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NOTES FROM THE EDITOR’S DESK

Dear Reader,

The fourth issue of the journal of
the Regional Hub of Civil Service
in Astana — International Journal
of Civil Service Reform & Practice
highlights articles of scholars and
practitioners for your potential
interest.

This issue begins with the article of
awidely known and distinguished
scholar Pan Suk Kim, who
analyzes  the  performance-
based pay system in the OECD
countries as opposed to seniority-
based pay for civil servants, and
considers a case-study of Korea.
In the example of Kyrgyzstan
D. Bakchiyev investigates one
of the instruments of raising
the quality of public service
delivery which is introduction
of performance appraisal of
civil servants. The article of A.
Morozevich investigates various
aspects and issues of personnel
policy in public administration
and contains recommendations
for handling the managerial level.
Y. Styrin in his article sheds light
onto the features and ways for
improving the register of public
services of Russia as part of
e-government.

In the section on effective
public administration, J. Nemec
provides in his article an analysis
of administrative reforms in
Central and Eastern Europe and
draws reader’s attention to how
widespread the principles of
New Public Management still
are as well as to decreasing in
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many countries of trust in public
institutions and  politicians.
Y. Zharkeshov provides analogues
analysis of PA reforms in Central
Asia and Caucasus and concludes
that a key factor of national
development is quality of public
institutions and governance. The
analysis demonstrates that post
soviet countries appear to be
interesting and under researched
cases of transformation efforts
to market which were heavily
influenced by such global
trends of the 1980s and 1990s as
notorious Washington consensus.
In his article a distinguished
practitioner and life-long
international career civil servant
Chet Newland analyses the
development of the US Federal
Executive Institute in light of the
shift of the American society from
elitism towards inclusive growth,
emphasizing the remaining
challenges ahead and potential
solutions to them.

This issue also features
recommendations of the
participants  of the Global

conference on civil service held
within the framework of VII
Astana Economic Forum in 2014.

We hope the fourth 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 developing this journal.

Yours Sincerely,
Editorial Board



Or PEAAKLIIOHHOW KOAAET UM

YBaskaeMplll YUTaTeAb,

IlpeacraBasem Bamemy BHMMa-
HUIO YeTBepThII HOMep >KypHaaa
PernonaasHoro xaba B cepe rocy-
JAapCTBeHHON CAy>XObI B AcTaHe —
MexAyHapoAHBIN KypHaa pedop-
MBI ¥ HPaKTUKU TOCYAapCTBEHHOI
CAY>KOBI, COAep>KallNii CTaTbU yde-
HBIX ¥ IPaKTUKOB B cpepe rocyap-
CTBEHHOI CAY>KOBI.

JlaHHBII1 HOMep HadMHaeTcs CO CTa-
TBY M3BECTHOTO Y4EHOTIO U IPaKTU-
ka ITan Cyx Kum, xoTOpslit aHaan-
3UpPYyeT pa3BUTHe CHCTEeMBI OIlAaThI
Tpyda TOCyAapCTBEHHBIX CAy>Ka-
IIVIX OT OILAATHl 3@ BLICAYTY AeT K
oraate 3a 9PQPEeKTUBHOCTL PabOTHI
B cTpaHax OOCP, pazdupaer uHTe-
pecHsi keric mo onbity Kopen. Ha
npumepe Koiproizcrana /. bakunes
paccMaTpuBaeT OAUMH M3 MHCTPY-
MEHTOB IIOBBIIIEHMsI KadecTBa IO-
CyAapCTBeHHBIX YCAYT — BHeJpeHue
CHICTEMBl OLIeHKM  AesTeAbHOCTU
roccaykamux. Crarea A. Mopo-
3eBMYa pacKpbIBaeT pa3ANdHbIe
acIIeKkThl M IPO0/AeMHbIe BOIIPOCHI
KagpoBOM IOAUTUKM B CHUCTEMeE
rOCy4apCTBEeHHOTO YIIpaBAEHI:, a
TaKXKe COJ4ep>KUT peKOMeHJaluu
110 OpraHM3aIUM 1 COBEPIIEHCTBO-
BaHUIO PaOOTHI C PYKOBOAALINMU
kagpamu. E. CToipun B cBoeil cTa-
The OCBeIjaeT OCOO@HHOCTH U ITyTHU
COBEpIIIeHCTBOBAHM peecTpa rocy-
AapCTBEeHHBIX ycayr B Poccuiickon
Depeparuy Kak ®A€MeHTa CUCTeMBI
9AeKTPOHHOTO IIPaBUTEAbCTBA.

