CUCTEMBI HePEeIIOATOTOBKU U
IIOBBIITIEHVI KBa/H/ICl)I/IKaLU/H/I TroCyAapCTBEHHDBIX V1 MYHUIINIIAAbHbIX

CAYKAITIX.

Peur He 1AeT 0 Ba10BOM IIOAXOA€ K pellleHNIO AaHHO IIPpO0.AeMBI.

Heobxoanma peaamsanyss MHOTOYPOBHEBOTO, ITOAMKOMIIOHEHT-
HOTrO 0Opa3oBaTeABHOTIO IIpollecca, MOAAepP>KaHHOIO aleKBaTHBIM
¢puHaHCHpOBaHNEM, yUeOHBIMI IIPOTPaMMaMI C YI€TOM peaaAbHbIX
IoTpeOHOCTeNl B 3HAHMAX, Ka4eCTBOM IIperogaBaHusl, 9PpQPeKTyB-
HO CUCTEMOM YIIpaBA€HUs STUMU IPOIjeccaM.

ITospimieHne KpaanpuKaluy ToCyJapCTBEHHBIX CAYKaIlux OyJeT
OCYIIeCTBAATLCS Ha OCHOBE TOCYJapCTBEHHOIO 3aKas3a, pasme-
mmaeMoro ['ocyaapcTBeHHON KaApOBOIL CAY>KOOIA.

Ilar aeBsTbIA. Bhedperue 6 cucmemy 20cy0apcmeeHHOl CAYxKObl
AHMUKOPPYNYUOHHDLX IAEMEHTNOS.

Exxeroano I'ocygapcTBeHHOI KaapOBON CAy>KOO0¥ OCYIIIecTBAsAeTCs
IpuéM, yueT 1 o0paboTKa nopsiaka 1,5 TeIcSd geKaapanuii 0 40X0-
Aax U MMYIIeCTBe TOCYAaPCTBEHHBIX CAY>KaIlMX, 3aHMMAaIOIINX
IIOAUTUYECKNEe ¥ CIleliaAbHble AOAXKHOCTHM, U CBbIIIEe 16 ThICSY
TOCyAapCTBEHHBIX CAY>KalllMX, 3aHMMAaIOIINX ajiMUHNCTpaTUBHbIE
AOAKHOCTI.

CsoaHas nHpopManmsa 0 40X04aX U UMYIIeCTBe TOCyAapCTBEHHBIX
cAy>Kallyx Ny0ANKyeTcs B CpeAcTBaX MaccoBoil MHPOpMaIUL.

3aKOHO4aTeAbCTBOM IIPeAyCMOTpPEHBl Mepbl OTBETCTBEHHOCTU
3a He4OCTOBepHbIe CBeJeHMs O A0XOJaxX M MMYIIeCcTse, IIpeacTaB-
AeHHble B gekaapanuax, a ¢ 2012 rosga — XEcTkas yroaosHas
OTBETCTBEHHOCTb AAsl TOCYAapCTBEHHBIX CAYKallUX, KOTOpLIe
MMeIOT 3HauuTeAbHOe oDOorallleHe 1 He MOIYT pa3yMHBIM 00pa3oM
9TO 00OCHOBATbH.

PaspabGoTanbl MexaHn3Mbl oOMeHa nHpOpManen MexXAy pa3any-
HBIMI TOCYJapCTBeHHBIMM OpPTaHaMM AAs YTOYHEHUs CBeAeHUIl
0 A0XO4aX M MMYIIeCTBe TOCyAapCTBEHHBIX CAYKalllUX, CO3JaHa
COOTBETCTBYIOIasl Me>XKBeJOMCTBeHHasI KOMMCCH.

REGIONAL HUB OF CIVIL SERVICE’S E-JOURNAL #1 OCT. 2013
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DOt n Apyrue Mepbl HallpaBA€Hbl Ha YMEHBIIIEHNE U1 IIpelOTBpa-
IeHne Koppynunmn cpeAn rocyAapCTBeHHBIX CAYy>KalllIX.

B antuxoppynumonnsx neasx ¢ asrycra 2010 roga nHamMmm mmpoBo-
AuTcs moanrpad-TecTupoBaHIe TOCyAapCTBEHHBIX CAY>KaIlluX psja
(pUCKaABHBIX U APYTUX OPTaHOB.

B nacrosiee BpeMs moaurpad-recTupoBaHue IIpPOBOAUTCS B TPEX

caydasix:

®* Ipu IPOBeAEHUM KOHKypcCa Ha AOAXKHOCTU CTaTC-CeKpeTrapent
rOCOPIraHOB M VX aTTeCTalI;

®* npu HOpoBeJeHUM KOHKypca Ha AOAKHOCTM M aTTecTalyu
roccay>Kamux ['ocyaapcTBeHHOI KadpOBOIL CAY>KOBI;

* pu IpoBeJeHUM KOHKypca Ha A0AKHOcTH IocysapcrBeHHON
Ha/OTOBOM CAY>KObI M aTTecTally TOCCAY>KaIllUX AaHHOIO
BEeJOMCTBA.

B 2013 roay no sanpocy Cuernoi naaarsl Keipreisckoitr Pecriy©-
AVIKM TeCTHpoBaHMe OBLAO TakKKe IPOBeJeHO IIPU aTTecTalun eé
COTPYAHMKOB.

B mpomaoMm roay ompoc Ha noaurpade mporman 198 rocyaap-
CTBEHHBIX CAy>KalllMX, B II€pBOM KBapTade TeKyIlero roga -—
138 yeaoBex.

Kpome Ttoro, mamu paspadbatbiBaerca Kogekc »Tukm rocygap-
CTBEHHBIX ¥ MyHUIIUITaAbHBIX cAy>Kammyx Kerpreisckoit Pecrry 0 amkn,
KOTOPBINI MPU3BaH CTaTh Ba>XHOM COCTaBASIOIIEN MOPaAbHOTO
acriekTa IIpolecca MNPOTUBOAENCTBUS KOPPYHIIUM U APYTUM
HeraTUBHBIM SBAEHIUAM Ha IOCy4apCTBEHHONM M MYHMUIIMIIAAbHO
cayxoe.

Ilar aecATBIA. Agmomamusayus npoueccos YynpasreHus 6 annapamax
20Ccy0apcmeeHHbIX 0p2aHo8 U OPzaH06 MeciH0z0 CaMOynpasAeHus.

B pamkax kxpeauta BcemmpHOoro 0OaHKa B ToCyAapCTBEHHBIX
opraHax BHeJApseTcs UHQOpPMaIIMOHHAs CHUCTeMa YIIpaBAeHNs
yeaoseueckumn pecypcamu (MICYYP).

Y>ke chpopmMupoBaHa nepsmdHasi 6aza 4aHHBIX 110 TOCY AapCTBEHHBIM
cAy>KalllM, B TOM 4YucJe IO 3apa0OTHOI IldaTe, YMCAEHHOCTH,
00pa3oBaHMIO U T.A. A4S LIEHTPaAbHBIX allllapaToB TPUALIATU ABYX
roCcyapCTBeHHBIX OpraHOB.
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baarogaps apromartnsanum OyAeT CyIjecTBeHHO o0.erdyeHa padoTa,
CKa’keM, [T0 OIlpeeeHNI0 KoAdecTba BaKaHCII BIOCy AapCTBEHHBIX
opraHax, pacuéTy 3apabOTHOII I14aThl, AeKAapUpPOBaHMIO A0XOAOB
U IMYIIlecTBa TOCyapCTBEHHBIX CAY>KaIllX, IIOTPeOHOCTH B ITOBBI-
IIIeHNY KBaAM(PUKAIIUN U IIePerIoATOTOBKe KaApOB.

B 2013 roay nipearioaaraercs nepeBecTy Ha 9Ty CUCTeMY LieHTpaAb-
HBle allIlapaThl MUHUCTEPCTB U Be4oMcTB Kurproisckoit PecrryOankm.

Pabora mnpoBoaMTCS HpU HENOCPEeACTBEHHON KOOpAMHAIUN
T'ocyaapcrBenHol Kaaposoit cay>k0b Keipreizckoit Pecriybankn.

Ilar oamHHaaUATHIV. Paspabomka 106020 04306020 UHMEZPUPOSAH-
noz0 3axona «O zocydapcmeeHHOu U MYHUUUNAADHOL CAYKOe».

JlaHHBIV 3aKOH AOAKEH 3aKpeluTh HaMedeHHbIe ITpeo0pa3oBaHILsI
U1 CITOCOOCTBOBATh Pa3BUTUIO TOCYAaPCTBEHHON ¥ MyHUIINIIAABHOM
CAY>KOBI.

B 11ea0M >xe MBI HageeMcs, YTO HaIllM TaK Ha3bIBaeMble «OAVIH-
HaAaTh MIaroB MOAEPHM3ANNN TOCYAAPCTBEHHONM CAYKOBI»
NpUAAAYT OIIYTUMBIN MMITyAbC pedpOopMe B HaIIpaBAEHNI ITOBBI-
meHn s 9pPeKTUBHOCTY AeATeAbHOCTH allllapaToB rOCYAapCTBEHHBIX
OpraHOB 11 OPraHOB MECTHOTO CaMOYIIpaBAeHNsL.

Mz B 9TO BepuM 1 Haa ®TuUM paboTtaem!
Crracu6o 3a BHMMaHue!
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FIVE PRIORITY ACTIONS TO BUILD A MORE EFFECTIVE
GOVERNMENT-PRIVATE SECTOR PARTNERSHIP

Elsa Pilichowski' and Martin Pospisil®
Abstract

In the context of increasingly constrained government resources and
growing demand for government support to companies, we identify five
priority actions for governments to promote private sector development.

First, governments need to focus on creating business-enhancing
institutions. Second, they should involve the private sector in the policy-
making cycle. Third, they should build their capacity to constantly identify
business needs. Fourth, the quality and range of government services to
businesses should be improved. Finally, governments need to optimise
the private sector’s role in the provision of public goods and services. We
conclude that to unlock future growth and employment, governments need
to change their culture and processes to embrace all opportunities that
exist in a full partnership between governments and businesses.

Key words: governance, private sector development, public policy
Introduction

Businesses are increasingly turning to governments for support,
demanding more transparent regulations and high-quality services
to meet their rapidly evolving needs. The role of government in
attracting investment has never been so important. As competition
for FDI intensifies and emerging countries open their borders to
external markets, globalisation is allowing businesses to re-locate

! Elsa Pilichowski (Elsa.Pilichowski@oecd.org): Deputy Head and Project Manager, OECD Eurasia
Competitiveness Programme. The OECD is a unique forum where governments work together to
address the economic, social and environmental challenges of globalisation. The Organisation provides
a setting where Governments can compare policy experiences, seek responses to common problems,
identify good practices and work to co-ordinate domestic and international policies. Leveraging the
OECD instruments and fostering dialogue with the private sector, the OECD Eurasia Competitiveness
Programme works with countries of the Eurasia region to help unleash their economic and employment
potential.

2 Corresponding author. Martin Pospisil (Martin.Pospisil@oecd.org): Economist, OECD Eurasia
Competitiveness Programme. The paper has also benefited from discussions within the OECD and
with the Government of Kazakhstan. Comments and suggestions from Arnault Pretet, Olga Olson,
Sebastian Kupferschmidt are acknowledged.
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faster to the most business-supportive environments.> Government
policies have a major impact on businesses.

Regulation, subsidies, guaranteed loans, better infrastructure,
education and the provision of services directly or indirectly related
to private sector development have a major impact on companies’
balance sheets. Good infrastructure reduces transaction costs and
enhances revenues through access to larger markets. Effective
labour market policies reduce the costs related to searching for
workers, and increase productivity through the hiring of more
competent employees. A transparent and efficient administration
minimises scope for rent-seeking and reduces the time companies
spend on non-productive administrative tasks.

However, national governments have a declining scope for action.
Although the share of public expenditure accounts for almost half of
GDP in OECD countries, the global crisis has significantly reduced
governments’ room to manoeuvre due to growing public debt and
lower fiscal revenues. At the same time, the private sector has a
growing role to play in helping public administrations become
more effective. In this context, governments and the private sector
are becoming increasingly dependent on each other in the pursuit
of societal and economic objectives.

Modern public administrations are progressively becoming more
responsive to these challenges, and are making efforts to develop
effective and innovative relationships with the private sector.
Governments are striving to permanently build, review and
improve their capacity to manage regulations and their budget in
order to respond to the needs of businesses in a constantly evolving
economic environment. They are intensifying their interactions
with businesses and are increasingly involving the private sector in
policy-making and in the provision of public services.* Governments
are also working to improve and diversify the services they provide
to companies by taking greater account of business needs when
designing and delivering services.

* A number of indices measuring business-supporting environment exist (e.g. the OECD SME Policy
Index, the World Bank’s Doing Business Index, or the World Bank/EBRD’s Business Environment
and Enterprise Performance Survey).

* Sen and Te Velde (2009) find that effective government-business relations contribute significantly
to economic growth — countries which have shown improvements in government-business relations
have witnessed higher economic growth, controlling for other determinants of economic growth and
independent of other measures of institutional quality.
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Yet, current government capacity to support businesses remains
inadequate in most countries around the world. In developed
countries, governments are still perceived by most businesses as
too bureaucratic and unable to cope with the fast-changing business
environment, while in developing countries, governments often fail
to provide even the basic institutional structures needed for the
private sector to operate.

In this paper we identify five priority actions for governments to
promote private sector development. We conclude that, to unlock
future growth and employment potential, governments must take a
wider and more systematic approach to government-private sector
interactions and to the development of private sector policies.

First: Focus on creating business-enhancing institutions

There is now a growing understanding that good institutions,
particularly in the public sector, can positively affect countries’
long-term growth perspectives. The increasing importance of good
economic governance towards businesses therefore brings forward
several policy issues of significant relevance to policy makers.

Institutions” determine transaction costs, affect firms’ total factor
productivity,® and influence incentives for investment, technology
adoption and human capital accumulation. Good institutions can
create incentives for a growth-enhancing environment and can

> We follow WB/IBRD (2008) who describe the important role of government, public goods, and
institutions in economic development. We argue that government capacity is instrumental for good
institutions and thus economic growth. We also build on Williamson (2005), the author of “The
economics of governance”, who concludes that (1) institutions matter and are susceptible to analysis,
and (2) public policy towards business needs to be informed by a broad understanding of the efficiency
purposes served by complex contracts and economic organisation.

¢ For example, Williamson (2005) notes that use of the word governance (excluding corporate
governance) has increased significantly in economics, business/management, sociology/organisation,
and political science journals.

7 Acemoglu in IBRD/WB (2008) distinguishes three types of institutions. First, political institutions
of a society evolve as the process of collective decision-making and include the checks on politicians, and
powerful interest groups. Second, the capacity of the state represents the capability to provide public
goods in diverse parts of the country. Third, requlation is a broad institution that determines how
much the state intervenes in economic activity.

#Total Factor Productivity (TFP) growth is the portion of output growth not explained by the amount
of inputs used in production. As such, its level is determined by how efficiently and intensely inputs
are utilised in production.
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be a solution to asymmetric information problems’ as they secure
property rights, competition, access to finance, and trust in political
institutions (Matos, 2005). Poor institutions, on the other hand, can
“encourage rent-seeking activities or the unfettered pursuance of
personal gain at a great cost to the rest of the society” (WB/IBRD,
2008).

The importance of good institutions and efficient policies for private
sector development goes beyond traditional economic policy
channels.”” North (1990) describes institutions as the “rules of the
game”. These include both formal rules and informal norms. It is
often wrongly believed that changing formal rules (i.e. adopting
a new regulation, changing a law, or a issuing a decree) will be
sufficient to deliver the desired economic outcome. However, as
North (1997) notes, merely changing “formal rules will produce the
desired results only when the informal norms are complementary
to that rule change, and enforcement is either perfect or at least
consistent with the expectations of those altering the rules”. Thus,
when policy-makers adopt business-enhancing regulations, they
need to put at least as much effort into enforcement.

The capacity and readiness of governments to promote good
institutions play a crucial role in investors’ decision-making.
Businesses seek to avoid unpredictable and overly complex
institutional environments, preferring to invest in countries with
hard and fast rules that are easy to follow and comply with."
Governments must provide a transparent and standardised
regulatory framework to facilitate companies’ compliance with laws
and minimise costs and time spent on administrative procedures.

In addition, businesses expect the provision of transparent and easy-
to-access information regarding regulations and the availability of
government financial support. Modern public administrations need
to be capable of quickly and effectively delivering this information.
For example, governments can provide information to the private
sector via media campaigns, events organised for businesses,

9 This is a situation where there is imperfect knowledge. In particular it occurs where one party has
different information to another, leading to inefficient or undesirable market outcomes. Asymmetric
information can, for example, impact on borrowing and lending practices in financial markets.

10 As institutions “place restrictions on undesired kinds of individual behaviour” (Roland, 2001), they
reduce uncertainty in the economy, which is an important prerequisite for investment.

" This is one of the reasons why many governments are establishing simplified requirements for low-
risk installation (most of SMEs), including simplified permitting.
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publications on their website, or through civil servants in local
government offices.

In sum, governments need to create institutions that actively
support private sector development, build a transparent business
environment, guarantee property rights, and provide a sound
regulatory framework!.

Second: Involve the private sector in the policy-making cycle

The financial crisis has placed additional strain on government
budgets and underscored the need for efficient and targeted policy
making. If they are involved in the different phases of the policy-
making cycle, businesses can play an important role in helping
governments to reduce the administrative burden and increase
private sector competitiveness.

Governments can involve the private sector at the design stage of
the regulations and during budget-making cycles by creating formal
consultation mechanisms. These mechanisms include establishing
regular meetings of public-private boards to discuss existing and
future regulations and budget programmes, soliciting feedback
from businesses on draft regulations and budget programmes by
posting them on government websites, raising awareness through
traditional and new media, and circulating surveys about existing
or proposed regulations and budget programmes.*

Once companies have access to information on budget programmes
and regulations, fast and transparent procedures allow them to
comply more effectively with new requirements or apply to new
funding programs, thus helping these mechanisms reach their
objectives. This fosters confidence in government activities and
encourages companies to work with the government and expand
their activities.

12 For example, Sweden has moved from an emphasis on deregulation associated with the market
liberalisation in the 1990s to the improvement and simplification of rules. The policy has also broadened
from simplification and cost reduction to a renewed interest in making ex-ante impact assessment work.
3 In some OECD countries, businesses have created organised structures to lobby the government. In
Sweden, the Board of Swedish Industry and Commerce for Better Regulations represents a third of local
businesses and advocates for more business-friendly regulation (OECD, 2010). Governments need to
make the regulatory environment friendly to the activities of business associations and lobbyists, while
ensuring that their activities are sufficiently regulated.
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Sound monitoring and evaluation systems of private sector policies
also support governments in preparing, adjusting and implementing
regulations and budget programmes. These mechanisms should
provide key quantitative information on private sector activities, as
well as useful qualitative feedback from businesses, and take stock
of progress in implementation reported by government institutions
and agencies. Transparency in monitoring also fosters the confidence
of businesses in government policies and programmes.

Spending reviews'* are also a valuable monitoring tool to examine
certain aspects of government expenditure and can be performed in
collaboration with private sector representatives. Spending reviews
can be conducted on the full range of government expenditures, on
government expenditures impacting businesses specifically or on
budget programmes for private sector development.

Third: Enhance government capacity to constantly identify
business needs

Governments often lack the capacity to understand private sector
constraints while businesses can place unrealistic demands on
governments. The resulting incongruence can lead to ineffective
policies, hampering private sector development and straining
government budgets. More specifically, the interests of the weakest
sectors and types of businesses (e.g. SMEs) can be overlooked in
the policy-making process due to structural disadvantages, such as
their limited resources to participate in the policy-making process.

While some governments are taking steps to develop more
sophisticated strategies and better identify the needs of the private
sector,” many others still have relatively few mechanisms that

" Boyle (2011) reports that spending reviews should be periodic (roughly triennial) reviews, linked to
the Medium Term Economic Framework. Boyle reports that spending reviews are large-scale exercises,
and should be based on the following criteria: Should the Government be involved in funding this
activity? Is the funded activity meeting a Government priority that provides economic value and
serves a public interest? Can the activity be provided by alternative means, such as the private sector or
NGOs, another level of Government or joint provision? Can the activity be provided more efficiently
and at lower cost? Is the range of services provided affordable, and if not, what elements should be
dropped?

15 For example, the Ministry of Trade and Industry in Singapore launched the Pro-Enterprise Panel
(PEP) as a public-private partnership set up to help businesses overcome problematic regulations
(MTI, 2011). The PEP is chaired by Head of Civil Service with mainly business leaders as members,
and supported by a network of senior public officers. The PEP regularly surveys the private sector to
improve its capacity to serve business needs.
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involve the private sector. Moreover, the mechanisms already
in place could often be improved by developing a more strategic
approach to public-private dialogue.

Effective public-private dialogue helps to achieve more effective
policy making and implementation. Dialogue reduces the
information gap between government and the private sector and
helps build trust between the two parties. It provides a platform
for the private sector to voice its concerns and provide feedback.
This dialogue improves the investment climate and the efficiency of
government resource allocation. Finally, consulting with the private
sector increases the chances of successful policy implementation.

In many countries, consultation with the private sector is one of
the key tools employed to improve the transparency, efficiency
and effectiveness of regulation. Consultation allows beneficiaries to
have input in the discussed regulation so that they understand why
it is important.

To reap the benefits of dialogue with the private sector, governments

need to use a variety of tools:

e Surveys are a useful and cost-effective tool for gathering
information on business satisfaction with government policies
and services, as well as about business needs.

e Private sector interviews are useful for in-depth discussion in
order to explore business priorities and stimulate suggestions
on policies.

e Government-private sector boards provide a forum for
structured debating and brainstorming.

e Traditional media (e.g. TV, newspapers) are useful to disseminate
information about government policies and help improve policy
implementation by spreading awareness.

e New media (e.g. internet, e-Government) are cost-effective
tools for seeking feedback from the private sector and allow
information to be shared almost instantaneously.

For the dialogue to be successful, it should be carried out in an
atmosphere that promotes transparency and accountability. In
particular, companies that are part of the dialogue should provide
effective representation of the country’s private sector. Potential
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conflicts of interests from both government officials and private
sector representatives should be closely monitored.

Fourth: Improve the quality and range of government services to
businesses

Governments generally use two important levers to create and
sustain a business-friendly environment: the regulatory (legislation
and institutions) framework and budgetary (spending) instruments.
However, there is another lever, which remains often underused —
government’s services to the private sector.

Services delivered by governments are traditionally concentrated
around administrative procedures, such as registration and business
licensing. However, private sector companies have a multiplicity
of other needs that have to be met for them to effectively do
business. For example, companies need to obtain capital and thus
have access to external financial credit in order to invest in their
business activities. They also require good infrastructure to access
suppliers and the wider market, and a competent local workforce to
attain expected production volumes quality standards. In addition,
enterprises benefit from government services that help them
attract high-quality foreign direct investment, and translate these
investments into knowledge transfer and sustainable growth.

Targeted and efficient services in these areas can help businesses
to start, grow and thrive through reduced costs, time and effort,
helping them to better focus on their operational activities. Modern
governments therefore need to ensure that they are continuously
improving their services across a wide range of policy areas.

To deliver better services to businesses, governments can assess
their performance based on a “life events” approach. Life events
experienced by businesses are identified moments in the life of a
typical business (e.g. starting a business, exporting goods) during
which businesses interact with the administration. Life events
are easy to understand for users and offer a simple and efficient
way of assessing services and contributing to service delivery
improvement. Defining a life cycle service delivery strategy helps
governments identify the most critical services to businesses, and
focus their resources on improving these priority services.
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Once services have been assessed and prioritised, governments
should focus on improving the content of services (access to finance,
infrastructure, investment promotion), and the quality of service
delivery channels (e.g. one-stop shops, e- and m-Government).

Fifth: Optimise the private sector’s role in the provision of public
goods and services

As the private sector’s — and citizens’ — expectations of the quality
of public services continue to grow, governments are looking for
more efficient delivery processes. To meet these expectations, many
governments increasingly recognise that the private sector will
need to play a stronger role in the delivery of public goods and
services ranging from education to healthcare and transportation.
When well-managed, the involvement of businesses in the
provision of public goods and services can help governments to
achieve greater efficiency, enhance innovation, share risk, and better
target investment. Increasing the involvement of private sector
companies will require optimising public procurement practices
and systematically defining when a public good or service should
be delivered by the private sector.'

At the same time, the participation of the private sector in the
delivery of public goods and services can also be beneficial to
businesses. It can encourage private sector development by offering
opportunities for businesses to provide goods that previously were
the exclusive domain of the public sector.

To do so, the government has important market-based tools, which
remain underutilised in most administrations today. These tools
have a large potential to stimulate the economy, and, if properly

16 Academic research suggests that the efficient size of government might be in part country/time/
culture-specific. For example, Karras (1996) estimates the optimal Government size for several sets
of economies by investigating the role of public services in the production. He empirically shows that
that government services are productive for the economy. Facchini and Melki (2013) investigate the
efficient size of government by analysing the relation between public spending and real GDP for
France in the period 1896-2008. Their empirical findings suggest that the optimal government size
in terms of efficiency measured by public spending was reached when public spending was around
30% of GDP. Further, Karras (1996) notes that the marginal productivity of government services
is negatively related to government size. Acemoglu (WB/IBRD, 2008) notes that the emphasis on
limiting various forms of government intervention that lead to distorted incentives in the marketplace
is right. Nevertheless, Acemoglu claims that the focus on these problems should not be blind to other
important barriers to economic growth, such as infrastructure, education, or law and order.
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framed, can generate new sources of growth and competitiveness.
First, through procurement, the public sector can provide important
market opportunities for businesses and support constrained
sectors. Second, by increasing contracting, governments can
stimulate innovation, as private sector entities address the delivery
of services with a different mindset, resources and capabilities.
Third, partnerships (e.g. public-private partnerships or Triple-Helix
schemes'”) can support countries in boosting growth by facilitating
co-operation between academia, business and local government.

Conclusion

Too often, private sector development policies are developed with
an overly narrow perspective. They are often reduced to piecemeal
regulations that target business development measures or to
financial support to specific sectors. With government expenditure
representing close to 50% of GDP on average in OECD countries,
countries have considerable resources and institutions that could
be harnessed for private sector development in addition to their
primary public policy objective. By integrating a business-oriented
approach into public administration practices, governments will
also be able to increase their efficiency and capacity to deliver
results.

This paper argues that there is a critical need for governments
to widen their view of the government-private sector interface.
Public administrations need to seize the opportunity of a changing
economic environment and increasing budgetary pressure to
involve businesses across the scope of government activity and
channel private sector know-how and investment into all sectors,
including toward the provision of public goods and services. More
than ever before, the efficiency of policy making outside traditional
fiscal and monetary channels will mark the difference between
successful and less successful countries.

7 The Triple-Helix concept argues that the potential for innovation lies in a combination of elements
from government, academia, , and business for the production, transfer and application of knowledge.
Triple-Helix Partnerships can support countries in boosting innovation by facilitating co-operation
between academia, business and local government. The Triple-Helix model advocates the notion that
value creation in innovation is accelerated when the actions of these three stakeholders are coordinated.
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There is a critical need for a systematic framework for private sector
development policies. First, governments need to find more and
better ways to expand the public-private dialogue throughout the
policy cycle. Second, governments need to improve the scope and
quality of government services to business. Third, they need to think
more strategically about ways to systematically involve the private
sector in the delivery of services to society. Finally, governments will
have to change their own culture to embrace the new possibilities
that can be generated by this new paradigm.
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SEPARATION VS. HARMONIZATION:
A COMPARATIVE STUDY OF CIVIL SERVICE
LEGAL ARRANGEMENTS IN EUROPE!

Caspar F. van den Berg, Frits M. van der Meer and Gerrit S.A. Dijkstra’
1. Introduction

The formal and informal arrangements determining the position of
civil servants and their relationship with political principles have
come to be described in terms of public sector bargains, or PSBs
(Savoie, 2003; Hood and Lodge, 2006). The idea of such bargains
encompasses a wide variety of dimensions: conventions about ac-
countability, recruitment, career, political neutrality, duty, and man-
dates.

A more general tension in contemporary public administration is
reflected in the discrepancy between managerial employment ar-
rangements and Weberian civil service values. Governments and
governmental organizations are required to satisfy two opposing
sets of demands; the first is a managerial set of demands (effective-
ness, efficiency, flexibility and managerial discretion) while the sec-
ond is a set of Weberian demands (integrity, non-discrimination,
rule-based conduct, risk-avoidance and frugality).

In this article, we focus on the perspective of employment security
and professional and ethical norms relating to political neutrality
and integrity: major issues across various European countries over
past decades. Moreover, we analyse the centrality of employment
security, connecting the idea of bargains to discourse on manage-
rialist Human resources management (HRM) arrangements, and
flexibility in the personnel system. In addition, we address the es-
sential question of the degree to which civil servants should enjoy a
more protected employment position than employees in the private
domain.

The direct motivation for this study is empirical: the resurgence
of debate on the legal position of civil servants in the Netherlands

! This is an adapted version of an article that previously appeared in the International Review of
Administrative Sciences, vol. 79 no, 1, March 2013 pp. 91-110. DOI: 10.1177/0020852312467548
? Leiden University Institute of Public Administration
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gives rise to questions of a cross-national comparative nature. In
the Netherlands, debate is closely connected to the question of the
specific character of the public sector and the differences between
working for the government and working in the private sector (the
distinct nature approach). Some believe that there is (or should be)
no fundamental difference between a job performed for the govern-
ment and a job performed for a private corporation (the harmoniza-
tion approach, as it has become known in the Dutch context).

A quick scan across a set of European countries suggests that, over
the past fifteen years, many countries have arrived at a similar junc-
tion regarding the position of civil servants. We hypothesize that,
for countries at this crossroads, there have been three broad paths
available. The first (a left turn) reinforces the ‘distinct character ap-
proach’ to legal arrangements regarding the civil service. This ap-
proach implies that working in the service of the state entails work-
ing in a political, democratic and legalistic environment, naturally
differing from that of the private sector. The second path maintains
the status quo without any real decision or change. The third (a right
turn) eliminates special civil service rights and responsibilities.

In this analysis, we have investigated the experiences of nine West-
ern European countries, plus some Central and Eastern European
countries, as a more or less homogeneous group of states. After dis-
cussing how historical roots and challenges defy such comparison,
we present our findings first for the Netherlands, a country which
seems to have made a right turn, seeking to alter the special bargain
it formerly struck with its employees. We follow with analysis of
a cluster of countries which have taken a similar route (Sweden,
Denmark, Italy and Switzerland). The second cluster (Germany,
Belgium and France) have chosen to maintain the status quo and,
finally, we look at those which have taken a left turn, increasingly
emphasizing the distinctiveness of public sector work over the past
15 years: Central and Eastern European countries and the UK. To
conclude, we analyze and review our findings in terms of changing
bargains.

Our study demonstrates that each country’s political culture and
experience over the past 25 years has influenced its ultimate direc-
tion. For this analysis, we use secondary material, mainly single
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case studies by country, and some comparative studies, which cover
multiple countries.

2. Public Sector Bargains and Challenges of Comparison

It is almost a cliché to state that, notwithstanding a myriad of tech-
nologies, public administration is, first and foremost, a matter of
human interaction. Nonetheless, it is significant that the quality of
public administration depends to a great extent on its administra-
tors: politicians and civil servants. The position of both groups of of-
ficials is defined through a multitude of institutional arrangements
and, in a formal sense, through legislation. Their positions are the
product of an evolutionary process in which formal and informal
rights and obligations have been defined through the interaction of
a wide variety of participants. Our analytical focus is on the chang-
ing (legal) position of public employees: a changing public sector
bargain. The bargain essentially focuses on implicit or explicit out-
comes, in which politicians gain some degree of loyalty, expertise
and competency from civil servants. In return, those civil servants
obtain a place in the government structure, responsibility and re-
wards (Hood 2001; Hood & Lodge 2006).

Hood (2001) distinguishes between two main types of bargain:
systemic and pragmatic. The most important difference is that sys-
temic bargains refer to systems where public service is part of a
fundamental constitutional settlement; pragmatic bargains refer to
systems where public servants’ rights and duties are more of a con-
venient agency arrangement between politicians and bureaucrats.
The systemic bargain is divided into two subtypes: consociational;
and Hegelian. The pragmatic bargain comprises three types: Schaf-
ferian; hybrid; and managerial (Hondeghem and Steen, 2013).

Hood suggests that a shift is occurring, at least for civil service sys-
tems of the Westminster type, in terms of pragmatic bargains, par-
ticularly as governments move from Schafferian bargains to mana-
gerial bargains. The managerial bargain involves:
a) a ‘turkey race” with respect to rewards (based on individual
competition);
b) a delivery attitude with respect to competence (ability to get
things done); and
c) an executive type of loyalty (the civil servant pursues de-
fined goals within set parameters).
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Hood'’s suggestion may seem plausible in the light of the various
New Public Management (NPM)-inspired reforms seen across most
European countries over the past 25 years. However, it should not
automatically be assumed that change occurs in the same direction
in each country, let alone in the same way or at the same speed. The
first question is whether change processes in countries with a sys-
temic type of bargain are similar to those in countries with pragmat-
icbargains. If bargains in all countries move towards the managerial
type, does this mean that systemic types of bargains (consociational
and Hegelian) are slowly disappearing? In this paper, we’ll explore
the shift in bargain types for a number of European countries where
systemic and pragmatic bargains were the previous norm.

Before we begin empirical analysis, it is important to note the de-
bate on the legal definition of the term ‘civil servant’, which varies
widely across countries. The great variety of terms and definitions
(given the specific and unique character of the system of public gov-
ernance in each country) may result in us comparing apples to or-
anges. The various terms used in defining government personnel,
civil servants and civil servant status make it a challenge even to
analyze one country. This confusion becomes even greater when we
begin cross-national comparison. For instance, the Dutch term amb-
tenaar does not signify the same thing as the French fonctionnaire,
the British civil servant or the German Beamte. We are in danger of
treating one as the standard against which the others are measured.
There is no standard description of a ‘real civil servant’ so compar-
ing civil service systems remains an unsatisfactory activity, with
much potential for confusion (Demmke and Moilanen, 2010).

There is a tendency to reserve the concept of civil servant for those
employed within “classical Weberian career bureaucracy’. However,
this approach may be too Franco-German inspired, so we will use
the terms civil servant and civil service more generally, referring
to public officials and public service regardless of the employment
sector, or political-administrative or legal regime (Demmke and
Moilanen, 2010).

The legal translation of these bargains will vary by country and by
political institutional system. They may be defined in statutory law
or in government prerogatives (or both) or may be codified or not.
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Legislation may be established in framework or comprehensive law
or in constitutional law (with or without qualified change mecha-
nisms). These various forms have considerable potential for change
and alteration, delivering additional bargaining instruments and
influencing the bargaining game.

3. The Turn to the Right
3a. The Netherlands

When the modern Dutch constitution was debated (1848), drafted
by Johan Rudolf Thorbecke, most legal experts emphasized the im-
portance of a (constitutional) legal anchoring of a professionalized
civil service. However, Parliament refused, partly due to fear of ris-
ing financial costs (Stekelenburg, 1999). Fifty years later, pressure
from public sector labour organizations and constitutional lawyers
resulted in a civil service law. The Civil Service Act (Ambtenarenwet)
was adopted in 1929 and an accompanying by-law (ARAR) for cen-
tral government was issued in 1931.

These laws regulate and define the constitutional and legal position
of civil servants. Under their scope, civil servants enjoy ‘public law
status’. Since 1931, in cases of labour dispute, civil servants have
been able to access administrative legal courts and procedures in-
stead of using administrative appeal procedures (VanI Jsselmuiden,
1988; Stekelenburg, 1999). The bargain that developed in the Neth-
erlands pre-WWII is most similar to the Schafferian public sector
bargain. In the post-WWII period, other elements were added. In
the 1970s and 1980s, when the civil service gained more represen-
tational duties, elements of the consociational bargain were added.
Later, in the 1980s and 1990s, reform added some elements of the
managerial bargain.

Most material provisions accompanying the CSA 1929 are estab-
lished in (decentralized) by-laws, reflecting the decentralized nature
of the Dutch state. As such, the CSA has the character of a frame-
work law. Each government employer has separate by-laws regu-
lating material provision with regard to rights, duties and rewards,
and each government agency determines its own regulations. Since
1993, umbrella organizations for government employers and trade
unions have worked together, using a decentralized bargaining sys-
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tem (the labour sector model comprises 14 sectors). Employers and
trade unions may meet and co-operate (although rarely nowadays)
at a council for public personnel issues (ROP) or meet informally at
the Center for Public Labour Relations (CAOP) (Dijkstra & Van der
Meer, 2011).

Since the late 1950s, the issue of the use, and need for, a separate ar-
rangement for civil servants has featured regularly on the political
agenda. Constitutional and administrative lawyers have typically
favoured maintaining the status quo, while labour law experts have
favoured drastic reform, especially in respect of rewards, employ-
ment security and social security. Nevertheless, the system has been
maintained - with the single exception of harmonizing the social
security system with that of the private sector.

Quite recently, substantive discussions began anew. The 2010 coali-
tion document (in which the coalition parties set the government’s
policy agenda for its term) included an announcement stating the
government’s intention to abolish the public law appointment and
administrative legal protection. In November 2010, two MPs (Fatma
Koser Kaya — Liberal Democrat, and Eddy van Hijum — Christian
Democrat) submitted a bill abolishing the public law position of
civil servants and harmonizing it with private sector labour law.?
After revision, the scope of the bill was limited to the rules of ap-
pointment, termination of employment and administrative legal
review. The CSA and other non-substantive provisions would be
maintained and elaborated by the Ministry of the Interior. Other
public law regulations would remain in force.

Interestingly, recent debate on reviewing the status of public serv-
ants has almost exclusively focused on labour law and managerial
aspects of public status (Van Peijpe, 2005). In the earlier stages of
the debate, in the 1950s and 1960s, constitutional and public admin-
istration aspects received the most attention (Van der Meer et al.,
2012). Proponents of abolishing the public law status seem to down-
play aspects such as public legal codes relating to integrity, anti-cor-
ruption and political-administrative interaction and the basic rights
of civil servants. However, public administration experts, constitu-
tional lawyers and, notably, the Council of State have stressed the
importance of these neglected issues.

? Elements to be harmonized are arrangements concerning pensions, unemployment benefits and
disability benefits.
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The Dutch Council of State, the highest body advising Parliament
and the Government on the quality and feasibility of proposed leg-
islation, has expressed its formal opinion on the harmonization bill
in the most critical terms. The Council argues that the bill neglects
the distinct character of employment within a political and govern-
mental context. Furthermore, the Council sees no reason to expect
the type of flexibility and cost-reduction predicted by the bill’s au-
thors.

The various parties involved, with different interests and positions,
can be listed as follows (Van der Meer, Van den Berg & Dijkstra,
2012):

Group Assumed interest

Political executive | Ending a perceived civil service ‘overprotection’
to achieve cutbacks;

Parliament Appearing active and decisive in modernizing
(sponsors) and de-privileging the civil service to achieve
cutbacks and please the general public.

Top civil servants | Reforming the legal position of the rank and file
in order to obtain more flexibility in HRM terms
while remaining secure themselves given the
existence of the ABD.

Council of State Providing serious criticism regarding the nature
and scope of the proposed legislation
Rank-and-file civil | Preserving the protection against political and

servants managerial arbitrariness and material privileges,
cf. public service motivation

Civil service Protecting specific civil service rights. While some

trade unions trade union leaders (FNV the social democratic

unions) initially favoured a perceived increase in
power during the labor negotiations; other unions
were very much against.

Academics Opposing the law (Public Administration
scholars), and

Supporting the law (generic Labor Law scholars).
Media Possessing a historical aversion to what may
Broader public appear as bureaucratic privileges

The above shows that the debate regarding the legal position of
civil servants has regained significance in recent years. Although
the public law system has been maintained, the major exception
has been equality of the social security system with that of the pri-
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vate sector. This can be partially explained by increased attention
to labour market regulations but an element of revival of Weberian
principles of bureaucracy is evident. We conclude that, although no
final decision has been taken regarding reform of legal status, the
discussion is of significance in itself, independent of final outcome.

3b. Scandinavian Countries: Denmark and Sweden

In Denmark, the majority of governmental personnel work in the
service of the state via a collective labour agreement. As in Germa-
ny (see 4.4), Denmark has Beamter, as well as other staff who work
for the state but without Beamter status. Beamter include senior civil
servants, judges, police, prison wardens and defense staff, along-
side State Church high officials. While other public sector employ-
ees may not be formally appointed as civil servants, the Civil Ser-
vice Act and the Civil Service Pensions Law apply to them. Other
labour arrangements, such as the Holiday Act, the Equal Treatment
Act and parental leave, apply equally to both public and private sec-
tor employees. This has been in force since January 1, 2001 (Minister
of Finance, State Employers Authority, Employment in the Danish
State Sector (2005)).

It is important to note here that, although Denmark has partially
normalized the legal position of a large part of public sector per-
sonnel, an additional, parallel system remains untouched (Niessen,
2010, p.25). It is interesting to see which categories are considered
part of the inalienable domain of the state, and which categories fall
outside.

In Sweden, civil service status was abolished during the heyday of
NPM in the 1990s, with most public employees given equal legal
status with private sector employees. Like Denmark, Sweden has
crafted exceptions to the judiciary. Moreover, we must consider that
egalitarian and co-operative (neo-corporatist) labour relations are
typical of the Swedish societal model.

In cases of involuntary termination of employment, the legislator
takes a restricted role. The 1970 Termination of Employment Act
provides for redress against being fired and for rescinding invol-
untary termination; in cases of employer non-compliance, this can
even result in financial compensation to an employee. Employers
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and employees enjoy a substantial degree of discretion in compos-
ing their collective labour agreements (Heemskerk, 2009). In the
Swedish model, an independent agency manages the negotiation
process, and the government is only involved from a distance. It is
important to note that this seemingly depoliticized model has its
drawbacks, for example, concerning the politicization of the civil
service and the preservation of a certain esprit-de-corps among civil
servants.

Developments in Denmark and Sweden signify a turn to the right.
Relatively recent reform in both countries has seen the bargain be-
tween politicians and civil servants move towards a managerial
bargain, at least in regard to employment relations.

3c. Italy

Italy took a turn to the right 20 years ago; the public law status of
labour relations for senior civil servants was eliminated in 1993, as
part of reform of a political administrative system deemed defunct.
Using NPM solutions, their legal status is now organized under
private law. The aim has been to neutralize politics from the civil
service and generate more mobility, while clarifying the differing
roles of politicians and civil servants and bringing a degree of ac-
countability to individuals (to encourage compliance with norms).

The emphasis in Italy is clearly on professional quality, integrity
and political impartiality, as opposed to financial savings or the ap-
plication of market-mechanisms to HRM within the government
(Gualmini, 2012). The bargain was changed in 2002, when it was
decided that top civil servants (secretary general level) would again
be appointed by decree: a unilateral public decision (Ongaro, 2009).
In doing so, the privatization of top civil servant positions was par-
tially reversed. Under the revised policy, their appointment is under
public law while their salary is determined on an individual basis
by private legal contract, once every three years.

The public service bargain has evolved with greater emphasis on
non-material aspects: professionalism, integrity and political neu-
trality. These, rather than managerialism, have been the driving
force for reform of senior civil servants” legal status. We conclude
that Italy has taken a turn to the right but has partly reversed this
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in regard to top civil servants, rehabilitating the Schafferian bargain
for top-managers.

3d. Switzerland

Switzerland is often cited as an example of a normalized system. In
2001, a referendum resulted in a new Federal Personnel Act, which
replaced the old Civil Service Statute. The executive relied on anti-
bureaucratic sentiments among the general public, upheld by the
referendum. The instrument was used to change the Public Sector
Bargain (PSB) in legal terms.

The referendum allowed the executive to circumvent the resistance
of public sector trade unions. The decision attained additional di-
rect democratic legitimacy and the bargaining position of trade un-
ions was undermined. At Canton-level, the status of Beamter was
removed in a number of cases, requiring civil servants to be reap-
pointed to their position every four years; this time-consuming and
inefficient process has since been eliminated. Moreover, a number
of categories of Swiss civil servants have remained under the new
regime and under public law.

Article 8 of the Bundespersonalgesetz states: 1 Das Arbeitsverhiltnis
ist offentlich-rechtlicher natur [Labour relations (for Federal Govern-
ment staff) are subject to public law]. The elimination of Beamtensta-
tus has not resulted in the elimination of their special legal position
but is rather a measure promoting the efficiency of HRM policies
and civil service professionalism (as opposed to equalizing the legal
position of civil servants with private sector employees). Public sec-
tor employees continue to enjoy stronger job protection than private
sector employees.

In short, reform in Switzerland seems to imply fundamental mod-
ernisation along the lines of New Public Management, since the
substantive meaning of the term Beamte has changed; at the same
time, this change has not involved any real movement towards a
managerial bargain.
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4. Maintaining the Bargain
4a. Germany

We now shift to the cluster of countries continuing on the same path,
with the position of their civil service largely unchanged. Germany
is considered exemplary in having both Beamter (employed by the
state and subject to public law) and ordinary public sector person-
nel (subject to private law - Angestellten). Historically, Beamter enjoy
a special legal position, having a closer relationship with the state
than the average citizen and representing the state to the rest of so-
ciety. Beamter owe the state special service and loyalty, being grant-
ed certain privileges in return (with the exception of the politische
Beamte): life-time employment in terms of salary; compensation in
case of illness; and retirement pension.

After the Second World War, the Allied Forces abolished the
Beamtentum in West Germany, holding this institution partly re-
sponsible for German aggression: not only failing to uphold the
rule of law in times of totalitarianism but supporting totalitarian
rule. However, its legal position under public law was reinstated
in 1950. In recent decades, the number of Beamter within the public
service has fallen slightly: primarily as a result of privatization and
the fact that no new Beamter have been appointed within formerly
state-owned enterprises (aviation, post and railways). Individuals
working for an organization at the time of privatization have main-
tained their status of Beamter. Other public organizations, such as
independent public bodies, have reduced their number of Beamter,
reflecting their changing position and status.

Most German governmental personnel are not Beamter, but Anges-
tellten - employed through labour contracts. Reforms affecting both
groups have been carried out in recent years, with the aim of creat-
ing more transparency and standardization within the HRM sys-
tem. Within Germany, the principle of separate status for servants
of the state remains (albeit for a select group within the larger ap-
paratus). Among the dominant group of academics (constitutional
lawyers), formal doctrine remains.

The Constitutional (federalization) Reform of 2006 had consequenc-
es for civil service legislation. Although civil service unions resist-
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ed, the Federal and Lander governments agreed to replace the old
framework with Beamtenstatusgezetz for federal level and Landes-
beamtengesetzes for Lander level. These instruments decentralized
career, pension and remuneration issues to the Lander, with due
consequence for position (particularly regarding flexibility within
the career system by combining or abolishing the different Lauf-
bahngruppen career systems of beamten (see Bavaria and Rhineland-
Palatinate); there were also salary differences among the Lander
(Goetz, 2011).