B pasaeae mo »¢dexrnsHOMY ro-
cyJapcTBeHHOMY ympasaeHuio IO.
Hemen B cBoeil craTbe IPOBOAUT
aHaAU3 aJMMHJCTPATUBHBIX pe-
dopm B crpanax llenrpaarHoil u
Bocrounor Epponibl n akijeHTHpy-
eT BHUMaHMe 4Y;Tareas] Ha TaKUX
acriekTax, Kak IIMPOKOe pacIpo-

CTpaHeHNe B MMUpe IPUHIIUIIOB
Hosoro rocygapcrseHHOro MeHe-
>KMEHTa U yMeHbIIIeH/ e BO MHOIMX
CTpaHax JOBepus K rocyJapCTBeH-
HBIM MHCTUTYTaM I ITOAUTHUKAM.
E. JKapkemos mnposogut aHaao-
TIMYHBIN aHaAU3 pepopM B CTpaHax
Llentpaannoit Asum n Kaskasza u
AeZaeT BBIBOA, YTO KAIOUEBBIM (ak-
TOPOM Pa3BUTIS CTPaHBI SIBASETCS
Ka4yecTBO ee TOCyAapCTBeHHBIX MH-
CTUTYTOB U ylipaBAeHus. B anaam-
3e IIOKa3aHO, 4TO ITOCTCOBETCKIe
CTpaHBl MPeACTaBAsIIOT CODOI MH-
TepecHble, MaAOU3y4YeHHbIe IIpu-
Mepnl TpaHCcpopMalMyi K PBIHKY,
Ha KOTOPBIX 3HAYMUTEABHO IIOBAN-
5141 TA00aabHBIe TpeHABl 1980-x n
1990-x roa0B, Takue Kak IiedaabHO
M3BECTHBIN BaIlMHITOHCKUIT KOH-
ceHcyc. B cBoeit cTaThe M3BeCTHBIN
r200aAbHBIN IPaKTUK TOCYIIpaBae-
Husa Yecrep Hrproaang anaansmupy-
et passutue PejepaabHOrO MHCTU-
TyTa IIOBBIIIEHNS KBaAM(UKaImu
yrpasaeHnes CIIIA B csere mepe-
X04a AMepMKaHCKOTO 0DIIlecTBa OT
9AUTU3MA K MHKAIO3UBHOMY OOI11e-
CTBY, aKLIeHTUPYs MMeIOIIecs Bbl-
30BBI U ITOTEHIIMaAbHbIE PeIlleHNs.

Taxoxke B HOMepe ONyDAMKOBaHBI
pexkoMeHAaUMM ¥ IHIPeAAOKEeHII
yuacTHuKoOB [ 106a4bHOM  KOHe-
peHIuM IO roccay>kbe, COCTOSB-
meiicsa B pamkax VII Acranmnckoro
9KOHOMIYecKoro ¢popyma B 2014 1.

Hagaeemcs, 9TO 4eTBepTLINI HOMEp
OydeT IIpeACTaBAATh UHTEpeC U
BBI3OBET JeDbaThl 110 BOIPOCaM,
3aTPOHYTHIM yaeHBIMI. MBI
XoTeAu OBl ellfe pa3 11001aroAapuTh
TeX, KTO JaA OeCIleHHble COBeTHI
U peKoOMeHJanuM B Pa3BUTUU
AAHHOTO >KypHada.

C yeaxenuem,
pediorrezus
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PERFORMANCE APPRAISAL
AND PERFORMANCE-RELATED PAy IN GOVERNMENT:
THE CASE OF SOUTH KOREA

Pan Suk Kim!
Abstract

Many OECD countries began to move from the single pay scale toward
more flexible pay arrangements that have pay for performance, and not
pay for seniority. The purpose of this study is to review the case of South
Korea on pay flexibility in the Korean civil service. Since a performance
evaluation is a key element in performance management system,
performance appraisal systems in the Korean Central Government are first
elaborated, followed by discussion of two performance-related pay systems
(performance-related pay for higher-level officials and performance-related
pay for middle- and lower-level officials) used in the Korean central
government. After that, the impact of pay flexibility in government, policy
implications, and concluding remarks are presented.