As in Belgium, why do some functions in organization A receive
Beamte-status while the same functions in organization B receive
Angestellte-status - as is the case in various municipal governments?
In the municipalities (but not so much the Lander) of the former
GDR, there is no historical distinction between Beamter and Ang-
estellten. The proportion of Beamter is believed to be lower than in
Western parts of Germany, although, in absolute and relative terms,
their number is increasing, even in the East.

In terms of public sector bargains, Germany retains a systemic type
of bargain. Some elements of the managerial bargain may still exist,
as there has been no system-wide change in terms of job protection,
neutrality expectations or salary adjustment. There are insufficient
grounds to conclude that Germany’s public sector bargain is mov-
ing towards pragmatism.

4b. Belgium

The vast majority of government personnel in Belgium have statu-
tory appointment under public law. In addition, there are contract
employees, subject to private labour law. While labour conditions in
the private and public sectors have become increasingly similar, this
may not apply to values such as ethics, impartiality and civil service
professionalism. At federal level, 27% of civil servants have a con-
tractual appointment (Hondeghem, 2011). There is less outsourcing
for lower-level work compared to other countries but contracts are
also used for flexible and technical jobs (Janvier and Peeters, 2005).
With local and provincial authorities, more individuals are signing
labour contracts.

After an initial, dramatic increase in contract employees, propor-
tions have stabilized since 2005. Often, contracts are used for ob-
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ligatory job placements or subsidized jobs (both of which may be
permanent in nature) and functions at lower levels. Sometimes, the
criteria are less clear. There is ongoing discussion about the rights
of contract employees vis-a-vis civil servants, since the former en-
joy less protection (De Becker, 2011, offers a political point of view)
and have fewer career opportunities (Hondeghem, 2011). For this
reason, as well as those relating to NPM and performance manage-
ment, the issue of a single unitary statute for all public sector per-
sonnel has been raised in academic public management and HRM
circles. To read more about this, at local and provincial level, see
Janvier (2003) and Janvier and Hendericks (2010). This has not yet
led to concrete results, although both the Flemish government and
the unions are eager to address the most negative aspects of the
divide between statutory and contractual public officials. An im-
portant consideration in explaining Belgian immobility is the divi-
sion between blue and white collar labour unions and the stalemate
in politics and administration, due to numerous political divisions
and neo-corporatist relationships.

Very recently, the Belgian federal government re-fuelled the debate
by arguing for a reduction in differences between statutory and
contract public sector employees. It argued that this should not lead
to an abolition of the public law status of statutory civil servants,
which implies a desire to widen (rather than narrow) the group of
civil servants subject to public law (De Standaard, August 14, 2012).

4c. France

The French Constitution states that Parliament is in charge of the
protection of servants in the military and public service. The Con-
stitution, however, is not explicit about whether public service
employees should have distinct status under public law. The legal
basis for their appointment (which, given its public law nature, is
necessarily unilateral) is established in ordinary legislation.

Contractual appointment to the French public service is only pos-
sible if (a) there are no civil servants able to fulfil a position, and
(b) the position is temporary or included on a list composed by the
Conseil d’Etat for this specific purpose. All other employees of the
French public service are subject to public law. There are three fornc-
tions: central level, decentralized level and health care.
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A key area of discussion in France is the position of the Corps (Van
den Berg, 2011). France has a corporate organization based on a ca-
reer system, categorized by profession. The advantage of this sys-
tem is professional expertise and the emphasis on specialists. How-
ever, the large degree of fragmentation and corps specialism can be
a disadvantage, especially with respect to the power of the Grands
Corps. On this point, policies are oriented towards minimizing dis-
advantages by limiting the power of the corps and corps merg-
ers (Bezes and Jeannot, 2011). In conducting reform, the powerful
French unions must be taken into account. According to Jeanne
Siwek-Pouydessau (2010), civil service unions follow a three-fold
strategy of ‘resistance without concession (Force Ouvriere) and de-
fense of a civil service that serves citizens (CGT) and focuses on
methods deemed inadequate (CFDT union)’.

From a PSB-perspective, there has been a considerable degree of
stability in France: the changes that have occurred have been within
the boundaries of the existing systemic bargain.

5. The Turn to the Left
5a. Eastern European countries

In this cluster of countries, the distinct nature of public sector ser-
vice has been emphasized more in the past 15 years than ever before.
The former communist countries of Central and Eastern Europe
have adopted a distinct position in this debate. In the Communist
era, civil service systems were heavily controlled by the dominant
party; there was no separate legal position for the civil service, and
employees had little power to counteract the dominating influence
of party and political officeholders (Dimitrova, 2002). The system
revolved heavily around personal relations (political and party), re-
sulting in nepotism and favouritism.

After the fall of communism, initiatives were begun to promote
greater expertise and (political) neutrality. Reform was encouraged
by various countries’ accession to the European Union (Verheijen,
1999), which led to new (public law) civil service acts; this was one
of the most important results of the Copenhagen (1993) and Madrid
(1995) EU summits. Additional criteria state that professional civil
services must be depoliticized and merit-based, and should follow
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formalized standards of integrity. In this way, EU accession crite-
ria have contributed to Weberian-inspired civil service legislation
in these countries (Goetz, 2001). However, it appears that politi-
cal leaders have tried to circumvent these arrangements and delay
their implementation.

In Central and Eastern European countries, most public sector re-
form has been broadly oriented towards creating modern civil
service systems, drawing on the NPM experience of a number of
Western (mainly Anglo-Saxon) countries. However, when it comes
to efforts to institutionalize specific values of ethics and profession-
alism, the choices made by governments reveal a clear penchant
towards Weberian norms, showing the political and legal context
of the public sector (Verheijen and Rabrenovic, 2007). In this sense,
Central and Eastern European countries have opted for a systemic
rather than pragmatic type of bargain.

5b. The UK

The UK is often hailed as an example of a state without statutory
civil service provision; a wide range of public officials exists, gov-
erned by various employment schemes and regulations, reflecting
level, among other factors. Their position was formalized follow-
ing the adoption of the Constitutional Reform and Governance Act
in 2010. The former arrangement had come under pressure, partly
due to New Public Management-style reform. For participants in
the bargain (primarily civil servants and ministers), it had become
increasingly unclear how their roles and responsibilities should
best be fulfilled, so reconsideration of arrangements followed. In-
terestingly, the Governance Act has brought reform similar to that
proposed by Northcote and Trevelyan in 1854, as part of their Report
on the Organisation of the Permanent Civil Service (and never put into
practice).

The present Governance Act provides the British civil service with a
legal basis, by formally establishing its core values: impartiality, in-
tegrity, honesty and neutrality, as well as merit-based appointment.
The Act also establishes rules concerning ‘special advisers’ and the
Civil Service Commission: the institution responsible for policies
concerning government personnel and recruitment procedures.
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The Constitutional Reform and Governance Act can be seen as a
step towards the Weberian model of civil service legislation — even
though, until recently, British attitudes appeared to be fervently op-
posed to such codification. The absence of such legislation has tradi-
tionally been seen as one of the defining features of the British civil
service: thought to be much less legalistic than various Continental-
European administrative traditions.

This is interesting for two very different reasons. First, develop-
ments in Britain may serve as an indicator for cross-national con-
vergence in the legal position of the civil service across various EU
member states: Britain’s move towards a Weberian conception of the
civil service reduces fundamental differences across the countries of
Europe. Models that were once starkly different now seem to be
converging: continental systems are adopting elements of Anglo-
Saxon systems (less protection in material terms and more similari-
ties with the labour conditions of the private sector) while Britain is
adopting elements of the Continental tradition (codification of core
values and constitutional obligations). On the other hand, the intro-
duction of this act in Britain can be seen as a modern response to
important questions concerning the expanding number of special
advisors, who are not bound to political neutrality, and who have
become increasingly influential over recent years - usually at the
expense of the position of impartial career civil servants (Peters and
Pierre, 2004 and Van den Berg, 2011).

Secondly, various aspects of developments in Britain seem contrary
to the privatizing reforms that have taken place in countries such as
Italy, Sweden and Denmark. In Britain, the public, legal nature of
the civil service is more emphasized.

6. Trends in Rethinking the Bargain

This tour of a number of European countries demonstrates that de-
bate about civil servants’ legal position in a changing societal and
governmental context is on Europe’s agenda. It also shows that dis-
cussion is not limited to labour law, but includes the legal position
of public sector employees as part of a broader debate about the role
and position of the civil service.
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Discussions in various countries revolve around professionalism,
interactions with and relations to politics and society, and the de-
gree of independence within a bureaucratic organization. The trans-
formation from the distinct nature of public sector bureaucracy and
deployment towards equality with the private sector looks like a
shift from Schafferian bargains towards more managerial oriented
bargains. Nevertheless, movement in various countries (mentioned
above) seems to contradict this trend.

Generally, it seems that decision makers have moved towards equal-
izing labour conditions and social security issues in the public and
private sectors. In contrast, the issue of ‘normalization” of civil ser-
vice rewards is explicitly avoided in most cases, given the political
and societal sensitivity of public sector rewards (Peters and Brans,
2011). Ample attention has been given to public law arrangements
relating to integrity, moral competency, political neutrality and the
protection of civil service professionalism; these are closely related
to the other issues mentioned but are more like hybrid bargains
than managerial.

This implies that the two main aspects of public service bargains
examined are independent of each other: the legal arrangement
surrounding employment, and the ethical and professional norms
regarding civil service integrity and political neutrality. While we
see movement towards the managerial bargain on the substantive
side, on the ethical side, we have witnessed a move in the opposite
direction. For instance, in the Netherlands, employment arrange-
ments are undergoing reform (following the harmonization model)
yet ethical and professional norms are still very much stressed. We
might argue that discussion concerning abolition of special civil
service status has led to opponents reformulating their view on
the importance of such status. In the UK, where ethical norms are
increasingly made explicit and codified in rules, employment ar-
rangements are not following the same path away from the tradi-
tional British model.

We suggested earlier that, despite some discrepancies in context
and time of origin, all European countries have developed extensive
legal and more or less formalized frameworks for their public ser-
vice over the past 150 years. This development can be seen as part of
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a bureaucratic revolution strongly associated with the development
of the rule of law (Van der Meer, 2009).

Analyzing the relationship between politicians and civil servants in
PSB terms (Hood and Lodge, 2006), civil service legal frameworks
formalize public sector labour relationships (and ensuing bargains)
into law. By this legal entrenchment, these relationships are made
more durable, limiting room for interpretation and providing bar-
gaining power for future encounters. All depends on the nature of
the translation of formal and informal elements of public sector bar-
gains into law.

According to the PSB concept, these bargains are the implicit or ex-
plicit outcomes of politicians gaining some degree of loyalty, exper-
tise and competency from civil servants, and of civil servants secur-
ing their position in the government structure, with responsibility
and rewards. Formalized bargain outcomes are made explicit in
law, with changes to legal frameworks reflecting changing bargains.
The (legal) translation of bargains varies, based on differences in the
political institutional systems of a country.

The term bargain suggests (two) directly involved (contractual) par-
ties: politicians and civil servants. What has become clear in this
study is that many others are directly or indirectly involved. It is
a misconception that both groups are unitary players, since both
comprise a variety of actors with their own interests, rationales and
bargaining positions, forming temporal associations and fluid coa-
litions. Within the group of politicians, ministers should be distin-
guished from members of parliament and party officials. The same
applies to other levels of state and, in some cases, to various sectors.
Among civil servants, there are a multitude of lines of separation;
these include government level and functional sector but also hier-
archical levels, involving top and senior civil servants and the ‘rest’,
and functionally politicized and functionally bureaucratized senior
civil servants (Van den Berg, 2011).

Civil service unions play a role, depending on their (formal) inclu-
sion in government-labour relation mechanisms, the rate of mem-
bership mobilization and the degree of ‘radicalism’. Besides the
‘“usual suspects” (executive officeholders and civil servants), other
influential actors should not be disregarded: international organiza-
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tions and institutions (EU and OECD primarily in European cases)
and ILO and Human Rights institutions and courts at various lev-
els. In addition, in some countries, professional associations and ac-
ademics also play a role (labour and constitutional law, and political
and public administration experts).

A PSB perspective in this case seems particularly appropriate in ex-
amining the definition and the redefinition of the (legal) position of
public employees within the wider political administrative system
of a particular country. In the past, reasons for formalized construc-
tion under public law have been argued in terms of a fairly simple
bargain. A structured rewards system, an ordered system of tenure
and promotion as well as protection from nepotism and political
interference were offered by the political system, with rewards and
a place within the administrative system offered in exchange for
loyal support.

From discussions in political, professional and academic quarters,
the suggestion might arise of movement towards the normalization
or harmonization of the (legal) position of public employees copy-
ing private sector standards. Some fundamental assumptions re-
garding the nature of government in society and the nature of pub-
lic employment underlie the primarily legal debate. The movement
towards normalization is inspired by the idea of public and private
employment being generic. Private employment schemes could be
used to make public employment more flexible and more adaptable
to political needs, given the diminished level of protection, increas-
ing professional autonomy, and the use of private sector incentives.

We have found recent movement towards equalizing civil service
personnel policies and practices with those in the private sector, as
well as the normalization of civil service laws and regulations in
countries like Sweden, Denmark and Italy. The last two elements
have been seen to a lesser extent in the Netherlands and Switzer-
land. Given this evidence, it is often argued that there is a trend to-
wards managerial bargains. Nevertheless, analysis shows that this
movement is somewhat fragmented and, even, incomplete in these
countries. Other countries have maintained the status quo (Ger-
many, Belgium and France) while a third set have followed a path
of Weberian principles being introduced or reinforced (Central and
Eastern European countries and the UK).
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For two reasons, the British case is of particular interest. Firstly, it
has had a longstanding attachment to an alternative type of bargain,
differing from Weberian-inspired bargains across Europe. Recent
developments in the UK may spell the end in this regard (display-
ing some Weberian components). At any rate, fundamental rethink-
ing of the bargain has been taking place in the UK. Secondly, the
form of these arrangements is moving away from informality, with
legal text being adopted and enacted, to define the position of the
civil service and its basic principles. Besides substantive rethink-
ing, the long-cherished flexibility of an uncodified bargain has been
limited.

We have pointed to the introduction of (public law) arrangements
for handling issues relating to integrity, moral competency, political
neutrality and the protection of civil service professionalism, given
governments’ budgetary problems, which limit civil service pay. Of-
ten, aspirations to create managerial flexibility and a modern, out-
ward-looking public service are unsupported or, even, in conflict
with the available facts, complicating managerial bargaining.
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THE ExecuTIVE CIVIL SERVANTS” TRAINING
SYSTEM OF THE UNITED STATES

Dr. Matthew Stafford’

The United States” (US) Constitution offers little guidance specific to
the subject of civil service. It merely notes that the President: ‘shall
appoint ... all Officers of the United States, whose Appointments
are not herein otherwise provided for’. For years, US civil servants
were Presidential appointees, with each new Administration
bringing its own cadre of loyal workers. Government survived
these transitions of power only because each new administration
recognized the value of experience and, consequently, practiced
some degree of moderation on coming into office, replacing many
but not all civil servants from the previous administration.

The situation changed with the inauguration of Andrew Jackson
in 1831. Invoking what came to be known as ‘the spoils system’,
Jackson replaced such a large portion of the Federal workforce with
his personal supporters that there was cause for concern. The “spoils
system’” was based on the quotation, ‘to the victor go the spoils’;
personal interests superseded those of the nation, resulting in greed
and corruption.

In response, certain politicians argued for the civil service corps
being above greed and corruption and the competitive nature of
politics. They envisioned a civil servant corps with professional
ethics, ensuring that public service remained the first and greatest
concern. Through a series of laws, beginning with the Pendleton
Act of 1883, they created a civil service not appointed but hired and
promoted, based on merit. It was not subject to political pressures
but functioned for the public good, being built around values
emphasizing public service over individual or party gain.

Although the US Civil Service still adheres to the idea of “service-
before-self’, as envisioned by its founders, it has changed. Public
pressure brought competency examinations in 1883 but advocacy
groups later eliminated these. Other rights and privileges for civil

! Dean of Faculty, Federal Executive Institute of the Office of Personnel Management of the United
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servants have been captured in statutes, such as the right to join
unions, gain protection from discrimination and to receive military-
like honours on death - for life-time career contribution: all have
been written into the law. One of the most striking modifications
to the Civil Service occurred in 1978, when the US Congress
passed the Civil Service Reform Act, creating the Senior Executive
Service. This Service consists of a group of very senior and talented
executive leaders, who can move across governmental agencies to
solve problems and ensure that the interests of individual agencies
remain subordinate to the greater public good.

Today’s developmental approach

Following this brief background of the US Civil Service, let’s shift
our attention to the way in which the US invests in its public
servants. This begins with the ‘swearing-in ceremony’; just like
the President of the United States, upon taking office, each new
civil servant swears an oath to protect and defend the Constitution
of the United States. This oath is made to the principles and
ideals embedded within the Constitution and the governmental
framework it describes. As noted previously, the US Civil Service
is not addressed in the Constitution directly. The oath marks the
important subordination of individuality to the nation and is the
first step taken by each civil servant in adopting the national values
so clearly evident in the Constitution.

Beyond this common starting point, however, civil servant career
development is decidedly individualistic in the early stages. Each
post within the Service has a job description, outlining general
duties to be performed. Within each job, however, the civil servant
and supervisor jointly decide upon ‘performance elements’ covering
specific areas for assessment and evaluation. The elements are
detailed in terms of quality and quantity, so that employees know
exactly what is expected of them.

Each civil servant creates an ‘individual development plan’ outlining
their developmental initiatives; this can include education, training
and experiential activities to be pursued over the coming year, to
enhance capabilities and performance. The supervisor ensures that
the requested developmental activities are in line with the needs
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of the office, agency and government as a whole and then oversees
the civil servant’s progress in these developmental efforts. Failure
to achieve progress in one’s personal development plan can affect
performance appraisal; failure to complete required training, for
instance, could contribute to a poor performance assessment.

In essence, there are three types of training within the United States

Civil Service:

e job-specific - “technical training’;

e that common to all federal employees — ‘recurring training’ -
covering such topics as diversity, computer security and ethics;
and

e training specific to leadership growth.

Of these three types, only ‘recurring training’ is required for all US
civil servants, either periodically or as a positional requirement. In
terms of periodic training, agencies post training requirements and
a date by which these must be completed by all employees.

Positional requirements are specific to a given job or set of
responsibilities. For instance, prior to becoming a supervisor in the
Office of Personnel Management, a candidate must complete four
online training courses, covering;:

e an overview of personnel management;

e measuring performance;

e assessing and addressing poor performance; and

e mentoring fundamentals.

Except for such training requirements, most of the training received
by civil servants is addressed through individual training plans, as
described previously.

To aid supervisors in creating individual training plans specific
to technical training, governmental agencies routinely offer
‘career path guidance’, offering specific training opportunities to
help individuals decide which training will prove most valuable.
Individual employees can demonstrate initiative by accelerating
personal, technical development or can decide not to pursue all the
available opportunities and remain at a lower level of expertise, as
reflects their mindset.
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To facilitate leadership development to progressively higher
levels of responsibility, the Office of Personnel Development —
the regulatory bureau for personnel policy within the United
States Government — works with governmental agencies across 28
leadership competencies: specific skill sets deemed desirable or
necessary . These help guide supervisors in selecting developmental
opportunities for their employees. Competencies are aligned along
five Executive Core Qualifications: areas specific to success at the
most senior levels of Federal public service. In all cases, courses
are developed to address specific competencies, so that employees
and their supervisors can select opportunities specific to individual
needs.

EXECUTIVE CORE QUALIFICATIONS (ECQS)
AND LEADERSHIP COMPETENCIES

ECQs and the Leadership Competencies

Crativityand — Conflict | Accountability  binanciel - Partering
aixemal - Lgweraging  Cyslomer Hyman Capital polical Savvy
Floiiliy DRSPS Decisveness Jechnology - Influcncing
Resilience Team Building Entrepreneurship
%flantffgr{é Problem Solving
Vision Credibity

Although the list appears long, those who wish to pursue
advancement within civil service must endeavour to master all these
leadership competencies, investing individual effort to achieve
universally desired outcomes.

To aid civil servants in achieving growth in these areas, the
government offers a wide variety of developmental opportunities.
In essence, these opportunities fall into three categories: training,
education and experience. The distinction between them is not
academicbutis important to building and delivering developmental
opportunities to achieve desired outcomes.

Training is designed to produce specific reactions to known stimuli.
It emphasizes cognitive and tactile learning. People are trained



to respond to fire alarms or to protect computers from malicious
software or computer attacks, to fill out forms and use equipment

properly.

In addition to training, there is the need for education, since this
focuses on the cognitive and affective domains of learning and
helps people decide on courses of action when they encounter new,
unknown stimuli. It equips them to overcome challenges, using
innovative and creative approaches to solving problems.

Education also helps inculcate values; we do not develop an
abhorrence fordishonesty and corruption throughrotememorization
and basic testing, or a sense of ecological responsibility. Such values
are nurtured through education and mentoring and, preferably,
through interactive, experiential learning. Training alone does not
encourage innovative thinking. Education and experience must be
integrated to produce such employees.

Experience provides opportunities to apply what has been learned
through training and / or education. Supervisors can encourage
this by placing employees in various situations which will test their
areas of expertise — often called ‘broadening’ — or by moving them
into positions of greater trust or responsibility. The orchestration
of experience can substantially increase the benefits of training or
education and is a key consideration in shaping each civil servant’s
career path.

In very simple terms, training prepares us for the known, education
for the unknown and experience provides opportunities to apply
learning. How often do civil servants encounter the unexpected?
Quite often! Charles Caleb Colton noted that tests can be formidable
even for the best prepared because it is always possible to ask more
questions than any one person can answer. The citizens of our
collective nations are asking more questions than our civil servants
can possibly answer. New situations arise almost daily. Clearly, our
civil servants need more than rules and regulations to guide them
in navigating these unfamiliar waters; they need an underpinning
of principles and values from which they can draw, to guide their
actions for the benefit of the governments and people they serve.

Clearly, civil servants also need experience. No amount of training
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or education can prepare them to engage successfully with a hostile
member of their citizenry or to address the less routine issues they
will face in their careers. Success in such endeavours takes practice.
Through experience, supervisors can assess the effectiveness
of governmental training or education, as civil servants gain
opportunities to reinforce their learning through application.

The United States Civil Service uses training, education and
experiential learning in its approach to leadership development.
Some competencies, such as communications and problem-
solving, can be advanced through simple training opportunities.
Most, however, also require education. Discussions on creativity,
customer service, team-building and negotiating clearly require in-
depth study. Undoubtedly, there are always constraints in the form
of available time, money and resources.

To meet the developmental needs of its civil service, with an eye
toward resources, the United States Government offers various
pathsto development. There are individual, computer-based classes
available through e-Learning sites, as well as resident and blended-
learning courses, offered through organizations like the Office of
Personnel Management’s Center for Leadership Development. In
addition, courses are offered through private-sector providers and
public institutions of learning.

Of course, governments also set the values and principles that guide
its organizations and the people who serve them. In the case of
the United States, national values are reflected in the Constitution
and through various Amendments passed over the years, to keep
the Constitution relevant to the nation’s needs. These values are
integrated into the agencies thathave arisen within the Constitutional
structure and are inculcated through the various developmental
programmes described above. The result is a singularly committed
yet heterogeneous civil service: professionals who recognize and
use diverse skills, talents, education, training and experience for the
good of their government. There are experts and novices, specialists
and generalists, employees who specialize in customer service and
those specializing in administrative or managerial processes. They
are unique individuals who work as a team, focused in supporting
a common purpose and common values. This approach has proven
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highly effective; however, there is always room for growth and
improvement. Technological innovations and the ability to engage
with one another almost anytime and anyplace are changing the
way in which governments can train and educate employees.
Training needs to be applied responsibly, to enhance commitment
and effectiveness in the interest of improved public service.

One outcome of our advanced capability for technological
communication is our dramatically enhanced collaborative
capabilities. Although collaboration is valuable in most learning
situations, it is vitally important to the success of any civil service.
Questions that exist within any office, agency or ministry may have
already been answered in another. Improvements in efficiency and
effectiveness in one endeavour may be applicable to another or
may, at least, be adaptable, to create similar, positive outcomes. It
is desirable that we craft mechanisms and policies to make use of
this capability within our individual governments. The US Center
for Leadership Development is already implementing such an
approach.

As experts in and practitioners of public service, we should also
seek opportunities to expand collaboration across international
borders. Although languages and organizational structures differ
widely, as civil servants — whether elected or appointed — we
share similar values. We share, for instance, a commitment to our
government and, more importantly, to the people of our individual
nation. In most instances, we work for less money than our private-
sector counterparts and do not enjoy the same level of prestige
or privilege; yet, our service is at the heart of the success of our
individual nations and the services offered to our people.

These common values — self-sacrifice, service before self and an
unflagging faith in people to unite in resolving social problems
— links us as an international family. Like a family, we are not
in competition with one another but can and should rejoice in
one another’s successes. To maximize the power of this familial
relationship, we need to be willing and open to sharing not only
our successes but — although frightening at times — our failures.
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The 2013 Astana Economic Forum and World Anti-Crisis Conference
are excellent steps in the right direction, as is the United Nations
Development Programme’s Regional Civil Service Hub, which is
being headquartered in Astana. Kazakhstan is taking important
steps towards creating an international consortium of civil servants
dedicated to excellence in the public sector. It is up to us all to
continue contributing to this important effort. Together, we can
share lessons learned and enhance the quality of public service.
This will become part of our collective development, making us
more efficient and more effective public servants for our nations.

Thank you for your time and attention.
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Bormrochl COBEPIIIEHCTBOBAHMS CUCTEMBI
OBYYEHUS TOCYAAPCTBEHHDIX CAYXKAIIIMX
Pecriysamkit KA3AXCTAH

Loaamobex Abdpacuros’

3a roanl Heszasucumoctu B Kasaxcrane cdopmuposasach
CTpOViHasl cucreMa OOy4eHMsI TIOCyJapCTBEHHBIX —CAY>KallluX,
VHCTUTYLIMOHAABHYIO ~OCHOBY KOTOPOM  COCTaBASIIOT — 3aKOH
O rocyapcTBeHHOM cay>k0e, Yka3 [IpesngenTta o nepernoaroToske
U1 TIOBBIITIEHNY KBaAUPUKAITUM TOCY4aPCTBEHHBIX CAY>KaIlMX.

CoraacHo uM oOyuyeHMe ABAseTCSI HOPMAaTUBHO 3aKpeIlAeHHOI
00s13aHHOCTBIO TOCYAQPCTBEHHBIX CAY KaIlMX II0 CAeAYIOIIUM
HaIlpaBACHMSIM:

1) mpoxoxjaeHme KypcoB IIepeloArOTOBKM IHPU IIOCTYILAHUU
Ha TIOCYyJapCTBeHHYIO cAy>XkOy, a TakXke IIpM Ha3HaueHUU
Ha PYKOBOASAIIYIO 40AKHOCTE;

2) mnospIIeHNe KBaaupUKaIUy KaxKAble TPU roja.

Cucrema oOydeHMsI TOCyJapCTBEHHBIX CAY’KaIMIX IIpejcTaBAeHa

CHelaAM3YPOBaHHBIMIY YUeOHBIMI 3aBeAeHVIIMIL:

* AxagemMusi TOCYyJapCTBEHHOIO VIIpaBA€HUs KaK BeAyIIUii
y4eOHBII1 LIeHTp;

® pernoHaAbHBIE LIEHTPHl OOy4YeHUs KakK KAIOYeBOe 3BEHO
00y4YeHIsI TOCyAaPCTBEHHBIX CAY>KaII[JIX Ha MecTax;

® BeJOMCTBEHHBIe VMHCTUTYTHI U LIEHTPHl, IA€ OCHOBHON YIIOP
AeaaeTcs Ha IIpodpuabHOe OOyJeHIe;

® a TaKXe yacCTHbIe OOpa3oBaTeAbHbIE YUPEKAEHUS KaK DAeMeHT
KOHKYPEHTHOI CpeJbl.

B coBokymHOCTI BBIlIIeHa3BaHHBIE ydyeOHBbIe 3aBe4eHNs B paMKax
3aKa30B IOCOPraHOB IIPOBOAAT B 1o mopsgka 2000 cemmHapos
nopbimeHnst kpaandukanuu u 200 Kypcos I1eperoAroTOBKIA.
Exxerogno oOyuenme mpoxogsar 4o 30 TeICAY TOCyAapCTBEHHBIX
cAy>KalnXx.

I Pexmop Axademuu eocydapcmeennozo ynpasnenus npu IIpesudenme Pecnybauxu Kasax-

CMau.
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Kax BBl 3Haere, Hallla CTpaHa BCTyIIae€T B HOBBIM MCTOPUYECKIUIL
sran  passutusa. I[Ipmopwurerrr, onpegeaennsie IIpesmgenTom
Hypcyaranom HaszapOaespim B Crpaternn «Kasaxcran — 2050»,
IIpearioAaraioT AaAbHENINYI0 AeMOKPaTU3alIO CUCTeMBI YIIpaB-
AEHUS TOCYy4apCTBOM, Ilepesady OTAEAbHBIX BAACTHBIX ITOAHOMO-
4uil Ha MecTa, pa3BUTIe MEeCTHOTO CaMOYIIpaBAeHMsl, BRIOOPHOCTD
aKMMOB CeAbCKOTO yPOBH:1. Bce 5TO HakAaabIBaeT 40I0AHUTEABHYIO
OTBETCTBEHHOCTh Ha JeATeAbHOCTh TIOCYyAapCTBEHHOTO aIrapara
B 11€A0M, U KOHKPETHO Ha TOCYyJapCTBEHHBIX CAY>KaIIUX, a,
caeAoBaTeAbHO, 9T MacITaOHble 3ajauy TpeOyIOT IPUHATHS
KapAMHA/AbHBIX MeP IO HOBIIIEHNIO Ka4eCTBa II0ATOTOBKI KaJpOB
U YPOBH: X KBaAMPUKaLIIN.

IIpoBeaeHHEIN B TPOIILAOM rOAy COBMECTHO C DKCIIEpTaMy IIPOEKTa
EBpocorosa aHaAM3 COCTOSIHUSA AMCTBYIOIIEN CUCTeMbl OOydYeHms
rOCyAapCTBEHHBIX CAY>KaIllMX BBISABUA Psij IPOOAEMHBIX BOIIPOCOB.
B wacrnocru:

1) ¢opmaabHBIl TOAXO4 TpPU OIeHKe HOTPeOHOCTU M IIAaHU-
poBaHUM OOyuYeHHUs COTPYAHUKOB CO CTOPOHBI I'OCyAapCTBEeH-
HBIX OPTaHOB;

2) TemaruKa I coaepsKaHue oOpa3oBaTeAbHBIX IPOIpaMM, Iipeaaa-
raeMpIX y4eOHBIMM 3aBeAC€HMSAMM, He BCerja COOTBETCTBYIOT
IIOTPeOHOCTSIM M 3allpOcaM  TOCYAapPCTBEHHBIX OpraHOB 1
roCyAapCTBEHHBIX cay>Kamux. Kak caeacrsue, HU3KII ypOBEHb
¢ PpexruBHOCTN O0yUeHMsT U TPUMEHUMOCTI ee pe3yAbTaTOB
Ha IIPaKTUKe;

3) caaboe B3auMOAENICTBIe MeXKAY AKajeM1ell, Be JOMCTBeHHBIMI
U YacTHBIMI y4eOHBIMM LeHTpaMu. /O cuX IOp He co3jaHa
IIOCTOSIHHASI AMaA0roBas I140I1ajka 110 OOMeHy MHEHMSIMU U
OIIBITOM B cpepe 0OydeHIsI TOCy AapCTBeHHbIX CAy>KaIlluX.

B 1meaom, orcyrcTBme OOIIMX CTaHAApPTOB OOy4YeHMUs TrocyJap-
CTBEHHBIX CAY>KAIlMX U TpeDoBaHMII K MaTepyaAbHO-TeXHUIeCKO
Oasze, y4yeOHO-MeTOAMYECKMM aKTMBaM, IIperojaBaTeAbCKOMY
COCTaBy He CIIOCOOCTByeT IIOAHOILIEHHOMY U AMHAMHUYHOMY
PasBUTUIO CUCTeMBI OOyYeHMsI IOCyAapCTBEHHBIX CAYXKaIlUX U
IlepeBoJy ee KauecTBa Ha 004ee BLICOKII yPOBEHb.

OgHyM 13 TepBHIX M YCIENIHBIX IIarOB B 9TOM HallpaBAeHUNU
CTal0 IpoBegeHMe 4 MapTa TeKylllero roga Ha Oase AxagemMunu
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peciy0AMKAHCKOI ~ Hay4HO-IIPAKTUUYeCKO  KOH(epeHIuu 10
BOIIpOCaM OOyJeHIs TOCyAapCcTBeHHbIX cay>kamux. Kondepenms
BIIepBbIe CTala IIAOIAAKOil, TAe coOpaanuch IIpeAcTaBUTeAN
rOCy4apCTBEHHBIX ~ OpPraHOB,  BBICIIMX  Y4eOHBIX  3aBeAeHUIA,
peaamusyromue HporpaMmbl  0akadaBpmaTa,  MarucTparyphbl,
pernoHaAbHBIX, BEJOMCTBEHHBIX M YacCTHBIX Y4eOHBIX IIeHTPOB,
OCYLIeCTBASIIONIMX ITOBBIIIeHNe KBaAu(pUKaIuu rocyapcTBeHHBIX
CAy>KalllmX.

B xoae OypnbIx g4e0aTOB ObLA BEIpaOOTaH KOMILAEKC peKOMeHAaI i
II0 TIOBBIIIEHMIO KauyecTBa pabOTBl AEVCTBYIOIIEN CHCTeMBI
OOy4eHMsI ~ TOCYAapCTBEHHBIX CAY>KalllMX,  KOTOpble  Oblan
HarpasAeHsl B Agmunucrpaunio [Ipesnaentan  IlpaButeabcTBo
CTpaHbl, COOTBETCTBYIOIIE TOCY AaPCTBEHHbIE OPTaHBL.

Ha namm pekomeHganum moctynmao rnopsaka 40 mpeaao>xkeHui
U3 IIeHTPaAbHBIX ¥ MECTHBIX TOCOPTaHOB, KOTOPhIE AeTaAbHO HaMU
U3ydeHBl U B HacTOsiIllee BpeMs YUYMTBIBAIOTCS MPHU pa3dpaboTKe
NpeAAOXeHNII K IIpOeKTy VYKasa O IIpaBuAdax IOATOTOBKH,
I1eperoArOTOBKY 1 ITOBBIIIIEHM S KBaAupUKaIIII TOCyAapCTBEHHBIX
cay>kammx 1 Hopoi1 KoHnenum oOydeHnst ToccAy>Kalmx.

Caeayer oTMeTUTbH, YTO OAHUM M3 HOBOBBEAEHMUI, BHECEHHBIX
HeJaBHO B 3aKOH O TOCyAapCTBEHHON caykOe PecryOauknm
Kasaxcran, siBAsieTcs HOBBIIIIEHME OTBETCTBEHHOCTY PYKOBOAUTe A
rOCy4apCTBEHHBIX OPraHOB 3a COOAIOJeHUeM 3aKOHOJAaTeAbHBIX
HOPM, B TOM 4YlCA€ U II0 BOIIpOCaM OOY4eHMU:s roCcyAapCTBeHHBIX
CAy>KalllmX.

B mpoekre Ykaza 0 mpaBmaax IOATOTOBKM, II€PEOATOTOBKM U
IIOBBIIIeHNS KBaA(pUKaIIUM TOCyAapCTBeHHBIX CAYXKaIlUX YCUAN-
BaeTCsl KOOpAMHMpPYIoas poab Arenrcrsa Pecrrybamkn Kazaxcran
110 4eAaM IroCyAapCTBeHHOM CAy>KObI ¥ poAb AKajzeMul KaK HayqHO-
MEeTOANYECKOTO LIeHTpa.

Taxxe mnpeamnosaraercss IepecMOTp AENCTBYIOIIEN MOAEAU U
II0AX0A0B OOy4YeHMs TOCCAy>KalliX, paspaboTKa HOBBIX 0Opa3oBa-
TeAbHBIX IIPOTpaMM, U AKageMuel y>Ke HauyaTa II0AHOMacIITaOHasl
pabora B 9TOM HallpaBAeHNM.
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B mpeacrosmem yyeOHOM Togy MBI MAaHUPYeM BBIA@AUTL TPU
HaIllpaBAeHMsl IIOBBIIIEHMSI KBaAu(pUKaIMU: AAd KopIyca «Ax,
kopiyca «b» n corpyannkos Cay>x0 yrpasaeHIs IIepCOHAAOM.

[Iporpamma oOyueHust kopiyca «A», COCTaBA€HHas C y4eTOM

AOCTVIKeHIII MMUpPOBOTO ombita, B ocHopHOM ombita FEI (CIITA),

COTI (Central Officials Training Institute, Pecrtydoauka Kopest),

Koazaeax roccay>x0n1 CuHramnypa, HalleAeHa Ha TPU IPYIIIIBL:

® JeJCTByIOIINMe ajiMMHUCTPaTUBHBIE TOCyJAapCTBEHHBIE CAY>Ka-
miye Kopiryca «A»;

* Aulla, BIlepBble Ha3HaueHHble Ha  aAMMHUCTPaTUBHBIE
rocyJapCTBeHHbIe 40AKHOCTH B KOpITyce «A»;

® KaapOBHII Pe3epB KOPITyca «A».

basoBeiM1 OyAyT MOAYAM IO TOCYAApPCTBEHHON IIOAUTUKE U
rOCYyAapCTBEHHOMY YIIPaBA€HUIO, AUAEPCTBY, CTpPaTerM4eckKoMy
I11aHVPOBAHMIO, YIIPAaBAEHUIO IIpoeKTaMu, OOprOe ¢ KOppPYIILIeN.

ITporpammspl pa3pabaThIBaIOTCA C YIETOM AOCTVMKEHUII MUPOBOA
IPaKTUKM ¥ NOTPeOHOCTeN CaMMX I'OCYyAapPCTBEHHBIX CAY>KaIllMX.
Mp1 naanupyeM npuraamarb AA4s NPOBeAeHNs 3aHsATUI BeAyIIUX
CIIeIMaANCTOB CO BCETO MUpa, B TOM YMCAe C UCI0Ab30BaHUEM
6oap1mx BoamosxHocTert 003 mporpaMMal.

HpOTpaMMbI 06yquM;1 roCyAapCTBEHHBIX CAY>KalllIX KOpIIyca
«b» 6y,Z|,}7T OpPMEHTMPOBaHbl Ha pa3BUTHE NX ANYHOCTHBIX U
yIpaBA€HYECKIX KOMHGTGHLU/IIZ, TaK KaK OCHOBaHUEeM AAsd UX
HallpaBA€HN:I 6y,ZI,YT CAYXUTD pe3yAbTaTbl OLIEHKI BCIDCIDEKTI/IBHOCTI/I
nx A4esTeAbHOCTII.

CoBep111eHHO HOBOE HaIlpaBAeHIE — BTO OOydeHUe COTPYAHUKOB
Cay>x0 yrpaBaeHUs IepCOHAAOM, IAe II1aHNPYeTCs KapAMHAABHOE
U3MeHeHle MAeOAOTNN U 1104x040B padotsl. Certyac AxageMus
paspabatbiBaeT aAuddepeHIMpoBaHHbIe yueOHBIe MOAYyAU AAs
HOBBIX COTPYAHMKOB U AEMCTBYIOIIUX COTPYAHMKOB KajpOBBIX
CAyXk0.

IToaroToBka roccay>amiyux mo IocAeBy30BCKMM IIpOorpaMMaM
(MarucTpaTyphl 1 AOKTOPaHTYPHbI)

O,Zl,HI/IM 713 Ba’>KHBIX 3B€HDBEB ITOBBIIIIEHN I ITOTEHIIVala FOCCAy>K6BI
SBASIETCATIOATOTOBKATOCYAaPCTBEHHBIX CAY KallIMIXIIO ITpOrpaMMaM
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Marucrparypsl. B Kazaxcrane crienmaansupoBaHHas MarucTparypa,
rie oOyyalOTCs TOCyJAapCTBEHHBIE CAy>Kalllyie, MMeeTcsl TOABKO
B Hamrenn Akagemuu. Y Hac lleJeHalpaBA€HHO TOTOBATCSA KaApbl
AAs BBICIIETO YIIPaBA€HYECKOro 3BeHa rocymnpasaenus B HIIITI,
CpeAHero 3BeHa aAMUHVCTPAaTUBHO IOCyAapCTBEHHO CAY>KObI, 4451
CYAEJICKOTO KOpIlyca, AMIIAOMaTIYeCKOM CAY>KOBI.

HeaaBHO mpuHATBIE HOBOBBEAEHM:S B 3aKOHE O TOCCAYKOe I
HEKOTOpBbIe IM0A3aKOHHbIE aKThl Y€TKO OIPeAeAsIOT CTaTyC TOCCAy-
JKamux, oOyuMBIIMXCS B AKageMuy, a Takke IIpeAlloAaraior
KapbepPHBIN POCT HAIIIMX BBIITYCKHUKOB.

B 2012 roay Axagemmeir Oblaa mpoBegeHa MaclTabHasi paboTa
110 MOAepHM3a Uy y4eOHO-MeTOAMYEeCKON, HaydyHO! U KalpOBOil
paboTel B paMKax pa3pabOTaHHOV COBMECTHO C eBpPOIIeVICKUMU
skcriepramy Konnennmm paspuTus.

Briepsrie BHeagpeHBI coBpemeHHble mporpammbsl: MPA (Maructp
rocyAapcTBeHHOro yrpasaenns), MPP (Marucrp rocyaapcrseHHONI
noanTtukn), LM (Marucrp nipasa), MIR (Maructp Mme>xayHapoAHBIX
oTHomIeHu). PaspaboTka JaHHBIX IIpOorpaMM IPOBOANAACH
C y4eTOM OIIbITa M HPaKTUMKM BeAyllnux By3oB Mupa. Hospre
oOpaszoBaTeAbHbIe IIPOrpaMMBbI C(POPMUPOBAHEI TP COAEIICTBUN
KOHCOpIIyMa By30B-IIapTHepoB, yHmBepcurteta /piok, ENA
(Ppanmust), DBB Akagemus (I'epmanmns), KemOpuasxxcknit yausep-
cuteT (AHrANsA) u Ap.

ObpasoBaTeAbHBII ITPOLIECC, BCe IIPOrPaMMBI 1 TeXHOAOTUI 00y4Je-
HI B AKaZdeMUM IIPaKTMKOOPMEHTUPOBaHbI 1 OCHOBAHbBI Ha KOMIIe-
TEHTHOCTHOM ITOAXOJeE.

Mmr celtuac paboTaeM Hag oOIlpejedeHMeM KAIOYeBBIX ITpodec-
CMOHAABHO-YIIPaBA€HYECKIX KOMIIETEHIIUIA TOCyAapCTBeHHBIX CAY-
>Kamux 3-X ypOBHeN — KOpITyca «A», CPeAHEro AAs LeHTPaAbHBIX
VICIIOAHUTEABHBIX OPraHOB U CPeAHETO A4S0 MECTHBIX MICIIOAHUTEAb-
HBIX OpraHoB. Ha ocHoBe BrIpaboTaHHBIX TpOdIAeiT KOMIIeTeHITIIi
paspaboTtannl paboune ydyeOHbIe T1AaHbI.

Kommerenimmu rocyaapcTBeHHBIX CAy>KaIlluX OyAyT COBepIlleH-

CTBOBATbC:I C ITPMIMEHEHIIEM COBPEMEHHBIX THHOBALIVIOHHBIX TEXHO-
AOTUI IIperogaBannss — IIPOEKTHOE o6yquI/1e, MU TallIOHHBIE
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cucreMsl, case-study, cuTyalmoHHO-CIIeHapHBIe, POAeBble MEeTOABI
u Ap.

Kauectso oOyueHnns npsMo MponopIYIOHaAbHO KadecTBY IIperoja-
BaTe/AbCKOTIO COCTaBa, I0DTOMY B AKaJeMuu pa3paboTaHa cTpaTerus
ITOBBIIIIeHNS KayecTBa KaJpOBOTo IOTeHIIala.

ITomuMo 1mITaTHOrO MPOdECCOPCKO-TIperojaBaTeAbCKOIO COCTaBa
B AKaJeMul, Ha OCHOBe BIIepBble 3aKAIOYEHHBIX B DTOM TIOAY
AOTOBOPOB C I]eHTPaAbHBIMU I'OCyAapPCTBeHHBIMM OpraHaMM, 3aHs-
TUs OyAyT IPOBOAUTDL PyKOBOASAIIIE paOOTHUKM AAMUHUCTPAIIAN
Ilpesugenta PecniyOamxm KasaxcraH, JeiicTByIOIINe —CyAbU
Bepxosnoro cyaa, uyaennl Koncrurynmonnoro cosera, MI1Aa,
AAT'C u Apyrux 1eHTpaAbHBIX OPTaHOB.

Hemazo BHuMaHMs yaeasercs BHEAPEHNIO HOBBIX MH(POPMaIMOH-
HBIX TexHoaormit oOydyeHus. AkajeMus Hadada pabory 110
BHeApeHUIO e-Learning B paMkax Ipoekta e-Knismer. AxagemMus
IIPUCTYINAA K pa3paboTKe KOHTeHTa HTOM CUCTEeMBI — DA€KTPOHHBIE
Y4eOHMKY, My AbTUMEeAUIIHbIE KyPCBI, BUACOACKLINM U AD.

CoszgaHna cucreMa 445 IpOBeeHIs B pe>KIIMe pealbHOTO BpeMeH!
Varepuer-koudepenmii, BeOmHapoB. C IIOMOIIBIO AaHHOI
cycTeMBl OBIAM TIPOBeAEHBl HeAABHO OHAalH-KOH(epeHIIM! Ha
naardgopme G-Global B pamkax ACTaHMHICKOTO YKOHOMIYECKOTO
dopyma ¢ VYuusepcuretom Apiok (Sanford School of Public
Policy), ®eaepaabHBIM MHCTUTYTOM IIOBBHIIIEHMS KBaAUPUKAIIUN
ynpasaennes CIHA (FEI), AmepuxaHckuM oOIIecTBoM rocyaap-
creeHHoro ymnpasaenns: (ASPA), c¢ VYuusepcurerom Ilaprox 1
ITanTeon-CopbonHa (®panuns), ¢ Axkagemueinn DBB (I'epmanmns),
Vuusepcutetom Yocon (IOxnas Kopesd) m xasaxcraHCcKUMU
permoHaApHBIMM IleHTpaMy oOydeHmst roccayxamux (PLIO).
IToawsysich caydaem, Xxorea Obl moOaarogapuTh BceX TeX, KTO
y4JacTBOBaA 1 IIOMOTaA HaM B MIX OpTaHMU3alum.