Key Words: performance appraisal, performance-related pay, pay
flexibility, Korea, performance management

I. Introduction

The Organisation for Economic Cooperation and Development
(OECD) member countries have moved towards a flexible pay
arrangement in the public sector which is, in essence,a combination
of key features of performance-related pay (PRP) and differentiation
(Manning, 2001; OECD, 2005; Hasnain, Manning, and Pierskalla,
2012). A recent World Bank report (2014) asserts that pay flexibility
can improve performance directly through financial incentives
and indirectly through improved management with greater efforts
by managers, although there is general scepticism in the public
administration literature on this topic. It has been argued that

! Pan Suk Kim is currently the President of the Asian Association for Public Administration
(AAPA) and Professor of Public Administration at Yonsei University in South Korea. He
was the President of the International Institute of Administrative Sciences (IIAS) and the
Dean of the College of Government and Business at Yonsei University. He worked in the
Korean Government as a Secretary to the President for Personnel Policy during the Roh
Moo-Hyun Administration and one of his main duties was to promote civil service reform.
He can be reached at pankim@gmail.com.
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traditional pay arrangements are unable to ensure that performance
objectives are met within fiscal constraints. Consequently, many
OECD countries began to move from the single pay scale toward
more flexible pay arrangements that have pay for performance, and
not pay for seniority (OECD, 2005; World Bank, 2014).

The purpose of this study is to review the case of South Korea
(hereafter, Korea) on pay flexibility in the Korean civil service in
looking at performance appraisal systems and performance-related
pay systems. The Korean government has several different pay
tablesthat include: general service, public security service, research
service, support service, technical service, constitution researchers,
police and fire fighters, teachers, professors, military service, and
labour. Pay tablesare slightly different from each other due to the
nature of each public service provided. There are pay differences
within and across government ministries, departments, and
agencies depending on the nature of their service. For example, the
average pay level of the public security service is slightly higher
than the general service, although the pay difference is not highly
significant.

Generally speaking, the Korean civil servant’s salary is composed
of base pay, allowances and welfare expenses. The base pay is the
regular pay that is paid “by grade and pay step” according to the
degree of responsibility and difficulty of the position, and length
of service. The allowancesconstitute additional remuneration that
is paid separately according to the position and living condition of
individuals; and they include family support allowances, allowances
for working in special areas, allowances for special work, allowances
for extra work, and bonus or performance-related pay. The welfare
expenses that are paid for civil servants’” welfare include items
such as meal payments, job grade assistance payments, traditional
holiday payments, and unused vacation payments (Kim, 2003).

Historically, the pay structure for Korean civil servants was based
on the rule of seniority. The rate of pay was determined according
to the length of service with automatic salary increases every
year. The concept that the payof a civil servant was a reward for
length of service rather than job performance has remained almost
unchanged. In the past, the pay did not function as an incentive
for better job performance. In the middle of the 1990s, the Korean
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government introduced the special bonus system for the first time,
but failed to implement it effectively. In 1999, right after the IMF
Bailout, the Korean government introduced the performance-
related pay system with more serious methodical preparation and a
stronger willingness to implement. Socioeconomic difficulties have
led to the need for different types of incentives other than promotion
to enhance performance management.It aimed at strengthening the
competitiveness and performance of the public service. The main
goals of the introduction of theperformance-related pay system
were: (1) to create a hard-working atmosphere in the public office;
(2) to attract competent and professional talent from the private
sector into the public sector; and (3) to spread a competitive attitude
in the government so that every civil servant can carry out his or
her tasks with liveliness and creativity. Most categories of staff are
covered by PRP schemes, with two differentsystems applying to
top-level staff and mid-managers and below (Kim and Kim, 1997;
Kim, 2003, 2012; Kim and Hong, 2013).

The performance-related pay system is operated in connection
with the performance management systems. There are two types
of programs in the performance-related pay system: the annual
merit incremental program for higher-level officials and the
performance bonus program for middle- and lower-level officials.
The annual merit incremental program for higher-level officials is
divided into two portions: the fixed pay portion and the variable
(performance-related) pay portion. The variable pay portion is paid
separately according to the performance appraisal grade; and the
appraisal grade is determined on the basis of the appraisal result
of each official. The performance appraisal system for middle-
and lower-level officials is the performance bonus system.The
general guidelines for the performance appraisal system and PRP
arrangements are defined by the central personnel authority. PRP
arrangements are defined in the following two decrees: the Decree
of Compensation for Civil Servants and the Decree of Allowances
for Civil Servants.

II. Performance Appraisal System in the Korean Central Government
The performance appraisal system has been relatively well

institutionalized in the Korean government (Kim, 2010, 2011). The
legal foundations of this performance appraisal system include: (1)

INTERNATIONAL JOURNAL OF CIVIL SERVICE REFORM & PRACTICE #4 DEC. 2014
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the National Civil Service Act (articles 40 and 51); and (2) the Decree
on the Civil Servant Performance Appraisals and Related Matters.
Article 51 of the National Civil Service Act requires that the head
of each government agency should evaluate the performance of his
or her employees regularly in an objective and fair way and reflect
such results in public personnel managementrecords. Article 40 also
indicates that promotion should be based on performance appraisal
and other forms of evaluation. The National Civil Service Act was
originally promulgated in 1949 and it has been revised several times
since then. Detailed issues on performance appraisal are written
in the performance appraisal decree. The performance appraisal
decree was originally passed in 1961 and it has been renamed several
times. The current Decree on Civil Servant Performance Appraisals
and Related Matters was expanded in 2005. Currently, the central
personnel authority is responsible for making or revising public
personnel policies including performance appraisal systems.

In Korea, Grade 9 is the lowest level, while Grade 1 is the highest
career level in the civil service. Above Grade 1, there are two more
levels such as minister and deputy minister levels and both of these
levels are political appointments. There are two different types of
individual-level performance appraisal management systems in
the Korean government: performance agreement for higher-level
officials and general performance appraisal for middle- and lower-
level officials (See Table 1).

Table 1: Performance Appraisal Systems in the Korean Central
Government

Grade 4 and above including | Performance Agreement System
members of the Senior Civil

Service (5CS)
Grade 5 and below (Middle- | General Performance Appraisal
and lower-level officials) System

* Note: The target groups of the performance agreement are government officials who are
director-level (Grade 4), director-general-level(Grade 3), and above. The target groups of the
general performance appraisal system are government officials who are deputy-director-
level (Grade 5) and below.



)

First, the performance agreement system applies to civil servants
above grade 4 (managers) and equivalent grade levels including
members of the Senior Civil Service (SCS). This performance
agreement system is an evaluation system based on a performance
agreement in relation to performance goals and indices, made
between the head of the agency and heads of departments
and bureaus. Evaluation items could include: individual-level
performance, organizational-level performance based on his/
her position as a manager (i.e., in terms of citizen satisfaction on
service delivery, citizen satisfaction on major public policies,
telephone response, knowledge management, deregulation, etc),
and/or job-related abilities (competency, ethical integrity, etc).
This system evaluates a manager’s performance relevant to the
‘performance agreement’, and then the results can be applied to
personnel management including the provision of performance-
related pay and/or promotion (Kim, 2003; OECD, 2005). The nature
of the performance agreement varies depending upon the type
and task of the ministry. This is based on an individually-specific
performance agreement along with strategic organizational goals in
a given organization. For example, the policy-oriented departments
have more qualitative targets, while the service delivery-related
departments have more quantitative targets.

Second, a general performance appraisal system is applied for civil
servants below grade 5 and equivalent grade levels. This evaluation
is conducted by superiors to their subordinates to evaluate
his or her individual performance (MOPAS, 2009). The typical
performance appraisal system is based on a check list or rating
scale that could be based on two major areas: (1) job performance
inmajor performance goals or major tasks in terms of job difficulties,
completeness, and timeliness; and (2) job-fulfilling abilities (core
competencies such as planning, communication, cooperative team
work, execution, innovation, customer-orientation, etc(these items
can be differentiated by the job nature of each agency). In addition,
job-performing attitude can also be selected as an evaluation
criterion, but most government agencies do not include it due to the
possibility of making potential evaluation errors.

The result of each individual’s performance appraisal could be
used for various public personnel management purposes including

INTERNATIONAL JOURNAL OF CIVIL SERVICE REFORM & PRACTICE #4 DEC. 2014
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promotion, compensation, capacity building (training and
education), and placement. Each person should be informed of his
or her individual appraisal result and there is an appeals process if
someone is dissatisfied with the outcome. Each agency has a certain
degree of autonomy in terms of selecting appraisal items and the
individual performance appraisal is designed to allow each ministry
to decide the elements and scores by considering the details of each
case depending upon the nature of the jobof each agency.