Best oTa Goabimas paboTa gaeT cBOU IlepBhle pe3yAbTaThl:

® HamM OPOTPaMMBI IPU3HAHLL, MBI MOAYINAYM aKKpeAUTAI[UIO
ABCTPHUIICKOTO aKKpeAuTalmoHHOro Arenrcrsa (AQA);

* MbI 130paHbl 41eHOM AMepUKaHCKOI accollMalliy IO rocyJap-
cTBeHHOMY ynipaBaeHuIo (ASPA), aBropureTHeiiie opraHusa-
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uueil B Mupe B 004acTu BBIpAaOOTKM ITOAUTUKU COBepIIIeH-
CTBOBaHMsA IOCYyJapCTBEHHOIO yIIpaBAeHNs M Hay4dHBIX MCCAe-
AOBaHNIL,

® BHIIAM Ha (PUHUIIHYIO IPAMYIO II€peroBOphl O B3aIMHOM
IPpU3HAaHUU KPeAUTOB U IIOAy4YeHNs ABOVMHOIO AUIIAOMa IIO
cnenmaasHocTn MPA  (Marucrp rocyaapcTBeHHOTO  yIIpas-
aennsa) u MIR  (Maructp MeXXAyHapOAHBIX OTHOILIEHMIT)
C ps1A0M BY30B EBpOITLL.

OcHoBHBIE HampaBAeHUs MOAEPHM3AIIUM CHCTeMBI OOy4YeHIUs
rOCyJapCTBeHHBIX CAY>KalllX HallgyT OTpakeHHue B paspada-
TpIBaeMOJl B Hacrosilee BpeMs KoHnennmm oOydeHms roccay-
KaluX, KOTopas IIpeJdyCMaTpuBaeT —JaAbHelllee pa3BUTHE
MHQPPACTPYKTYphl ~ CUCTEMBI  JOIOAHUTEABHOTO OOpa3OBaHMs
roccAy>Kalllix, pecypcHoe obOecrieyeHne, paspaboTKy 11 BHeApeHue
COBpeMEeHHBIX ITPOrpaMM, MEeTOAVK M TEXHOAOTUIT OOyJeHNsI.

B cucreme mnOArOTOBKM TIOCYyAapCTBEHHBIX CAY>KaIllMX BaXkHO
B3aMHO€ COTPYAHMYECTBO MeXAYy MWMHCTUTYTaMM M IIKOAaMMU.
M odenr oTpagHO OTMETHUTBH, 4YTO HAIIM BCTpeYM B paMKax
AcTaHnmcKoro dopyma CTaHOBATCS TPaAUILIMIOHHBIMM
(B mpomaom rogy mnposoguan Popym pekTopos). PesyabraTh
COBMECTHOJ pabOThl, HECOMHEHHO, OyAyT CIIOCOOCTBOBAaTbh POCTY
npodeccioHaAu3Ma TOCYAAapCTBEHHBIX CAY>KaIl[UX B  HaINX
CTpaHaX, a TOABKO XOPOIIO IMOAIOTOBAEHHBIE I'OCyJapCTBeHHbIe
cay>Kalye CIIOCOOHBI IPO(eccOHaAbHO pellaTh CAOXKHeNIIe
3a4a4y TOCy4apCTBEHHOTO yIIpaBAeHMs.

Taxum obpasoM, mpodeccroHaabHast HIOATOTOBKA I'OCY 4aPCTBEeHHBIX
CAy>KaIllMX B HacTosdAIlee BpeM:, 0e3 COMHEHNs, He MOXeT OBITh
9P PexTuBHOI 0e3 COOTBeTCTBYIOIIero Hay4YHO-MeTOAUYeCKOIo
obOecrieueHnsi, 0e3 oObeAMHeHMUs B DTOM HallpaBA€HUM YCUAUI
yUYeHBIX, ITperiojaBaTeeil pa3HbIX CTpaH.

HOAbSy}ICb BO3MO>KHOCTBIO, XOTeA OBl HAaM BCEM II0>KeAaTh ycCI1exoB
Ha 5TOM IIYyTN. B/laI‘O,ZI,apIO 3a BHUMaHIe.
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A Brier NOTE ON PUBLIC
ADMINISTRATION RESEARCH

Yelena Kalyuzhnova'
Introduction

In this paper, we’ll attempt to sketch the main areas of public
administration research, commencing with a definition of public
administration and a historic overview. We'll introduce the main
research themes, discussing the use of science by the UK Civil
Service and, finally, will draw conclusions.

Historic overview

To begin with, it would be useful to provide a definition of the term
‘public administration’, since this has been called many things. It is
a subset of political science or, at least, its offspring, as well as being
related to the process of government, formalized into a discipline. It
may even be called subject matter in search of a discipline.

As a discipline, political science is a primarily American idea, dating
back to the 19th century and the scientific management theories
of Frederick Taylor and his contemporaries (Waldo, 1968). In the
19 century Europe, the French used formal education for public
administration and, by the 1930s, public administration had become
more than a system of carrying out policies, coming to include the
development of policies to foster and maintain public growth.
After World War II, public administrators went through a period of
self-doubt and self-criticism:

‘For many, being good policy implementers and managers was no
longer enough. Theoretical questions concerning the discipline,
whether in fact it was a discipline, were posed. The scope of their role
and concerns changed from that of being responsible for traditional
planning, organizing, staffing, reviewing and budgeting activities
to a much broader charge. Public administrators realized that
study of the organization should encompass the study of human

! Director of the Centre for Euro-Asian Studies and professor at the Henley Business School,
University of Reading, United Kingdom
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behaviour, while study of budgeting should include the study of
theory as well as practice. Public administrators became aware of
inter connections between science and technology and between
policy and administration.” (Prentice, 1984, p496)

The 1960s were characterised by developing techniques for
analysing costs and benefits of programmes. There was a clear shift
in public administration: away from structures and processes and
towards systems analysis. In the 1970s, organisational development
showed steady growth.

As identified by Prentice (1984), at the time, public administration
included the following features: establishment of objectives and
priorities; development of operational plans; organizing and
staffing; directing; controlling; dealing with external units of the
organization; dealing with independent organizations; and dealing
with the press and public. Every function provided opportunities
to investigate how decisions were made, to learn the implications of
work restructuring.

“The search for efficiency, the identification of hidden costs, the study
of client groups and their interaction with public programmes and
a definition of public administration as a scholarly discipline begins
to emerge.’

(Prentice, 1984, p.497)

Research Themes

In contrast with other sciences, the research dimensions of public
administration tend to follow practice rather than determining it.
The nature of such research is mainly of an evaluative character.

The main research themes can be characterised as:

e behavioural research - from the review of personnel structures
to motivation and analysis of leadership potential;

e policy analysis - covering several general aspects of public
administration and others specific to a process;

e innovation - where part of a routine, it passes through a certain
cycle;

e expansion;
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e organisational development and change — including adaptation
to change and organization of change;

e decision making and decision evaluation - productivity
measures;

e personnel - community concerns and socio-political
developments;

e financial concerns - how funds are spent, and what is received
in return;

e and a market approach to service.

All new dimensions and trends are very much the subject of
The Journal of Public Administration Research and Theory. This serves
as a bridge between public administration and public management
scholarship on the one hand and public policy studies on the
other. Its multidisciplinary aim is to advance the organizational,
administrative and policy sciences as they apply to government and
governance.

In 2012, the British newspaper ‘The Guardian” opened debate on
how effectively the UK civil service applied science to government
(Smith, 2012). The article quoted Jill Rutter, a programme director
at the Institute for Government, who highlighted the fact that civil
servants are more focused on responding to situations and than on
being experts. Most departmental chief scientists retain a foothold in
research, which is not the case with civil servants. The fundamental
question posed by the article was how many civil servants have
a scientific background. Data were inconclusive, since employees
could choose whether to divulge information; there is a good chance
that there were a great many more than the 3662 who declared a
scientific background (of 444,000 full-time civil servants). Certainly,
the UK Civil Service does employ quite a number of specialists.

Aninteresting pilot project relates to the Living With Environmental
Change (LWEC) partnership: created in 2008 by agencies funding
environmental research and government departments with
environmental responsibilities. “The LWEC is concerned with
gathering evidence and improving communication channels,”
explained Professor Andrew Watkinson, LWEC’s Director. (Smith
2012)



Alliance for Useful Evidence
(http://www.nesta.org.uk/areas_of_work/alliance_for_useful
evidence) aims to promote greater use of evidence in UK social
policy: from education to drugs and healthcare. It is still very much
an experiment and currently undergoing evaluation but aims to
provide much needed focus for improving and extending the
application of research and evidence in the UK. It is a common
belief that there is significant value in developing a collective
voice to advocate decision makers’ use of rigorous evidence, while
collaborating and knowledge sharing across the Alliance.

Conclusion

Not long ago, research into public administration was conducted
in a climate of high economic growth, with significant resources
available. Current austerity measures leave the public services with
limited financial resources. The resulting implication on providing
services effectively is the focus of much modern research and
will, no doubt, continue; current PhD topics in the areas of Public
Administration and Public Policy are determining today’s research
agenda and that of the future.
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Di1visioN FOR PUBLIC ADMINISTRATION AND
DEVELOPMENT M ANAGEMENT

Deniz Susar!
Introduction

Within the Department of Economic and Social Development
of the United Nations (UN DESA) lies the Division of Public
Administration and Developmental Management (DPADM).

The DPADM offers various services, including:

1. Support for Intergovernmental Processes
The Division assists the United Nations in its intergovernmental
policy deliberationsby providing information onand policy-oriented
analysis of the role of public administration, public finance and
public economics in the development process via the United Nations
Committee of Experts in Public Administration. It contributes to the
identification of options, mechanisms and practices instrumental in
strengthening key governance institutions, in promoting the rule
of law, in increasing the participation of citizens in the decision-
making process and in creating an enabling environment for public
sector effectiveness.

2. Comparative  Policy = Research  and  Analysis
The Division undertakes policy research and analysis on governance
systems and institutions, decentralization, the changing role of
the State and civil service reform, integrity, transparency and
accountability systems, public economics and public policy,
public finance and financial administration, the use of information
technology in government, and capacity for conflict prevention and
managing diversity. Its publications and outputs include: analytical
reports, case studies, country profiles, technical project reports,
statistical databases, training materials, major development/ trend
reports and newsletters.

" Coordinator of the UNPAN Management Unit (UMU)
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3. Information Sharing and Training Programmes
The Division assists governments, through the United Nations
Public Administration Network (UNPAN), in improving public
administration and finance systems, by facilitating access to
information, customizing and disseminating good practice and
providing an international forum for the exchange of experience.

4. Advisory Services

The Division, upon request from member states, assists in
providing information, methodologies, assessments and policy
proposals concerning:

governance systems and institutions,;

decentralization;

the changing role of the state and civil service reform;

integrity, transparency and accountability systems;

public economics and public policy;

public finance and financial administration;

the use of information technology in government;

capacity for conflict prevention; and

managing diversity.

It helps strengthen the capacity of governments of developing
countries and those with economies in transition, at their request,
by providing advisory services at country level regarding needs
assessment, policy analysis and development, implementation
programme design and development, capacity-building and human
resources development and training.

The DPADM also works hard to promote efficient, effective,
transparent, accountable and citizen-centric public administrations.
DPADM hopes to promote this via innovative technological
platforms, which it hopes will allow member states to achieve

development goals, such as the Millennium Development Goals
(MDGs)>.

2 The home page for DPADM is located at http://[www.unpan.org/ DPADM/Home/tabid/420/
language/en-US/Default.aspx
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Thematic Areas of DPADM

There are various thematic areas under which the DPADM
operates:

¢ Public administration capacity, including institutional
restructuring and human resource development - as managed
by the Public Administration Capacity Branch (PACB) within
the DPADM;

¢ E-government, including e/m-government, e/m-governance
and knowledge management in government, showing how
governments can expand their capabilities and run more
efficiently by promoting their services in electronic format. This
focus area is under the purview of the e-Government Branch
(eGB) within the DPADM; and

e (itizen engagement in managing national development
programme  processes - including  decision-making,
implementation, monitoring and evaluation - as overseen by the
Development Management Branch (DMB) within the DPADM.

United Nations Public Administration Network

The Division for Public Administration and Development
Management of the Department of Economic and Social Affairs
of the United Nations was entrusted by the General Assembly
in late 1999 to develop and implement an important programme
entitled “United Nations Public Administration Network” (UNPAN)’
- originally referred to as the United Nations Online Network in
Public Administration and Finance.

UNPANIisdesignedtohelp countries, especially developing countries
and those in economic transition, to respond to the challenges
faced by governments in bridging the digital divide between the
‘haves and have-nots” and to achieve their development goals.

The immediate objective of UNPAN is to establish an Internet-based
network linking regional and national institutions devoted to public
administration, thereby facilitatinginformationexchange, experience
sharingandtrainingintheareaof publicsectorpolicyand management.

REGIONAL HUB OF CIVIL SERVICE’S E-JOURNAL #1 OCT. 2013



120

The long-term objective of UNPAN is to build the capacity of
these regional and national institutions, so that they can access,
process and disseminate relevant information by means of up-to-
date information and communication technologies (ICTs) for the
promotion of better public administration.

Before the UNPAN network was established, these institutions
could not exert their full impact, due to lack of necessary ICT
and financial and skilled human resources. However, after several
years of active participation in the UNPAN programme, the
e-information management capacities of these institutions have been
strengthened. They are now better prepared to face the evolving
needs of their respective member countries with reference to public
administration development.

In short, UNPAN'’s mission is to promote the sharing of knowledge,
experience and best practice worldwide by means of ICT, sound
public policies, effective public administration and efficient civil
services, as well as through capacity-building and co-operation
among member states, with emphasis on South-South co-operation
and UNPAN’s commitment to integrity and excellence. It is the only
network of its type in the world today.

The UNPAN Online Training Centre

The Online Training Centre for UNPAN delivers courses on various
topics relating to public administration. The main objective of the
UNPAN Training Centre is to increase opportunities for government
officials from all over the world, giving access to training materials
on e-government. UNPAN online training courses are available to
anyone with Internet access and are provided free of charge - in
English, French, Ukrainian, Russian and Arabic.*

The following is a list of courses currently provided by UNPAN
online:

3 hittp:/lwww.unpan.org/ is the online headquarters for UNPAN.
* hitp:/lwww.unpan.org/elearning is where the online training centre can be accessed.
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Electronic and Mobile Government

Principles of E-Government;

Infrastructure for E-Government Development;
Strategies and Methodologies for E-Government; and
E-Government Inter-operability (English and Russian).

Institution and Human Resources Management
Decentralized Governance;

Capacity Development for Human Resource Managers;
Gestion Presupuestaria Basada en Resultados (Spanish); and
La Calidad en las Organizaciones Publicas (Spanish).

Knowledge Management in Government
¢ Knowledge Management in Government Organizations; and
e Strategic Intelligence.

Millennium Development Goals (MDGs)

o Citizen Engagement and the Millennium Development Goals;

¢ Results-Based Monitoring and Evaluation for MDGs;
Implementation; and

e Play and Learn: MDG Progress Game.

The Committee of Experts on Public Administration

The United Nations Committee of Experts on Public Administration,
established by the Economic and Social Council (ECOSOC) in
Resolution 2001/45, comprises 24 members, who meet annually at
the UN Headquarters in New York. The Committee is responsible
for supporting the work of the ECOSOC, concerning the promotion
and development of public administration and governance among
member states, in connection with the UN Millennium Development
Goals.”

United Nations Public Service Day and Service Awards

The UN General Assembly has designated June 23rd as UN
Public Service Day to “celebrate the value and virtue of service to
the community’. On this day, the UN Public Service Awards are
presented by the DPADM for contributions made towards enhancing
the role and visibility of public service.

® CEPA’s website is located at the following web address: http://www.unpan.org/ DPADM/CEPA/
UN CommitteeofExpertsonPublicAdministration/tabid/1454/language/en-US/Default.aspx
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United Nations E-Government Survey

A flagship publication of the United Nations Department of
Economic and Social Affairs, the DPADM publishes the United
Nations E-Government Survey every two years. The Survey
assesses the e-government development of 193 UN member states,
according to a quantitative composite index of e-readiness. This is
based upon online presence, telecommunications infrastructure and
human resource endowment. The Survey provides an important
tool for national decision-makers to identify areas of strength and
challenges, as well as incentives for capacity-building on how to
effectively utilize ICT to transform government and promote
development for all.

Over the last few years, growing recognition of the United Nations
E-Government Survey has positioned it as one of the top ten DESA
publications, with over 1 million hits. Data is used extensively and
cited in publications by renowned research organizations, including
the World Bank, the Organization for Economic Co-operation and
Development (OECD), the Economist Intelligence Unit (EIU),
the European Union (EU), the World Economic Forum and the
International Telecommunication Union (ITU). The 2014 edition
will focus on the following topics:

whole-government approach;
multichannel service delivery;
e-participation;

digital divide/vulnerable groups;
usage; and

open government data.

The 2010 edition of the E-Government Survey was selected by
United Nations Publications to be published as an e-book: the first
ever for the Division. The 2010 and 2012 editions are available in
print, through UNPAN as a free download and as an ebook on
various platforms - including those from Apple, Sony, Barnes &
Noble and Amazon, for mobile devices and e-readers. The 2012
edition is available in four languages: Arabic, Chinese, English, and
Spanish.®

¢ More information regarding the E-Government Survey can be accessed at the following web address:



United Nations Public Administration Country Studies

United Nations Public Administration Country Studies (UNPACS)
are designed to assist UN members states in enhancing government
capacity, through promoting efficiency, effectiveness, transparency,
accountability and anti-corruption in their delivery of publicservices
to citizens. UNPACS provide data and studies relating to public
administration, including policies and strategies, research findings,
good practice and lessons learned, practitioners and experts.

Its knowledge-base is developed and maintained by the Division for
Public Administration and Development Management (DPADM)
of the United Nations Department for Economic and Social Affairs
(DESA).

DATA and Open Government Data

The term ‘Open Data’ describes the concept of information and
data being universally available for access, reuse and redistribution,
without restriction. This provides a foundation for citizens to better
understand how their government works and how their tax money
is spent, as well as how decisions and laws are made. Of course,
better understanding through increased access to information can
increase the government’s accountability. Government agencies
produce large volumes of information in the form of documents
and data; when made available as open data, they are ‘Open
Government Data’ (OGD).

Governments are becoming more transparent by publishing timely,
relevant and comprehensive information and data on the Internet,
where it can be easily accessed, analysed, reused and combined
with other data by anyone, for any purpose, free of charge and
without restriction. Open data enables citizens to better understand
governmental processes, which can be beneficial to governments,
citizens and society as a whole, by:
e helping citizens to hold their government and administration
accountable, which can reduce corruption and mismanagement;
e helping citizens to better understand why and how decisions
are made, which can help restore trust and can lead to better
acceptance of policy decisions once enacted;

http:/[www.unpan.org/ DPADM/EGovernment/UNEGovernmentSurveys/tabid/600/language/en-

US/Default.aspx
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e supporting and empowering citizens to make informed
decisions and engage with the government, promoting a more-
active voice for citizens in society;

e supporting decision-makers in government and public
administration to make better, fact-based policy decisions,
raising government efficiency and effectiveness; and

e supporting governments, citizens, academics and the private
sector in working together to collaboratively find new answers
to society’s problems.

Open Government Data is increasingly viewed as a potential key
element in achieving post-2015 development goals. Although OGD
use and reuse has greatly improved thanks to the latest information
and communication technologies (ICT), much of the pioneering
work has taken place in ‘developing’ countries.

Agreatdeal of this pioneering work hasbeen achieved inrecent years,
establishing the best practice for OGD policy and implementation.
However, a degree of uncertainty remains regarding the terms
and basic concepts involved. It is evident that a clear definition
of the terminology and concepts is a prerequisite for the design,
implementation and evaluation of OGD initiatives. Without an
agreement regarding terminology and concepts, evaluation and
comparison will be impossible.

Guidelines on Open Government Data for Citizen Engagement

Guidelines on Open Government Data for Citizen Engagement is a
practical and easy-to-understand manual for policy makers and
technologists, being constantly updated with new content. It can be
used to understand, design, implement and sustain OGD initiatives
and is tailored to the needs and constraints of developing countries.
However, it can be used by anyone, containing the core principles
of openness, best practice and case studies, checklists, step-by-step
guidelines and practical policy recommendations.”

For more information about Division activities, please contact

unpan@un.org.

7 The guidelines can be accessed at the following web address: hitp://www.unpan.org/ DPADM/
EGovernment/OpenGovernmentDataandServices/tabid/1536/language/en-US/Default.aspx
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THE INITIAL SIGN OF SUCCESS OF THE REGIONAL HUB OF
CIVIL SERVICE IN ASTANA

Sayed Zabihuallh Sawayz'

The Regional Hub of Civil Service is an initiative of Kazakhstan
Agency for Civil Service. The idea of its creation was to use the
knowledge and experience of countries of CIS as wealth of the
nations for the reform and modernization of public sector so
that civil service can be an effective engine to drive just and fair
socio — economic development through improved governance for
sustainable development.

The experience of developed and developing countries shows
that the public administration and its alignment with its national,
regional and global environment is of prime importance for
development of countries. It is believed that public administrations
of countries can have a strong impact on the social and economic
condition of citizens and development of the nation through the
process of public policy formulation and its effective and efficient
implementation. The public sector needs to align its structures,
working procedures and talent management with the accumulation
of experience and scientific knowledge at national, regional and
global levels. Hence modernization of public institutions is a major
task before governments to manage the development of their
nations.

The transition and developing countries are in need of introducing
civil service and public sector reforms. The scarcity of resources and
the demand of citizens for improved services require that public
sector institutions utilize technology and scientific knowledge to
improve their performance through reform and modernization of
their structure, process and management of people.

Although reforms are country-specific as structures, processes and
people management need to be aligned with a country’s political,
economic, social, and technical capacities, the reform concepts,

trends and knowledge, innovation and successful experiences can

! Director General of Administrative reform secretariat, Independent Public Administration and Civil
Service Commission of Afghanistan
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be shared, transferred, adapted and indigenized. Hence, sharing
reform experience between and among the countries facing
common situations is valuable. One of the good mechanisms for
sharing the experiences and information is establishment of joint
centers of innovation and excellence. There is a need for countries
to share resources and expertise to work on the common problem
and use the result of that for their countries” specific needs. The
Regional Hub of Civil Service established in Astana of Kazakhstan
with the participation of CIS countries, Georgia and Afghanistan is
one of the excellence centers. There is a strong need for developing
regional centers to enable countries to share experiences and learn
from innovations of each other for reform and capacity building of
the public sector, improved efficiency and sustainable development
of countries and regions.

Based on this need Kazakhstan has taken the initiative of establishing
the Regional Hub of Civil Services, and Afghanistan is a member of
the Hub. The first initiative of the hub was the organization of a
Global conference titled “‘Modernization of civil service: increasing
the efficiency for sustainable development”.

This conference was held in Astana Kazakhstan on 22 may 2013 and
adelegation headed by chairman of the Independent Administrative
Reform and Civil Service Commission (IARCSC) of Afghanistan
Dr. Ahamd Moshaheed participated in the conference. The other
two members of delegation was Mr. Sayed Zabihullah Saways,
Director General of Administrative reform Secretariate, and Mr.
Farhad Osman Osmani, Director General of Civil service institute
of Afghanistan. A presentation on the capacity building and its
challenges in post conflict countries was presented by Mr. Farhad
Osman Osmani.

The conference focus was on the three main topics, namely the Civil
Service reform and its progress and challenges in CIS countries,
Knowledge management and its utilization in the public sector, and
modernization through regional cooperation. The three topics have
been very important for the participants.

It was a useful experience that all participating countries were in
the process of reform of their civil service management systems
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and different countries were at different stages and one common
theme was the development of public administrative leaders to
lead the civil service for improved efficiency resulting in sustained
development.

Research and knowledge formulation and development is
important, but most important is the use of knowledge to improve
the performance of public institutions and of innovations in the
public sector. This was also an important theme and a need for the
developing and transition countries.

The third topic was modernization through regional cooperation. In
modern governance concepts the so-called collaborative governance
is the need dictated by the modernity and there is a need to use the
competitive advantages of varied stakeholders in order to improve
the performance. Therefore, sharing knowledge and experiences
through exposure visits, learning tours, seminars and workshops on
a theme of common interest is effective investment in modernization
of public sector for improved efficiency.

Afghanistan is in the process of reform from a heavily centralized
and traditional civil service to one of modern, democratic, results
oriented civil service system, and drawing from the experience of
others is most needed at this time. Afghanistan shares similarities of
socio- economic and political situations with the some CIS countries
and is a member of Regional Hub of Civil Service established under
Kazakhstan initiative.

The delegation also participated in the first Steering committee
of the Hub in which it was decided that the hub should start its
operation by establishing three working groups namely the training
and research working group, the knowledge management and
experience sharing working group, and the regional cooperation
working group. Afghanistan has been an active member and took
the lead of the training and research working group.

During the conference a number of bilateral meetings with
government authorities of Kazakhstan and Afghan delegation took
place which are a clear indication of willingness of the two countries
to work in partnership for the development of their respective
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countries using the opportunities of regional cooperation under the
6™ Astana Economic Forum.

The Chairman of Civil Service Commission of Afghanistan alsohad a
meeting with the Chairman of Kazakhstan’s Agency for Civil Service
affairs, His Excellency Mr. Alikhan Baimenov in the presence of His
Excellency Afghanistan Ambassador to Kazakhstan and Vice-Rector
of the Academy of Public Administration under the President of the
Republic of Kazakhstan. The prospects for cooperation between
the civil service institutions of the two countries were discussed
during the meeting. Kazakhstan committed that a Memorandum
of Understanding would be signed between the two countries to
make operational the cooperation on the training of civil servants
utilizing the opportunities available.

This exemplifies the use of the Hub as a center for cross fertilization
of ideas and concepts and sharing knowledge and experiences in
the field of the civil service reform in the countries of the region and
countries of common experience and interests. We are committed to
use the facilities of the Regional Hub of Civil Service and contribute
to its development as an active member.

Moreover, I would like to mention the importance, usefulness of
UNDP as a mechanism of facilitation and transferring know-how
of reform and linking the countries to share their experiences for
modernization of civil service and increasing the efficiency for
sustainable development. UNDP country offices and UNDP through
it's UNPAN network is a useful mechanism to connect nations
and countries for sustainable development and a better life for all
initiatives. UNDP Kazakhstan and UNDP Afghanistan have been
working together to make this initiative happen and provide the
required technical and financial support through its south- south
cooperation mechanism.
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HumaN CAPACITY BUILDING FOR SUSTAINABLE
DEVELOPMENT AND SECURITY

Urkhan K. Alakbarov’

In the early 21* century, national governments in some countries
are facing increasing pressure to keep up with the global economic
and social trends related to ongoing globalization. The current stage
of development of humankind is characterized by increasingly
globalized economic, environmental and, often, social challenges.
Some nations” lack of swift response to this highly volatile
environment has translated into political tension; several cases have
translated into open civil conflict.

The only effective governance response to 21% century pressures
has been the adoption of new approaches to national development
planning and management. Sustainable development is a key tool
in preventing and alleviating ‘development without a future” and
‘development without equality’. These approaches need to continue
being based on the assumption of full responsibility by well-
educated and trained civil servants, ensuring that they deliver the
best quality and volume of social goods and services at a national
and local level.

Practical application needs to change, embracing more innovative
concepts and the latest technological innovations. Initially,
transformation will be achievable only by mobilizing sustainable
development — in theory and practice. The implementation of
sustainable national development and training programmes for
state employees is inspired by the vision of the President of the
Republic of Azerbaijan, Ilham Aliyev. This envisions transforming
rich, non-renewable natural resources into human capital, guided by
on-going supportive policies and programmes (1). The creation of a
new generation of creative thinkers, decision-makers and practical
specialists requires the active involvement of all stakeholders,
ensuring that innovative development is guided by the latest science
and technology (2).

' Academician, Prof., Dr., rector, the Academy of Public Administration under the President of the
Republic of Azerbaijan. Contacts: alakbarovuk@gmail.con; rector@dia.org.az
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It is now clear that the next stage of civilization must be based on
ecological principles. The concept of Ecological Civilization was
suggested in 1998 (3), serving as the ultimate goal of sustainable
development. Thesuccessfulmanagementofexistingenvironmental,
economic and other risks is essential in preserving economic well-
being and long-term security for present and future generations.
To achieve this goal, it is essential that we use the latest innovative
scientific achievements to develop planning and management
strategies. Innovation is not merely the application of technologies
to production and consumption but covers the improvement of all
processes, reducing cost and increasing efficiency - including in the
field of administration and management. Innovative management
concepts are essential in ensuring that management decisions
are well-informed, drawing on past experience and encouraging
creative thinking.

The application of this approach should result in the creation of
an enabling environment, in which successful management and
decision making is exercised by well-trained and qualified public
sector administration specialists, using their knowledge effectively
and making good use of existing talents and resources. A proper
level of knowledge, training and commitment by such a group
of professionals is critical to the implementation of the required
management and administrative principles. Accountability and
transparency are just as important as innovation, lateral thinking
and the use of modern technologies. Professionally trained decision
makers and managers at all levels hold responsibility for delivering
the social contract between the state and its citizens. Specifically,
this contract aims to deliver the highest quality and volume of social
goods and services, promoting state responsibility for people’s
well-being. Capacity building and development of capable civil
servants will involve ongoing staff training to enhance skills and
knowledge; this is the most important task of the Academy of Public
Administration under the President of the Republic of Azerbaijan.

In simple terms, the main objective of these new state policies is
to mobilize the use of scientific and technological innovation
for national planning and management. This should ultimately
translate into sustained development, economic prosperity, and
more effective use of social services. It should eventually bring
about a more ecologically civilized society and economy. To drive
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this vision forward, it is essential that we create the necessary
human resource base, experienced and technically qualified. Vision
is needed, alongside targeted financial and human resources, to
ensure that we overcome the economic, social, cultural and political
challenges of today’s world.

To promote sustainable development, all levels of management

require appropriate training. Meanwhile, public awareness needs to

be raised regarding the principles of sustainable development and
the path to eco-friendliness. A three-pronged approach is needed,
through education, training and awareness campaigns:

e to introduce sustainable development regulation and
management principles and mechanisms to decision makers;

e tointroduce underlying concepts through graduate professional
training across various categories of technical personnel in
secondary and tertiary schools; and

e toincrease public awareness though media exposure.

Figure 1 shows that a successful education programme must cover
all levels of formal education. Effectiveness will depend on the level
of public awareness. Moreover, public policies for managing the
transition to sustainable development and eco-living must involve
all stakeholders at national level.

Civil Servants, Decision
Makers in-service training

Formal Education

General Awareness

Figure 1. Capacity Building for Sustainability Planning and Management:
principal focus groups (education and awareness)
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Planning for sustainable development and transition to a green
economy requires implementation of a number of managerial
measures to improve the efficiency of decision making and
implementation processes. In our modern society, the state cannot
achieve such goals with government resources in isolation. The
participation of the private sector, civil society, academic institutions
and the media is equally important. Of particular importance is
effective operational co-ordination and synergy between all principal
national stakeholders: governmental structures; civil society -
including professional unions, non-governmental organizations
(NGOs) and community-based organizations (CBOs); and private
sector entities.

The government’s role in co-operation and co-ordination at national
level is presented in Table 1.

Table 1. National Sustainable Development Policy in the Republic
of Azerbaijan: partnership and co-ordination for transition to an
ecological civilization

w
i
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c G 1 Pri
S rnmen .. . ri .
< overnmenta Civil society vate Media
E institutions sector
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Legal NGOs, CBOs Green Improving the
environment, | (community technologies, | knowledge
science, based social of journalists
education, organizations), | responsible in the field of
natural trade unions, businesses, sustainable
s | environment, | community’s etc development
-§ international social and
2 rela_tions, enterprises, etc. expapding
‘E | social public
g innovations, awareness
O | etc
To ensure gradual transition to principles of sustainable

development and ecological civilization, via the use of particular
technologies in industry, agriculture, transportation and services,
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requires great input from all stakeholders. The implementation
of national sustainable development programmes in the Republic
of Azerbaijan requires action not only from government agencies
but from civil society. The Heydar Aliyev Foundation has played
a significant role as a civil society partner, led by its president,
UNESCO Goodwill Ambassador Mrs. M. Aliyeva. Its programmes
have made an important contribution to the development of national
human capacity building while raising public awareness of eco-
matters. Its campaigns have helped nurture a change in mentality,
promoting eco-attitudes, including regarding consumption.

Education plays an important role in human capacity building,
especially in promoting general and professional knowledge and
skills for those managing sustainable development processes.
The successful transition to an ecological civilization through
sustainable development and human capacity building envisages
educational changes. In Azerbaijan, education on sustainable
development (including human development) began in the late
20th century. Training programmes in this field were launched
via tertiary education in the late 1990s, with the process extended
to secondary education level in the early 21st century, via a pilot
project at selected urban and rural secondary schools across the
Republic of Azerbaijan. In 2001, based on successful pilot results,
the education programme was extended to all secondary schools.
According to the national educational strategy, and based on an
order from the Ministry of Education, a special education course
on sustainable human development was added to the secondary
school curriculum. This led to the publication of the world’s first
textbook on sustainable human development for secondary schools,
in Azerbaijan, in 2003. The United Nations Headquarters promoted
this ‘innovative idea and action” (4) worldwide. Further textbooks,
reading materials and manuals on sustainable human development
were also developed and published for tertiary education in
Azerbaijan, with the subject studied in almost every tertiary schools,
regardless of its specialization. As well as being available in the
national language, materials were created in English in 2003 and
were placed on the United Nations Headquarters’ global website as
an example of good practice, for emulation globally (5).
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State education policy has made these subjects a mandatory part
of the curriculum for a number of universities and tertiary schools
specializing in humanities subjects, training those involved in
planning, management, teaching and some other professional
categories. Those at tertiary schools are studying sustainable and
human-potential based development in greater detail. In 2010, a
special order by the Ministry of Education made eco-education an
obligatory element of formal training at all occupational schools.

One of the functions of the Academy of Public Administration
under the President of the Republic of Azerbaijan is periodic in-
service refreshment training for active civil service personnel.
These training courses are organized as short-term training and
through comprehensive educational programmes, covering a
variety of aspects of sustainable development, including economics,
ecology and social security. More specifically, courses cover the
improvement of the economic and social environment, the efficient
regulation and management of renewable and non-renewable
natural resources, protection and management of the natural and
cultural environment, and human potential and human capital
mobilization.

Increasing public awareness of the basic principles of sustainable
development is largely determined by media coverage. With this
in mind, special training courses are being held for journalists,
including those from electronic editions. Topics have included
issues of sustainable development and human impact on the
environment, covering ecological and economic security. Such
training has been organized and conducted with help from the
National Commission of the Republic of Azerbaijan for UNESCO,
the ‘Man and Biosphere’” UNESCO National Committee, the
Journalist’s Union of the Republic of Azerbaijan, and a number of
associated NGOs. Subsequent monitoring has shown that training
of journalists has contributed to a significant increase in their
knowledge of sustainable development, as well as environmental
and long term economic security management issues. Accordingly,
public awareness has also risen.

The outcomes of capacity building are reflected in national economic
indicators, with development characterized by a significant increase
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in GDP over the last decade. According to official international
statistics, the country’s GDP per capita (calculated with PPP) was
US$1,770 in 1999. By 2003, this had almost doubled, to US$3,400. In
2010, the figure reached US$10,900. GDP growth per capita is quite
high in Azerbaijan (Figure 2), placing it among world leaders.
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Figure 2. Republic of Azerbaijan: GDP per capita, USD, with PPP (6)
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Figure 3. Capacity Building Outcome: Energy and Economic Security:
Azerbaijan 2003 - 2009, showing GDP per unit of energy use, USD value,
PPP, per kg of oil equivalent (7)
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One indicator of success in the area of sustainable development is
the efficient use of resources, especially non-renewable. According
to international statistics, the value of goods and services produced
per unit of energy consumed can serve as an energy efficiency
indicator. According to this methodology, the cost of manufactured
goods and services provided is determined in U.S. Dollars while the
amount of energy contained in 1kg of oil is the unit of energy. These
universal indicators allow for international comparison.

Analysis of the energy efficiency situation in the Republic of
Azerbaijan is presented in Figure 3; alongside higher GDP growth,
there is a considerable reduction in energy consumption in
manufacturing goods and in providing services. Data presented in
Figure 3 shows a significant increase in energy efficiency, especially
after 2003. Between 2003 and 2007, energy efficiency rose by more
than half. By 2009, it had more than tripled. Further increases
in energy efficiency and energy security are planned through
technology improvement and increasing the share of renewable
energy production. In accordance with a Presidential Decree, a
special state agency on renewable energy has been established to
implement a policy of expanded renewable energy production and
use.

The most important factor for sustainable development is the
protection of nature and conservation of biodiversity. Natural
reserves play a vital role so, in line with national policy on
sustainable development and ecology, their number is being
increased, with existing protected areas expanded and new areas
opened. Protected areas in Azerbaijan rose from 478,000 hectares
in 2000 to 882,000 hectares in 2010. The dynamism of this growth is
presented in Figure 4.

Reforestation is crucial for environmental protection and
sustainable development, including sustainable income generation
and economic security for those inhabiting settlements near forests.
Reforestation activities are an important part of environmental
and biological conservation and rational mobilization, as well
as regional economic development. According to National
Sustainable Development Programmes, Azerbaijan’s forested areas
are increasing annually, as seen in Figure 5: by more than 50,000
hectares over the past decade (8).
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Figure 4. SD Capacity Building Outcome: Ecological Security:
Azerbaijan 1990 — 2010, protected areas, share, % (8)
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Figure 5. Reforestation: Azerbaijan 2001 — 2010, thousands of hectares - total
increase of 53,426 (8)

The use of local renewable resources and traditional knowledge,
combined with modern technologies, is important for sustainable
regional development. CBOs (community based organizations)
and community social enterprises promoting human development
and sustainable income generation have been demostrating such
approaches though their multi-target integrated projects. They
advocate sustainability, regional development, gender equality
and poverty alleviation. Azerbaijan has been the first worldwide
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to create such CBOs and community social enterprises, receiving
praise from international development institutions for ‘innovative
ideas and actions’ (4).

Clearly, the formation of human capital through education, in-
service training and public awareness is essential in promoting
sustainable development and the management of various economic,
environmental, social and, consequently, political risks.
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COBPEMEHHDIV BY3 AAST TTOATOTOBKI
IFOCYAAPCTBEHHDBIX M1 MYHULIMTTAABHDBIX CAYXAILVX:
MOAEAD YITPABAEHV PA3BUTVIEM

B. A. lllamaxoé’

Cpean MHOTOYMCAEHHBIX BBI30BOB, C KOTOPBIMM YCIIEIIHO CIIpaB-
AsIeTCs CeTOAHsA IPOCTPaHCTBO EBpasmiickoro SKOHOMUYECKOTO
coobmectsa (EBpA3DC), He Ha mocaegHeM MecTe caegyeT 00O-
3HAYNTHh MIPO0JeMy KadeCTBEHHOTO M3MEHEeHNSI B COBPEeMeHHBIX
ycaoBusx GpopM 1 MeTog0B GOPMUPOBAHUSA U PA3BUTUSA UHTEA-
AeKTyaAbHOIO IIOTeHIIMaJa ¥ 4Yel0Be4yecKoro Kammurada, B TOM
q1cAe U 1oJ IMOTpeOHOCTY TOCyAapCTBEHHOIO U MYHUIIUIIAABHOTO
yIIpaBAeHUsL.

Kopmnyc rocysapcTBeHHBIX ¥ MYHUIIMIAABHBIX CAY>KaIIMX — DTO
«4eA0BEYeCKOe» U3MepeHMe BCeV CUCTeMBl TOCyAapCTBEHHON
BAaCTM I MECTHOIO camoylpaBaeHus. QOyHKIIMOHMpOBaHUe
1yOAMYHON BAACTU — 9TO, MpeXKJAe BCero, IoBCejHeBHas AesaTeAb-
HOCTb KOHKPETHBIX UCIIOAHNUTEAeN — FOCyapCTBeHHBIX ¥ MYHUITH-
naabHBIX cayxamux. He Oyger mnpeyseamueHmem ckasaTh, UTO
9PPeKTUBHOCTL IyOAMYHONM BAACTM, O KOTOPOM TaK MHOIO
TOBOPUTCA  CEeTOAHs, HampsMyl0 0OycCAOBA€Ha  KadyeCTBOM
AeSITeAbHOCTY TOCYyAapCTBEHHBIX ¥ MYHMIIUIIAABHBIX CAY>KaIlIMX.

Ha ceroansmnmit gens crpansl EBpA3DC HaKONMAM YHMKAaAbHBIN
OIIBIT Pa3BUTUA B yKa3aHHOI 00AacTy, 1 OOMEH TaKMM OIIBITOM,
HECOMHEHHO, JAacT MOIIHBII MMIIYAbC Pa3BUTUIO MHCTUTYTOB
roCyapCTBEHHOM U MyHUIIMITaABHOM CAy>KOBI HAIlIMX TOCYy AapCTB.

KauectBo rocysapcTBeHHOI CAy>KOBI HauMHaeTCs C KadecTBa
IIOATOTOBKM TOCYAapCTBEHHBIX cay>Kamux. IIpu »ToM odeBugHo,
4TO CpeAM HallpaBAeHMII BBHICIIIETO IpodeccrioHaAbHOTO 00paso-
BaHIsA TPYyAHO HaWTM HalpaBJAeHNe IIOATOTOBKM, CIIOCOOHOe
KOHKYPHUPOBaTh 110 KOMIIA€KCHOCTH M CAO0KHOCTM C HallpaBAeHUeM
«TOCyJapCTBEHHOE ¥ MYHHIMIIaAbHOe yIIpaBaeHue». Couera-
HUe YyIIpaBAeHYeCKUX, IIPaBOBBIX, DKOHOMMYECKUX AVCHMUIIANH,

! Aupexmop Cesepo-3anadrozo uncmumyma ynpasierus Poccutickoti axademuu HapodH020 xo3sti-
cmea u zocydapcmeerinoii cayx0ot npu Ilpesudenme Poccutickoii Pedepavuu, deticmeumervolii
20cydapemeentivlil cosemmux Poccuiiciott Qedepayuu 1 kaacca, doKmop IKOHOMUUECKUX HAYK, Npo-

gpeccop
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Heo0X0AUMOCTb GOPMUPOBAHMS Y OOYYaIOIIMXCs ClIelupUIecKmX
110 OTHOLIEHUIO K APYTUM HalpaBAeHIUAM BBLICIIETO 0Opa3oBaHMs
KOMIIeTeHIIUIA, IIpeAbsBAseT 0coOble TpeOOBaHMs K OpTaHM3aLun
o0Opa3oBaTeAbHOTO IIpoliecca 11 00ecIiedeH IO ero KayecTsa.

B »T0I1 CBA3M 00O3HAUMM KOHIIEIITyaAbHble OCHOBBI BHeApseMOil
B HACTOsAIee Bpems Moaean yrpasaeHns: passutueMm Cesepo-
3aragHOro MHCTUTYTa ynpasaeHus Poccniickon akagemMmm HapoA-
HOTO XO3sJCTBa M TOCyJapCTBeHHOI cAy>k0bl npu Ilpesuaente
Poccurickon ®Pegepanum (gaaee — VIncturyr).

IlepBoe, ¢ yero Mpl HadaAm IIpoliecc pepOpPMMUPOBaHMNS HaIlero
By3a, — 9TO oObeauHeHUe Bcex 0e3 MCKAIOUeHUs COTPYAHUKOB U
oOyuaromuxcst ofIeit maeert, GpopmMupoBaHye B yMax KOAAET,
CTYAE€HTOB 1 CAyIlaTeAell YeTKOro IIOHMMaHUs WAEOAOTUN
AaapHerinero passutus Vucruryra.

C o»ronm nmeasio B 2011 rogy MHOI, Kak AuAEPOM IIpoliecca
pepopmuposanmsi, OblAM OOO3HAYeHBI IISATh KAIOYEBBIX MAeil
(MOAYYMBIINX TPU3HAHUE KaK NA0AO0THS «5M»):

1. MoaepHM3anusA: BHeApeHMe COBpeMeHHBIX MHPOPMaIMIOHHO-

KOMMYHMKaIIMIOHHBIX TEXHOAOTUI1 B 00pa3oBaTeAbHYIO Cpeay;

MOOMAM3aLNA: TIOBBIIIIeHNEe IIPOU3BOAUTEABHOCTU TPYAa;

MOTHMBaIVS: IIpeo0AeHe COITPOTUBACHIS M3MeHeHNAM;

4. MMUpPOBO33peHNe: IpUAaHNe HOBOTO BUAEHIL
IleAeHallpaB/AeHHbIM, OPraHU30BaHHBIM, OCMBICA€HHBIM
AeyicTBUsAM 1o passutuio ViHcturyra;

5. Marepmaamsanus: peaausanys 3a4yMaHHOTO Ha YCAOBUSX
ITIOCTOSIHHOTO, €5Ke4HeBHOI'O, HeIIPEePBIBHOTO YAYUIIeHNA.

@ n

C teM uToObBl KOAZeKTUB VIHCTUTyTa ABUTaacs B HalpaBAeHUN

MOJAEpHU3AIMY, IIOBBIIIEHNSI KauecTBa pabOThl UM B  Leasx

npeoJoAeHnss  MHPOPMALMOHHBIX  IIYMOB,  oOecredeHus

TPaHCIIAPEHTHOCTY BHYTpPeHHel cpeAbl, KOTOpble Heu30eXXHO

COIIPOBOKAAIOT ~AI00BIe U3MeHeHUs B OpTaHM3aluy, MHOIO

VHULIMMPOBaHBI TPU IIPOEKTa:

1. Andrt wnnHHOBammMit — AI000V YAeH KOAAeKTHUBa: CTYAEeHT,
IperiogaBareAb, paOOTHUK, MOXKeT HaIIpAMYIO OOpaTUThLCA KO
MHe C MHHOBAallMOHHBIMM MAesMHU 110 passutuio VHcturyTa.
Kaxaoe mnpegaoxenme s paccmarpusaio amdHo. Cerogms
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B «audre» 0oaee 30 IPOEKTOB, TPM M3 HMUX HAIIAM CBOE
IIpaKkTIyYecKoe BOILAOIIeHMe, ellle Psi4 HaXOAUTCA B pa3paboTKe.

2. BugeoGaor - emje OAMH MOIIHBI MHCTPYMEHT IIPsIMOIO
B3aMOJENCTBIUA  AupekTopa VIHcTuTyra M KOAJeKTuBa.
Ha Bpiciiem ypoBHe yIipaBaeHUs OOCYKAalOTCA MHOTIUe
npobaemsl. He Bcerga pesyaprarel 0OCy>KAeHNs, ITPUHSTbIE
pellleHNsA KOPPEeKTHO JAO0BOAATCA A0 KoaadekKTusa. [lonmmas
9TO, MBI CO34aAM OOIIeCTBeHHYIO BIAEOIIPUEMHYIO, Ide 51 KaK
pykosoauTeanr VIHCcTUTyTa AOBOXY 40 KOAAEKTMBA OCHOBHBIE
ro3uumy, Ha 6aze KOTOPBIX MPUHMMAIOTCS Hanbo1ee BasKHbIe
Aas AeateabHoctu VIHcTuTyTa perenns.

3. Tpancasmus 3acegannit yaeHOro cosera B VIHTepHeTe — Ba>KHbIN
DAE€MEHT CUCTeMbI OTKPBITOCTH, IPO3PaYHOCTU IIPUHIMAaEeMBbIX
pelieHnit. DTO  MO3BOAsAET  KaXAOMY  IIPUCYTCTBOBATh
BUPTYya/AbHO Ha 3aceaHNsAX y4eHOTO COBeTa.