In addition, there is an “organizational-level”performance
management system in the Korean government and public bodies
in the form of the organizational performance evaluation or
the management assessment for public organizations. The term
‘organizational performance evaluation,” specifically targeting
central and local governments, has officially been in use since the
Basic Act on Government Performance Evaluation in 2001, when
the Cabinet Office conducted a general evaluation on government
organizations. The organizational performance evaluation is a
general performance evaluation system of organizational-level
performance, which includes the evaluation of central government,
local governments, government-invested enterprises, government-
supported research institutes, and executive agencies. Such an
evaluation is usually conducted by the Prime Minister's Office
and the result of this organization-level performance evaluation
usually affects the tenure of the head of the agency. Overall
government evaluation is handled by the Government Performance
Evaluation Committee (GPEC) in the Office of the Prime Minister.
The Government Performance Evaluation Committee, co-chaired
by the Prime Minister and an external expert, is composed of not
more than 15 people including three ministers (from the Ministry
of Security and Public Administration, the Ministry of Strategy
and Finance, and the Prime Minister’s Office) related to evaluation
supervision and several private experts. Policies implemented by
central ministries and local governments are evaluated in order
to ensure the responsibility, efficiency and effectiveness of public
administration. Agencies subject to evaluation are central ministries,
local governments, and public bodies.

Government performance evaluation has two major evaluation
components: (1) self-evaluation (central ministries or local
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governments evaluate their own policies based on three areas such
as major policies, financial projects, and organizational capability,
and then the Government Performance Evaluation Committee
verifies and corrects the supporting materials for self-evaluation);
and (2) specific evaluation (the Government Performance Evaluation
Committee evaluates central ministries in terms of three major
areas such as regulatory reform, customer satisfaction, and specific
government policies). All of the evaluation results are put together
and forwarded to the Cabinet Council. A Government Performance
Evaluation Report Meeting is held the following year. Meanwhile,
non-departmental public bodies have been evaluated through the
public body management evaluation system. Organizational-level
PM targeting Korea’s public bodies were introduced in 1984. Along
with the revision of related laws, the organizational-level PM for
public bodies now covers more than 200 quasi-governmental
organizations including 20 state-owned enterprises (SOEs).
The Korean government can grant the citation of outstanding
performance and/or the financial incentives to an agency that
received an evaluation of‘excellent’, based on the result of the
organizational-level performance evaluation, and the head of an
agency that received an evaluation ofexcellent from the Government
Performance Evaluation Committee could be providedwith an
award, bonus, and/or promotion to government officials who made
substantial contributions to the increase of organizational-level
performance (in accordance with the provisions of Article 30 of the
Basic Act on Government Performance Evaluation).

II1. Performance-Related Pay System
3.1. Performance-Related Pay for Higher-Level Officials

The Korean government established the Senior Civil Service
(SCS) in 2006 and SCS includes the Director-General (DG) level
(generally, its starting level is equivalent to Grade 3) and above
in the career service. Minister- and Deputy Minister-levels are
political appointees and they are not part of the SCS.The Senior
Civil Serviceperformance-related pay system applies to the civil
service in grades 1 to 3 and contracted civil service and there are
two levels in SCS: level A and level B. The pay is composed of four
types of payments: the base pay, job pay, the performance-related
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pay, and other allowances. SCS member’s maximum base pay is
currently 82,464,000 won (approx. 74 158 USD), while its minimum
base pay was 55,397,000 won (approx. 49 817 USD) in 2013. Job pay
depends on the nature of each job in terms of its responsibilities and
difficulties of job fulfilment. PRP depends on the appraisal grade
which has four categories (S, A, B and C).

Table 2: Appraisal Grade and Pay Rate

Pay rate 15% 10% 5% 0

As shown in Table 2, if someone obtains Grade S, he/she will get
an increase of 15 percent of the standard base pay. Likewise, if
someone has Grade A or B, he/she will receive 10 or 5 percent of
the standard base pay, respectively. However, if someone receives
Grade C, no PRP will be awarded. As of 2013, the standard base pay
for the Level-A of SCS was 80,518,000 won (approx.72 408 USD),
while the standard base pay for the Level-B of SCS was 67,100,000
won (approx. 60 341 USD). Based on the performance appraisal
results from the previous year, theindividual PRP pay amount is
determined by multiplying the standard base payby the pay rate
assigned to the relevant appraisal grade of an individual.