Karouesrle cocraBasionye naeoaornm «5M» HaxoAAT CBOe peaabHoe
BOILAOIII€HNE B OCHOBHBIX HAaIlpaBAEHMIX COCPeAOTOYEHIS YCUANIA
pykosoacTsa IlHcTuTyTa, a MMeHHO:

1. VYnpapaeHuedea0Be4eCcKMMM peCypcaMuL: IOAAePKKa «aKTyaab-
HOCTI» PaOOTHUKOB U ITPOeCcCcOPCKO-TIPerioJaBaTeAbCKoro co-
CTaBa, BBeJeHMe CUCTeMbl MaTepMaAbHOTO CTUMYAMPOBAHI
II0 pe3yabTaTaM, CTUMyAUpOBaHMe (POPMUPOBAHMS HayYHBIX
IIKOA U T.IL.

MbI mcxoAuM M3 TOTO, 4TO KaXKABI CyOBeKT (agMUHUCTpaIus,
COTPYAHMKH, IIperiojaBaTeAn, CTYA€HTBI), y4acTBYIOIIUI B SKU3HU
MucturyTa, CTaHOBUTCS YJaCTHUKOM IIpoliecca ee ILAaHMpPOBaHM:L.
Taxnm obpasoM, pesyabTaTthl pepOpMIUPOBaHNUs By3a CTAaHOBSITCS
AVYHBIMH, @ ydacTue B 9TOM IIpoliecce IPUHOCUT YA0BAETBOPeHIe
1OTpeOHOCTel HayYHO-TIe4arormdeckux, a MUHICTPATUBHBIX Kaj-
pos VIHCcTHTYTA, CTYA€HYeCKOTO coODIecTsa.

2. ®yngameHTaAbHBIE U IPUKAAAHBIE HaydHBIE MCCAeAOBAHVI:
coszaanne Ha OGase Vncturyra LlenTpa mpesocxoactsa B cepe
1IyOAMYHOM BAACTU U ynpasaeHus (MH(POPMalMOHHO-KOHCaA-
TUHTOBBIE IIeHTPbI, HayYHO-TeXHIIEeCKOe COTPYAHNYEeCTBO, MH-
dpopMaImoHHO-aHaAUTYEeCKOe ITPOABIIKeHIe, CO3JaHne ceMU
«Think Tanks» 11eHTpPOB).
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2. Hospie oOpasoBaTeabHBIe TEXHOAOTUI: MOAEPHU3AINS CTPYK-
Typbl y4eOHBIX IIpOTpaMM, COBEepIIeHCTBOBaHMe OpTaHM3aln
y4eOHOTO BpeMeHM, KOHTPOAb KadecTBa OOpa3oBaTeAbHBIX
pe3yAbTaToB.

3. VmnTepakTupHas akKajgeMmdyeckas cpeJa: BHeJpeHHNe COBpe-
MEHHBIX CHCTeM yIIpaBAeHus ¥ MHPOPMalVIOHHO-KOMMY-
HUKAIMOHHBIX ~TEeXHOAOTMII B 0OOpa3oBaTeABHYIO Cpejy,
MaKCMMaAbHasl OTKPBITOCTD ITpoliecca IPUHATIS peleHmIA.

4. MartepuaabpHo-Texumyeckas 0asa: cosganue Cankr-IletepOypr-
CKoro Kamiryca. Buegpenne crangapra no paspaboTke cucTeMm
yIIpaBAeHIUs OXpaHOI 340POBbs 1 0e30I1aCHOCTBIO IepcoHala
Ha Oase MexxayHapoaHoro crangapTa Occupational Health and
Safety Management Systems — OHSAS 18001.

VucrpymenTamu popMupoBaHis cpeasl, OTBedaloien puaocopumn
Total Quality Management, 4451 Hac ctaau TpuU MeXXAYHapOAHBIX
cTaHjapTa.

Bcem wmsBecTHBINI CcTaHAAPT CHUCTeM MeHeAXKMeHTa KadecTba
ISO 9001-2008, BHeApeHMe KOTOPOIO MBI HayaAM C IIpOBeAeHUs
TOTa/AbHOTO BHYTPEHHETO ayAuTa BceX OCHOBHBIX ITPOIIeCCOB By3a 1
CTPYKTYPHBIX HOApa3AeAeHUIA.

Beaercsa pazpaboTka MeTOAUK IIO IIPOBEAEHUIO ayAUTOB 2-I1 CTO-
poHbl — mnorpeOureaelt ycayr. PesyabraTroM aaHHOI pabOTHI
CTaHeT He TOABKO BhICTpaMBaHME CHUCTeMBI yIIpaBAeHUs, aJeKBaT-
HOJl COBpPeMeHHBIM YIIpaBAeHYeCKMM IIpaKTMKaM, HO U 3aIldaHu-
posanHasi B 2013 rogy mexayHapogHas cepTuduKaius CUCTEM
MeHe/KMeHTa KauecTsa VHcTuTyTa.

Bropoii crangapT, KOTOpbII MBI IIpMHMMaeM K BHEAPEHMIO U
nogaepxxannio, — 370 OHSAS 18001 — crangapt no paspaboTke
CICTeM yIpaBAeHUs OXPaHOM 340pOBbsd U  0Oe30I1aCHOCTHIO
nepconasa (Occupational Health and Safety Management Systems).
CrangapT HaIlpaBAe€H Ha KOMILAEKCHBINI KOHTPOAbL (PaKTOPOB
Pa3AMYIHBIX PUCKOB, O0ecIiedeHs: 0e30I1acHOIO TpyAa pabOTHUKOB.
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V, Hakowemw, TpeTuil CTaHAApT, IIPUHATBII HaMM 3a OCHOBY
pas3BuUTHL, — DTO CTaHAAPTH EBpomenckon accoumannuy rapalTimu
Kadectsa BpIciiero oopasosanms (ENQA). Coorsercrsue paspabo-
taHHbIM ENQA cTangapraM u AMpeKTrBaM BHYTPEHHEN 1 BHEIIHell
OLIeHKM KadecTBa BBICIIEro oOOpa3oBaHMsl — OOLIENPU3HAHHO
paccMaTpUBaAETCsl CeTOAHS KaK KAIOUeBOe yCAOBMe IIPU3HAHNS By3a
Ha Teppuropun Espomneiickoro Briciiero O6pasosanus (EHEA),
oObeaunsaonien 42 rocygapcrsa. CtanaapTsl u gupekTussl ENQA
IIPUBETCTBYIOT pa3HOOOpa3ue HallMIOHAaABHBIX MOAeAell rapaHTui
KayecTBa BBICIIETO OOpasoBaHMs M OITUMAAbHO COOTHOCATCS
KaK C yHMBepcaAbHBIMM cTaHgapTamu cepum ISO 9000, tak n
¢ Mogeasmu geaosoro cosepirercrsa EFQM, EQUIS n apyrux.

Haocnose crangapros u aupextns ENQA naanupyercs oOecrieduTs
MaKCMMaAbHO IIMPOKOE, MHOTOYPOBHEBOE YydacTue CTYAeHTOB
B KOHTpOJe KadecTBa 0Opa3oBaHM.

Caeayer oTMeTUTB, UTO TPasULIMOHHO HpPOOJAeMy BOBAEYEHMNs
CTY4eHTOB B oDeclleyeHNe KadecTBa oOpa3oBaTeAbHOIO IIpoliecca
paccMaTpuBalOT B KOHTEKCTe B3aMOAENCTBUS aAMUHUCTPALN
By3a11 OpPraHOB CTy4€H4eCKOTO caMoynpasaenus. Ham rakoitmoaxog
IpeacTaBasercss HeomnpabgaHHO y3kuM. Koraga B 2011 rogy mmr
HayaaAu paboTy 10 aKTyaAu3aly CUCTeMbl MeHeAKMeHTa KauecTsa
HaIlero By3a, 4TO ObLAO BBI3BAHO IIpolieccamMy IIpeoOpa3oBaHus
Cesepo-3anaaHoil akadeMIM rocyAapcTBeHHoM cay>KObl B Cepepo-
3anaaHbIl MHCTUTYT Poccniickoit akageMny HapOAHOTO XO3SIICTBa
U TOCyAapcTBeHHOV cayxOpl nipu Ilpesmgente Poccuiickoit
Degepanuy, MBI MCXOAVIAV U3 IIPUHLNUIINAABHOIO ITOHMMAaHI
TOTO, 4TO y4yacTue CTyAE€HTOB B MEPOIPUATHAX IO KadyecTBy He
AOAXKHO PacCMaTPUBATLCA KaK HEYTO BHEIIHee II0 OTHOIIEHMIO
K yuyeOHOMY IIpoOIieccy, B KOTOPBIl BOBA€UEH CTYAEHT KaK HeKUil
AOTIOAHUTEABHBIN BIJ OOIIECTBeHHON paOOThl MAM HarpysKu.
Bech komIiaekc MeponpmATHII IIO KayecTBy OOpa3oBaHMs,
Hay4YHON M Hay4YHO-MCCAE40BATeAbCKON A@ATeABHOCTU UM ydJacTue
CTYAEHTOB B 9TUX MEPONPUATUAX pacCMaTPUBAIOTC KaK HEOTHeM-
AeMas 4acTh Iipolecca (pOpMMPOBaHMUs aKaJAeMMUUYecKOil Cpeabl
U BKAIOUEHMS CTyJeHTa B yKaszaHHyIO cpedy. Ha mam B3rasa,
aKTUBUCTBI CTYAEHYECKOTO CaMOyIIpaBAEHUs MOTYT OBITh AMAe-
paMu, MOIYT BBICTYIIaTh HIPOLIECCOPaMM OIIPeAeAeHHBIX IIPOTPaMM
U HaIlpaBAEHMUII, HO 3ajaya oOecriedeHMs] KauyecTBa MOXKeT ObITh
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pemeHa TOAbBKO Ha yCAOBYAIX aKTVIBHOTO BOBAE€YEHIISI B MEPOIIPII-
TVI IO Ka4eCTBY MaKCIMaabHO 0O0ABIIIOrO Y1caa CTYAEHTOB.

Taxum oOpaszoMm, Ha Halll B3rasj, peaamsalius CTaHAAPTOB WU

anpekts ENQA nipeanoaaraer:

* yyacTMe  IIpeACTaBUTEABHBIX  OpPraHOB  CTYJ4eHYeCcKOro
caMoOyTpaBAeHIs B pa3pabOTKe MOAUTUKY U 1eaent Vincruryra
B 001aCTV KayecTsa;

® co3jaHMe CTYyA€HYEeCKUX KOMUTETOB I10 KadecTBy 0Opa3oBaHIs
npu Kadeapax, KOTOpble COBMECTHO C IpeACTaBUTeAbHBIMU
opraHamMm  CTYA€HYeCKOTO  CaMOyHIpaBA€HMUs,  UHBIMU
CTYyAeHYeCKMMU OpTaHM3alUsAMMI u cooOmiecTsaMu
OyAyT OCYIIeCTBAATH CHCTEeMATUYeCKUil, He3aBUCUMBIN U
AOKYMEHTUPOBAHHBINI ~ IIPOLleCC IIOAy4YeHUs AOCTOBEPHBIX
AQHHBIX O COCTOAHNY 0Opa3oBaTeAbHOIO Ipolecca B /ncturyre,
B T.4. OTHOCUTEABHO YPOBHS IIpeliojaBaHus y4eOHBIX
AVCITUTIAVH, CTeIleH! y4eOHO-MeTOAMYecKOIo, MaTepuaabHO-
TeXHIYECKOro, MHQOPMAIIMOHHOIO obecrieyeHns y4eOHOTO
nporiecca, 9pPeKTUBHOCTY BOCIIUTaTeAbHO 1 BHeayAUTOPHOI
padoThI;

® pacmupeHye y4dacTusl CTYA€HYEeCKUX Hay4HBIX OOIIeCTs,
MarucTpaHTOB I acCIMPaHTOB B OLIEHKe KadecTBa Hay4dyHO-
1ccae]0BaTeAbCKoN paboTel B VIHcTUTyTe, AOCTYNHOCTU 1
AOCTaTOYHOCTU MaTepuaAbHO-TEXHUYIECKNX, MH(POpMaIOH-
HO-OMOAMOTeYHBIX pecypcos VIHcTuTyTa 445 HaydHO-UCCARAO-
BaTeAbCKOI AeATeAbHOCTU CTYAeHTOB;

* nmposejeHue KOH(pepeHLMII C ydacTueM CTyAE€HTOB U
nperogapareaeir  VlHcTuTyTa 1o BOIpocaM  KauecTBa
oOpasoBaHus (KOH(pepeHInil 10 HallpaBAeHUsAM IOAIOTOBKIH,
II0 KOHKPeTHBIM y4eOHBIM AMCIMIIAMHAM, IO 040KaM
KOMITeTeHIIUIA U T.A,.).

Ilo xaxgomy M3 yKa3aHHBIX MeXAyHapOAHBIX CTaHAApPTOB MBI
HaMmepeHs! B TedeHne 2012-2014 roaoB ocyI11ecTBUTL HEOOXOAMMBI
KOMIIAeKC MepoIpuATUII IO BHeApeHUIO, cepTuduKanny,
roaJAep>KaHIIO B pabouyeM COCTOSIHUM U yAYyYIIIeHNIO.

B neasx onenkn sPpQPeKTMBHOCTU YCUAUI, IpeAlpUHIMaeMBbIX
MHCTUTYyTOM 110  AOCTMKEHMIO HaMeUeHHBIX —Iledell, MBI
HNPUCTYIINAN K pa3dpabOTKe BHYTPEHHMX KAIOUEBBIX ITOKasaTeaell
5QPeKTUBHOCTM, KOTOpble BKAIOYAIOT B ceDsa  Iopsaka
100 mokasaTeaeil pe3yAbTaTUBHOCTM, KadecTBa, D(PPEeKTUBHOCTI.
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OxugaeMplll pe3yabTaT y>XXe B KPaTKOCPOYHON HePCHeKTUBe —
DTO CTPYKTypMpOBaHHAs CUCTeMa YIIPaBAE€HUs, YIpa3AHeHUe
AyO0AupoBaHus B IIpolleccax, yrnopsigodeHne MHQPOPMaIMOHHBIX
IIOTOKOB.

Mp1 paccuuThIiBaeM, 4TO MPOBOAMMas HaMI paboTa 110 BHeAPEeHUIO
CICTEeMBl MeHeAXXMeHTa KauyecTBa, BHeJpeHMe Ay4IIUX Ha Cerod-
HAIIHUI AeHb oOpa3oBaTeABHBIX TEXHOAOTMII ¥  IPaKTUK,
IIpUIMeHeHlle MeTOAMK OIleHK! pe3yAbTaTUBHOCTY, CO3JaHue
COBpeMeHHOI NHPOPMaLIIOHHOI cpeabl, 10380AUT CeBepo-3arnaa-
HOMY WMHCTUTYTY YHpaBA€HUsA CTaTb He TOABKO ITOAHOLIEHHBIM
Hentpom mpesocxoactsa B Cepepo-3amagHoM  ¢eaepaibHOM
OKpyre, HO U 3aMeTHBIM MIPOKOM Ha pbIHKe OOpa3oBaTeAbHBIX,
Hay4HBIX I KOHCAATMHIOBBIX yCAYT B EBpa3niickoM IpocTpaHCTBe.

Mmerorcst Bce OOBEKTUBHBIE IIPEAIIOCBIAKM K TOMY, YTOOBI
K 2020 r. Cesepo-3amagHblili MHCTUTYT yIIpaBA€HUs CTaa
IlenTpom 1peBOCXOACTBa HaIIMOHAABHOTO YPOBHS B 00J1acTu
COILIMaAbHO-DKOHOMMYECKMX HayK, oOeclleuyBalOIM KadpaMy,
1ccAeAOBaHNMAMY, TPOEKTHBIMU U KOHCYAbTaTUBHBIMU pa3padoT-
KaMJl pellleHNe 3a4ad MHHOBAIIMOHHOTO Pa3BUTHU 1 oDecriedeHms
r100aAbHON KOHKYpeHTocriocooHocty Poccmm:

1) Cospanne 11eHTpOB KOMIIETEHLIMII B IapTHepPCTBe ¢ paboToAa-
TeAsMU (OpraHamMy TOCyJapCTBEHHOM BAaCTM ¥ MECTHOIO
caMOyIpaBAeHIs], XO3SAMCTBYIOIIUMI CyObeKTaMI).

LlenTppl KOMIIETeHIIMII HPU3BaHbl pPeaAl3OBbIBaTh CAeAyIOIe

PpyHKIIII:

* ympaBAeHye Oa3aMM 3HaHMII (KOMIIETEHLIMIT): MX BeJeHUe,
OOHOBAEHMe, WHTerpanus, co3jgaHue YAOOHBIX ITOMCKOBBIX
MeXaHI3MOB;

* BpIIBAeHMe, dOpMaAmM3anMsl U PacHpOCTpaHEHVE HEeSBHBIX
3HaHMII (KoMmereHIni), ¢popmupylomuxcsi B VIHCTUTYTe 1
y €ro IapTHepOB;

® CJeXeHMe 3a HOBIIeCTBAaMM B TeXHOAOTUAX, MeTOAMKaXx,
IIpol1ieccax ¥ MOsIBA€HNEM HOBBIX TeHACHIINIA;

e cOOp u ommcaHMe 3HaHMUI (KOMIIETEHIINIT), II0AyYeHHBIX
MucTuTyTOM OpM BBIITOAHEHNY KOHKPETHBIX IIPOEKTOB;

* o0ecrieyeHre KOMMYHHUKAIIUII MeXAY II0AB30BATeAAMU U
BHEIITHIMI 9KCIIepTaMy, KOTOpBle BAajel0T HeoOXOAUMBIMU
3HaHMAMU (KOMIIETeHIIVAMMU);
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® 3ammuTa MHTeAAeKTyaAbHON coOcTBeHHOCTH VIHCTUTYTa;
* oOydyeHIe HOBBIX COTPYAHUKOB, Ilepesada MM HaKOILAeHHOIO
OIIBITA.

ITpumenuTeAbHO K HAyYHO-11CCA@A0BaTeAbCKOI 1 OOpa3oBaTeAbHOI
AesATeapHOCTN VIHCTUTyTa ®TO MO3BOAUT COBMECTHO MOAEPHMN-
3upoBaTh OOpa3oBaTeAbHBIE IIPOTPAMMBbI, CTPOUTH IIEAEBYIO
IIOATOTOBKY ~ CTYAEHTOB, pPeaAM3OBbIBaThL IIpO(eccrOHaAbHbIe
MarucTepcKue MporpaMMbl, UMeIOIye KOPHIOPaTUBHYIO HaIlpas-
AEHHOCTb, CO3JaBaTh Y4eOHO-IIPOU3BOACTBEHHbIE IIAOIIAAKM U
aaboparopun. Crparermyeckue IapTHepBl OyAyT y4dacTBOBAaTh
B ynpaBaeHun VIHCTUTYyTOM dYepe3 IIONEeYUTeABCKMII COBET U
HaOAlO4aTeAbHBIe KOMMTETBI II0  OTAEABHBIM  ITPOOAEMHBIM
obaactsam. Taxxke uepes Coper IO yIpaBA€HUIO 1leA€BBIM
KaIlMTaAOM.

2) Yxe cerogus VIHCTUTYT IIOCTEIEHHO CTaHOBMUTCSA I[€HTPOM
B3alIMOAENCTBIUA BAacTU, OM3Heca M OOIIEeCTBeHHBIX MHCTUTYTOB
yepe3 OpraHM3alnio I1A0IIaA0K KOMMYHMKALUN, Yepe3 CUCTeMY
KOHCYAbTaIIMOHHOM ITOAAEP>KKM M ITOBBIIIEHNs KBaAu(pUKaun
Kaapos (ropsaxa 70 % Bcex TOCyAapCTBEHHBIX ¥ MYHMIIUIIAABHBIX
cAy>Kammx Cankr-IlerepOypra, IIPOIILAN IIOBBIIIEHIIe
KBaAM(UKaLNU U IeperoAroToBKy B creHax Vncruryra). Vincrury
cozgact MHPPacTPYKTypy U 0DecIIeunT NoaAepKKy ceTeil oOMeHa
3HAHMAMU U BUPTyaAbHBIX COOOIIECTB CIeIMaAlCTOB B 00AacTu
COLMAAbHO-DKOHOMMYECKUX U TYMaHUTapPHBIX HayK, MaTeMaTUKI,
nHQPOPMaTUKI U UX TPUAOKEHUIA.

3) MnctutyT PopMupyeT HOBbIe paboune ITapTHePCTBa C Be Ay MU
MupoBeIMK  yHuBepcutetamu  (Ppanums, lepmanms, Kwuraii,
Kanaga, Typuomsa, CHI), mexayHapogHBIMM OpTaHMU3aLVISIMI,
11CCA€A0BaTeAbCKMMM KOHCOPUMYMaM/ U HayYHBIMY U3JaHNUSMIU,
3apyOe>KHBIMI KOMIIaHVSMU u TpaHCHALVIOHAAbHBIMI
KOpIIOpalMsMM, B paMKax KOTOpBIX OyAyT peaan30BaHBI
IIpOrpaMMBbl aKaJdeMI4ecKix 0OMeHOB, COBMeCTHbIe 1CCAeAOBaHMs
I COBMeCTHBle oOOpasoBaTeAbHble  IIPOTpaMMBbI  (BKAIOYas
AVICTAaHIIVIOHHEIE), COBMECTHBIE CeTeBhIe XYPHAABL.

4) Beaetcst paboTa 1O CO34aHUIO CHCTEMBI MHTEPHET-IIOPTaA0B 110
OCHOBHBIM 004acCTsIM AesATeAbHOCTH VIHCTUTYTa, 4epe3 KOTOphle Bce
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JKeJalolye CMOIYT HOAYYUTh OecliAaTHBIN AOCTYI K KAIOYEBBIM
npodeccuoHaabHBIM 1 OOpa3oBaTeAbHBIM pecypcaM, HaJla’keHa
CUCTeMa PeryAspHOIO IIOIIOAHEHMs W PeLeH3MPOBaHMSI DTUX
pecypcos, B TOM ulcie Iepeso/ Hanbolee 3HauMMBIX MaTepualoB
Ha PYCCKHUI A3BIK. ByseT opranmsoBaHO ceTeBoe B3alMOAEVICTBIE
VMuctutyra ¢ poccuiickumm u 3apyOeXKHBIMU By3amu B cdepe
peaamusanyuy IIpOrpaMM IOBBIIIEHNs KBaAMPUKaLNUM, CO3JaHbI
yCAOBUSL A4S CTaXKMPOBKM  IIperiojaBaTeler U I1eA€BOW
acinpantypsr B C311.

B Oamxaiimenn  IepcrekTuBe — 3allAaHMPOBAHO  CO3AaHMe
CCTeMBl  OOIIEAOCTYIHBIX (MMEIOIINX 9AEKTPOHHbIE BepCUN)
pedepupyeMbIX ABYSA3BIYHBIX (PyCCKUII-aHTAUIICKUIT) >KYpHAAOB
II0 BCeM HalIpaBAEHUAM AesaTeabHoCTu VIncruryTa.

5) Cerepoit xapakrep gesreapHocT VIncrturyra Oyaer obecrie-
YMBAThCSI PA3BEPHYTON MPOTPaMMON ITOAAEPKKI aKaaeMIIeCKO
mobnapHocTU. He menee 30 % rnperniogasarteaeit 1 uccaejopaTeaein
13 C3V kaxxab1i1 rog OyAyT IpernoAaBaTh 1 IIPOXOAUTH CTaXKUPOBKI
B yHUBepcHUTeTax-llapTHepax. B csoio ouepeap VIncturyTt Oyaer
€KerogHO MPUHUMAaTh COIIOCTaBUMOe KOAMYeCTBO 3apyOeKHBIX 1
OTEeUYeCTBEHHBIX CITeI1aAVICTOB Ha CTa>KMPOBKI I A5 ITPeII0AaBaHNs
NPOAOAKUTEABHOCTBIO He MeHee ABYX Hedeab. Kaxkablil gecATsli
cryaeHT VIHcTuTyTa 3a BpeM:s1 00ydeHIs: IpoBeeT He MeHee OAHOIO
ceMecTpa B APYroM 3apyOe>KHOM yHuBepcuteTe. B cBoio ouepesb
C3M 6yaer npuanmarts He MeHee 100 cTyAeHTOB B rog Ha OOMeHHbIe
IIPOrPpaMMBI.

Beaymyio poas B passutun ViHctuTyTa OyAyT UTpaTh BBIITY CKHUKH,
KOTOpBIe cO34aAyT IPpo¢eCcCOHaAbHYIO aCCOIMAIINIO BHIITY CKHIKOB
MucTuTtyTa, CTaHyT OCHOBHBIMU KaK IOCTaBIIIMKaMM 0a3 A4s1 opra-
HU3alMU IPaKTUKI CTYA€HTOB, TaK 11 paboToAaTeAsIMIA.

Ocobo xouy ocCTaHOBUTBCSI Ha poam Hamiero VIHctutyTa
B popmupyemom PAHXul'C KopriopatusHom yHusepcurere.

Msb1 mcxoauMM U3 TOTO, 4TO KaXAblll (uamaa B cOCTaBe
PAHXul'C MoxxeT BBICTYIIUTL LIEHTPOM IIpeBOCXOACTBa B cdepe,
B KOTOpOI1 OH Hamboaee cuaeH. KopriopaTusHbIl yHUBEpCUTET
MOXET CTaTb ¥ IIOCTOSIHHOM AMCKYCCHMOHHOW  I1AO0IaAKON
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AAsl BHyTpUaKazeMMJecKoro KOHKYPEHTHOIO OTOOpa AydIIuX
oOpaszoBaTeAbHBIX IIPOTPaMM, TEeXHOAOTUI, MeTOAMYECKOTO
oOecriedeHNs M VHBIX MHCTPYMEHTOB, KOTOpbIe OOecreumBaroT
BBICOKOE KaueCTBO yCAyT, OKa3biBaeMbIX I [pesnaenTckoit akageMueii.

Cesepo-3amaJHbIil  MHCTUTYT MOKeT BBICTynuTh LlenTpom

IIPEBOCXOACTBA B CAeAYIOIINX HallpaBACHMAX:

® CTaHAApPTHI U PeraaMeHThl TOCyAapCTBEHHBIX ¥ MYHUITUTIAaAbHBIX
ycAyT 1 (PyHKITUIL;

® OIleHKa KayecTBa TOCy4apCTBEHHOTO M MYHHUIIUIIaAbHOIO
yIIpaBAeHus;

® COBepIIeHCTBOBaHMe HOPMaTMBHO-IIPaBOBBIX, HAYYHO-MeTOAMU-
YecKMX OCHOB TOCYJapCTBEHHON U MYHMIIMIIAAbHON CAY>KOBI,
X Ka4pPOBOTO OOeCIIeueHIIs;

®  DKCIIEPTHO-KOHCYAbTallVIOHHbIe ycayTu B obaacTu
3aKOHOIIPOEKTHON 11 HOPMOTBOPUYECKOM AESIT€AbHOCTI OPraHoB
rocyAapCTBeHHOI BAaCTU I MECTHOTO CaMOYIIpaBAeHIs;

® opraHmusalsl TOCy4apCTBEHHOIO I MyHUITUIIaABHOIO 3aKas3a;

¢ PR-TexHoaorum, B TOM 4iucae B IIyOANMIHO-IIPaBOBOI cepe.

Bribop 1peacraBaeHHBIX HallpaBAeHUI OOyCAOBA€H HallliM
MHOIOZETHMM OIIBITOM MX pa3paboTKu B peaamusaliuyl HaydHO-
1CcCAeA0BaTeAbCKONM, OOpa3oBaTeAbHOM U KOHCYAbTalIVIOHHON
AesITe AbHOCTI.
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CoNCcEPT VECTOR OF EURASIAN STATE BUILDING

Evgeniy Turin'
Abstract

This article deals with the conceptual guidelines of Eurasian nation
building. The author, on the basis of the theory of Eurasianism and
metaphysical methodology, considers the history of the ideology of
civilizational integration of peoples and cultures, analyzes the modern
integration potential of post-Soviet states, shows the objective consequences
of new approaches to Eurasian nation-building and proves the need for a
new, Eurasian state-managerial elite. According to the author, innovation
at specialized universities training and retraining civil servants across
Russia, Kazakhstan, Belarus, Kyrqyzstan and Tajikistan is of particular
importance in forming the new Eurasian statehood and its managerial
elite.

Keywords: Eurasian Union, the Eurasian integration, the Eurasian
state, nation-building, the state-civilization, the triad of ‘Man - Society
— State’, objectives of government, historical memory, passionarnost, the
brotherhood of nations, state-forming ethnos, Westernization, the new
elite, and public manager training.

The crisis caused by the collapse of the USSR - the great Eurasian
state - gave rise to a number of major adverse events, including
deindustrialization, critical decrease in quality of life, chaotic
mass migration and the decline of small towns and districts. The
enormous civilizational potential of the independent post-Soviet
states of Eurasia has gone unrealized. The current weakness of the
latter only reinforces the aggressive manifestation of hazardous
industrial and historical challenges relating to economic and
military matters, including the terrorist nature of some strong states
and new network “internationals’.

In this new situation, post-Soviet countries are required to choose
between gathering around their common historical memory to create
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a great union of Eurasian peoples, demonstrating civilizational
strength and becoming a major planetary force, and fitting into
other people’s civilization, without prospects for the future.

Historical memory has a great part to play. The progress of
information and organizational technologies has accelerated social,
political and economic processes within a five year period. New
entities are being created at such speed that the present passes in a
moment.

A phenomenon is occurring in modern science, via the study of 19th
century man, society and technology. We must view the past not as
a set of facts, but as a system of programmes, languages and codes.
This system is evolutionarily and inexhaustible, allowing not only a
study of the present but prediction of the future.? Before us, there is
a new triad: ‘Past - Present — Future’.

Our past is created by society, social institutions, countries, regions,
cities and rural areas. It invites study and allows us to assess what
has happened. Our current scientific investigations® will analyze
the historical experience of Eurasian integration of peoples, cultures
and nations. We should approach the problem of Eurasian nation
building in general and the problem of forming a new state-
managerial elite in particular. This new Eurasian elite could become
a driving force in creating a modern Eurasian State.

The idea of a Eurasian socio-cultural and political union of
peoples dates back at least to pre-European times. Indo-Europeans
incorporated various ethnicities, making them the first Eurasians.

In fact, the Eurasian socio-cultural type evolved through various
models of kinship. In the case of Hellenism (one of the earliest types
of Eurasian integration), marriage brought with it new relationships.
The Hellenic Eurasian project, which was initiated by Alexander the
Great, turned out to be highly successful (with some reservations).
At its heart was the political will of the king-philosopher, who
destroyed former chauvinistic concepts (sported by the Greeks and
Persians). Alexander was the first to pursue a consistent policy of

2 Vsuaescxuii I.51. Brewnue demepmunanniol nepeocmvicaerus npupodvl ynpasienus // Cpedre-
pycckuii secmuuk obuyecmeertvx nayk. 2012. Ne 4(2). C. 78-79.

3 Vaunescxuii IS, Viemoxu u ocobenHocmu memapusuyeckori mpancpayuoHarbHoL Mermoo0oA0ZUlL
Hayunvx uccaedosanuii // Yerosex u ynpasaerie HpascmeeHHo-0pUeHMUPOSAHHVIM PASSUTTIIEM
couuarvrolx uncmumymos. - Opea, 2010. — C. 17-41.
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integration of cultures, dreaming of uniting people under a single
state. Later, the process of mixing cultures and people initiated by
the king became spontaneous and irreversible.*

Marriage symbolized the unity of Europe and Asia, as Plutarch
wrote: “... that’s like connecting Asia with Europe by wise kings
- no logs, no flesh, no callous and insensitive bonds, but bonds
connecting the tribes of fair love, marriage and the legal community
of posterity’. > Alexander’s ‘mixing’ of closed, ethno-religious
communities inspired a social and cultural revolution although no
single body of state yet existed. Rather there were small (but viable)
Hellenistic kingdoms. The idea of the king to “mix peoples, customs
and marriages in a single vessel of comprehensive friendship and
love’s, brought new impetus to the development of the Eurasian
macro space within the world-historical process’.

Alexander and the Hellenic Society which followed, for the first
time, showed that, in practice, Eurasian nation-building is the basic
foundation of ‘the natural relationship of people and nations’®.

The move towards fraternal relations was further demonstrated in
the history of Eurasia’: adoptions and marriages between Russian
princes and the Mongolian nobility. PN. Savitsky described
the relationship of the Turks and Slavs as ‘organic-mechanical
fraternization” and believed that the spirit of Eurasia breathed an
air of ‘brotherhood’. He wrote: «This ‘brotherhood of peoples’ is
expressed in the fact that there is no opposition between “superior’
and ‘inferior’ races; mutual attraction is stronger than repulsion,
making it easy to wake up the will of the common cause.”

Eurasian history provides solid proof of these traditions being
perceived by Russia through the ages."

* [Todpobtee o coyuoxyrvmypoil unmepnpemavuu espasuticmea cm.: ITonkos FO.B. Espasuiicmeo
Kax coyuoxyrvmyptuiii mun /ped. FO.B. Ilonxos 10.B., E.A Tiozawes // T'ymarnumaptiivle nayxu 6
Cubupu. — 2003. — Ne

® Maymapx. O cydvbe u dodrecmu Arexcandpa. Peuv nepsas // ITaymapx. Moparuu: Couutierus.
M.: BAO N30-60 DKCMO-IIpecc, Xapvros: M30-60 Doruo, 1999. C.587.

¢ [Taymapx. Tam xe. C. 601.

" Tagypos B.I, Lubyxuduc A.M. Arexcandp Maxedorcxuii u Bocmox. M.: Hayxa, 1980. C. 335.

¥ Mapxos B.W. Espasuiicmso xax cucmema vyennocmeii // Tymanumapnve nayxu ¢ Cubupu. -
Hosocubupck, 2003. - Ne 3. - C. 27.

? [Moopooree cm.: Duwep-DPabuar C. Arexcandp Beauxuii. Meuma o 6pamcmee Hapodos / Ilep. ¢
anza. H.@amosoii u dp.. - Cmorerck: Pycuu, 1997. 427c.

10 Caguykuii I1.H. I'eoepagpuueckue u ceonorumuueckue ochoswvl espasuiicmea // Konmunenm Eeépa-
sus. - M., 1997. - C.302.
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N.S. Troubetzkoy also singled out ‘the Eurasian brotherhood of
peoples’, nothing that ‘between the peoples of Eurasia are constant
fraternal relationships’. He wrote: “The brotherhood of the peoples
of Eurasia must become a fact of consciousness, and, moreover,
substantially fact. It is necessary for each of the nations of Eurasia,
being self-aware, to know itself, and above all, as a member of this
fraternity. It is necessary that we gain a conscious sense of belonging
to the brotherhood of Eurasian peoples, for each of us is stronger in
our consciousness of belonging to this group of peoples rather than
any other.”"!

This Eurasian doctrine could almost become the basis for today’s
guidance in preparing the public managers of the future Eurasian
Union.

Undoubtedly, we should not exaggerate the value of fraternal
relations for the peoples of Eurasia. Kinship relations are behind
Eurasian synthesis: at the level of interstate relations between like-
minded nations but not between the general population of various
Eurasian states. Slavs and Turks, for instance, are not natural
kinsmen.

The idea of a brotherhood of nations was explored by the Soviet
Union: a union of sister republics where internationalism was
based on relationships with disinterested fraternal peoples. The
asymmetry of the relationship was such that podzakazny (those in
a subordinate role) were obliged to immediately and uncritically
respond to any client’s requirements. In this context, (as applied
to modern Eurasian integration) the Director of the Institute of
Economics, R. Greenberg, said, «We should not be cheapskates and
fight for every Rouble or Dollar in our actions, gas or no gas wars. If
we indeed want to consolidate the post-Soviet space, then we have
no choice but to pay for integration. In the short term, it’s definitely
a win for everyone, including Russia.»'

It should be noted that the Soviet brotherhood of the people were
determined, as confirmed in numerous historic trials, in which
the Soviet (actually Eurasian) people showed strength. The ‘major
geopolitical disaster” of the 20th century - the disintegration of

" Tpybeuxoii H.C. Obuieespasutickuti nayuonarusm // Tpybeuwor H.C. Memopus. Kyavmypa.
Aok, M.: Tpozpecc, 1995. - C. 425.

12 ['punbepe P.C. He susxy nuxaxoii arvmepnamugvl wedpocmu Poccuu npu cosdanuu Espasuiicko-
20 Corosa /] Mseecmus. — 2011. - 24 nosiops.
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the Soviet Union — was the result of the Russian state’s spiritual
weakening and the inability of the Soviet state and the managerial
elite to prioritize goals correctly within ‘Man - Society — State’
development.

Speaking of Russia, it should be noted that it has powerful
civilizational potential to be involved in Eurasian integration. It is
no coincidence that President Putin, in the one of his pre-election
articles, focused on the potential for this: «Russia emerged and
evolved over the centuries as a multinational state: a state in which
there was a process of mutual penetration and mixing of peoples in
a family, in a friendly manner, offering service. Hundreds of ethnic
groups shared its soil, close to Russia. The development of large
areas is filled with the history of Russia; it was a joint affair of many
nations.»"

Eurasian nation-building has always been a consequence of historic
ethnic grouping, with enough passionarnost to create the state best
suited to a particular geo-political condition. Recall the Scythians,
Persians, Macedonians and Greeks, Arabs, Mongols, Turkic and
Slavic peoples.

Some periods of disintegration were conditioned by state-forming

ethos and loss of vital force. The emergence and long existence of

the Russian State was the result of the Russian people’s civilizational

art, without which it could not live and develop. Its creation can be

explained by two main reasons:

e the great passion of the Russian people, which allowed them to
explore habitable territories of Eurasia; and

e the Russian stereotype in the field of international relations, by
which those who do not affiliate become second-class, lacking
equal footing in the process of nation building.

These theses are consistent with the opinion of experienced
politicians.™

B [ymun B.B. Poccus: nayuonarohoui éonpoc // Hesasucumas easema. — 2012, — 23 ansaps.

" Hasapbaes H.A. Espasuiickuti Cotos: om udeu x ucmopuu 6yoyuieeo // Mssecmus. —2011. - 25
okms0ps; [Tymun B.B. Hoeviil unmezpavuornvtii npoexm 0As Eepasuu - 6ydyuiee, komopoe poxoa-
emcst cezo0nsl /] Mssecmus. — 2011, - 3 okmsabps; Ayxauernxo A.I. O cydvbax Hautes unmezpayui
/I Mssecmusl. - 2011. - 17 okma6ps; Hapviuxun C.E. Eépasuiickas unmezpayus: napAamenmekuii
sexmop // Mssecmus. —2012. - 4 okmAa06psl.
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Vladimir Putin has said: «The Great Russian mission is to unite and
bind civilization: to combine it in a state of civilization, where there
are no ‘natsmen’ [national minorities] and where the principle of
‘own or foreign’ is defined by common culture and values.»" The
former president of Kyrgyzstan, a real scientist and true Eurasian,
Askar Akayev, believes that the great passion of Russia is apparent
in its spiritual appeal to surrounding nations.'®

It is an objective formula: an efficient Eurasian state is only possible
when an historical Russian ethnic group combines with other
nations in Eurasia. This leads us to the need for appropriate training
of public-administrative personnel, who can drive forward Eurasian
integration.

We might ask which qualities are needed by a Eurasian government
elite and which goals we should set them. The very essence of such
goal-setting brings inevitable separation of lower from higher goals.
Of course, this argument is contrary to the theory of liberalism
inherited from the West, whereby intellectual and moral principles
are upheld by recognizing that each individual has the right to
choose their own path. In today’s world, most people are guided
by immediate ad transient goals linked to self-interest and random
emotions. We are rapidly losing our feeling for the meaning of life
and the fate of the world, the logic of history and the purpose of the
‘Man - Society — State” triad. Human life and spirit have become an
empty figure of speech.

Most political parties around the world pursue opportunistic (lower)
goals which fail to meet any clear ideology and are incapable of
supporting the notion of ‘Man - Society — State’ or of raising us from
a deep civilizational crisis.

The proclaimed inevitability of globalization declares the need for
giving up historic identity in favour of the formation of a unipolar
peace, following the laws of Western civilization. The essence of
this logic is to blend the nations of the world, regardless of their
complex cultures, into a socio-political, technological, economic
and ideological hegemony of Western (especially Anglo-Saxon)
civilization.

5 [Tymun B.B. Poccus: nayuonarvnviii 6onpoc // Hesasucumas zasema. —2012. — 23 aneapsi.
16 [TodpoGree cm.: Axaes A. Espasutickue nepcnexmugul 603poxderus Poccuu. CIT6.: Ugopm.
azertmemeo «Cesepras s6esda», 2012. — 408 c.
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The triad of “Man - Society - State” can be used to overcome negative
influences across Eurasia, oriented toward the ultimate goal of
unification.” Obviously, such lofty goals can only be achieved by
uniting the civilizational potential of the Eurasian people.

In this context, the people of Russia and the CISneed to recognize the
important historical events behind Eurasian integration, as explored
in theory and practice, socio-economically and geopolitically.

Eurasian integration is unavoidable in our ever-changing modern
world, bringing together the people of Eurasia in a material, mental
and spiritual sense, as well as through geographical networking. The
ultimate aim of a universal Eurasian State is to promote economic,
social, cultural, geo-political and spiritual progress. These are the
goals of any nation, comprising the mission of true state governance.

This view of Eurasian integration provides a new perspective on
modern Eurasian nation building. The Eurasian Union cannot focus
only on pragmatic economic benefits, as recognized by the leaders
of participating countries in Eurasian integration and stressed by
President Putin, who notes the need for ‘tight integration of new
values, using a political and economic framework” in response to
the ‘call of the times’.” Of course, this must reflect the ability of each
person to set goals and achieve them.

The long-term aim of creating a Eurasian Union needs to be
accompanied by new methodological and ideological approaches
towards the mechanisms of state-building, including towards
management objectives and the quality of the managerial elite.”

We must recognize the difference between the aggressive liberal
values of the Atlantic West (with the dominance of Anglo-Saxon
understanding of higher and lower goals) and Eurasian Eastern
values (to a large extent, imperial), which centre around the notion
of a spiritual, ‘ideal ruler’.®

7 [Todpobree cm.: Hoszopodues I1. M. O6 obuecmeernom udeare. M.: “Ipecca”, 1991. C.45-46.

8 [lymun B.B. Hoswitl unmezpayuontviil npoexm s Espasuu - 6yoyuiee, komopoe poxoaemcs
cezoons I/ Mseecmus. —2011. - 3 okms0ps.

9 Vsunescxuii I'.5l. Hpascmeentoil udear u myopocno Kax 06UXKYuLas CuAa HO60k Popmul mepp-
MopUarLH020 00uecmeeroz0 camoynpasienus // Ymmoiil 2opod. — beazopoo, 2012. C. 267-268.

20 Tpybeuroit H.C. O6 udee-npasumervhuije udeokpamuueckozo zocyoapemea // Vicmopus, kyav-
mypa, s3vik. M.: IIpozpecc, 1995. C. 329.
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The Western European idea of peace and unity is based on formal,
economic relations and the regulations enshrined in agreements.
The Eurasian world is fundamentally different, with rationality
secondary to more spiritual and lofty ideals: an aspect which must
be recognized by the Eurasian elite.”!

Eurasian civilization is fundamentally connected with geographical
integrity. Europe and Asia may be physically joined as one continent
but Eurasia, in civilizational terms, comprises the Asian-sky (China,
India, and so on) and that part of Europe which borders the Neman
River, the Western Bug, the San and the Mouth of the Danube.

With some deviation, the boundaries of Eurasia follow the borders
of the Russian Empire and the USSR: another example of historical
Russia guiding modern Eurasian state-building.

Eurasia should be understood as a closed unit (in terms of climate
and other geographical conditions) with particular economic
opportunities. It has an oceanic economy, typical of Europe, and
natural riches, which open a path to economic self-sufficiency,
supporting this ‘state-continent’ with its distinctive spiritual psyche.
We return again to the Eurasian triad of ‘Man - Society — State’:

e the realization of a harmonious connection between social and

political life and that of nature;
e a’continental” consciousness.

From a European view, Eurasia’s form of patriotism is alien: centred
around spiritual ideas.

The question of how best to train the Eurasian Union’s managerial
elite is vital and is yet to be given the attention it deserves within
the integration process. Without such forethought, the potential of
the Eurasian Union and all its higher goals may come to nothing,
leading to an even larger disaster than the collapse of the Soviet
Union.

At the heart of the state-administrative elite, and all those who
serve the state, must be a desire to promote public welfare. To

21 Vmecmio ckasamv, umo 6udvl MultAeHUs, 00YycA06AeHHDIE eOUHCHIB0M YMONOCHIUZAEMO20 U YY/6-
CIMGEEHH020 MUPOS, USYHATOMCS MemaPusuueckol MenodoA0zueii HAyUHbIX UCCAe)osanuti Ha base
Opaosckozo puruara Poccuiickoti axademuu HapooH020 X0351Cmea u 20Cy0apcmeeH ol CAYKO0vl npu
Ipesuderme Poccuiicioti @edepavyuu. Cm. Ysuresckuir I.21. Vicmowu u ocobenrocmu..., C. 17—41.
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lead people on a path of development, mutual understanding and
a true desire to nurture are essential. Without these qualities, any
elite (including state government) will dry up or rot. To avoid such
error, it is necessary to form a new, truly Eurasian, state government
elite. This requires the combined efforts of all countries historically
involved in the creation and development of the Great Eurasian
Civilization.

In forming state-management personnel for the Eurasian Union,
higher educational institutions will have a great role to play: the
Russian Academy of National Economics and Public Administration
(under the President of the Russian Federation); the Academy of
Public Administration (under the President of Kazakhstan); the
Academy of Management (under the President of the Republic
of Belarus); and the Institute of Civil Servant Training (under the
President of Tajikistan). These institutions have all the necessary
potential to shape a Eurasian elite.

This new elite will face challenges in reviving Eurasian identity and
should be wary of becoming a pale copy of the European Union. It
would be unwise to impose a Western model of economics, politics,
law, education and culture, since some of the EU’s concepts are
questionable spiritually, failing to fulfill the ideals of ‘Man - Society
— State’.” There is no justification for applying the false doctrine
of integration ‘in the developed world” of ‘Big Europe” and the
‘civilized West'.

The new Eurasian state, building a positive partnership with all
interested nations and peoples of the world, cannot and should
not aim to ‘fit in” with Europe. Rather, its global goal should be to
restore colossal continental Eurasia in a new, unique format.

The Eurasian Union should strive to become a state-civilization,
cultivating innovative development and solving the most important
global problems through its triad of ‘Man — Society — State’.

It must mobilize all its scientific, technical, organizational and
managerial capabilities to form a healthy Eurasian nation, filled with
cultural and historical optimism, promoting innovative principles.

22 cm.: http:/lcounter-propaganda.w3.lt/es_eu_/eumi3s/rueumi3s.php
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This will allow Eurasian people to realize the ultimate goal: union
and dialogue with other civilizations, to ensure equitable world
order, built onideals of equal access to each element of the triad ‘Man
— Society — State’ and based on a higher purpose. The mechanism of
public administration must work to uphold the identity of Eurasian
people and cultures, and to inspire the formation of a strong
Eurasian State.
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