3.2. Performance-Related Pay for Middle- and Lower-Level
Officials

Performance bonuses are paid to government employees annually
and designed for mid- and lower-level employees (Grade 4 and
below). The performance bonus is paid once a year after appraisal.
However, if the minister in charge takes the matter of increased
organization performance and official motivation into account,
it can be paid twice or more in a year if necessary. Performance
bonuses can be provided in various ways on an individual basis, on
a departmental basis, and combinations of both. The performance
bonus is paid as a lump sum allowance.However, the minister in
charge may decide to divide the allowance in months based on the
acceptance of opinion from an affiliated employee.
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The performance bonus must be given within the range of budget,
however, if paid only once a year after appraisal for the year of 2013,
the amount paid will be 110% of the average monthly base pay
amount (130% is applied for armed servicemen).However, if the
performance bonus is paid twice or more in a year, the minister in
charge may change the average amount paid based on the number
of appraisals made. The minister in charge should determine the
performance bonus payment based on the period of each appraisal
and reasonably allocate the payment within thebudget. For example,
where the performance appraisal is made twice as of the second
half of 2012 and the first half of 2013, the first performance bonus
payment will be allocated in half of the budget (6 months, given the
total appraisal period is 12 months), and the second payment will
be based on the other half of the budget.

3.3. Performance Bonus Payment Methods: Differentiation and
Delegation

Based on the characteristics of the institution and employees, the
minister in charge may consult with officials in the organization to
rationally choose the most optimal payment method for performance
bonuses that are listed below. Basically, there are four different
ways of PRP payment: (1) individually differentiated payment; (2)
equal individual payment after a departmentally differentiated
payment- if an agency chooses this method, it must consult with
the central personnel authority; (3) utilizing acombination of both
individually and departmentally differentiated payments; and
(4) individually differentiated payment after a departmentally
differentiated payment. In addition, the minister in charge may
adjust the payment methods if necessary, based on the occupation
and tasks of each department.

For the purpose of performance increases of the entire organization
and the settlement of this performance-based payment system, the
minister in charge may adjust the method of payment based on the
characteristics of policy-formation-oriented department, policy-
implementation-oriented department, street-level office, and cross-
shift working office. If necessary, the minister in charge may pay
the performance bonus based on methods that are not listed above,
if having first consulted with the central personnel authority.The
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performance bonus is paid through each affiliated organization or
department.The minister in charge may consolidate an organization
or department if necessary. Each agency should have aPRP review
committee comprised of a minimum number of 3 to a maximum
number of 7 members who are senior to those subject to payment
(the head of department in the case of department payment). The
PRP review committee decides the priority of the payment of the
performance bonus and picks out the rank of those with an equal
score. Also, it reviews the payment for officials who raise an appeal.
The minister in charge is responsible for the general adjustment
of the overall performance bonus system, separate from the PRP
review committee, and maintains a PRP management committee
in order to review the performance bonus payment plans.The
following contents are based on payment after appraisal once a
year. For cases where the performance bonus is paid twice or more
a year, the payment plan must be adjusted based on the appraisal
frequency and period.

A. Individually Differentiated Payment: the most common method in the
Korean Government

The performance bonus is paid based on the appraisal of individual
performance based on their occupation and rank.The head of
organization may consolidate or separate occupations or ranks for
payment if necessary.The payment classification and rating of the
performance bonus are shown in Table 3. The performance bonus
amount varies: (1) an excellent performer (top 20%) with Grade S gets
over 172.5% of his/her standard salary; (2) an outstandingperformer
(21-60%) with Grade A receives 125% of his/her standard salary; (3)
a normal performer (61-90%) with Grade B gets 85 percent of his/
her standard salary or below; and (4) a low performer (bottom 10%)
with Grade C receives no performance bonus. However, the pay
scope can be adjustable upon the characteristics of each government
agency. Before 2009, the Korean government “recommended”
to each agency to have a fair distribution of the pay scope: (1) an
excellent performer (top 20%) with Grade S; (2) an outstanding
performer (21-60%) with Grade A; (3) a normal performer (61-90%)
with Grade B; and (4) a low performer (bottom 10%) with Grade
C. In 2009, however, the Korean government set a new policy for
enforcing a “forced distribution.” The Grade S should be granted
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to “top 20 percent or less” and the Grade C should be given the
“bottom 10 percent or more.” In other words, it is impossible to rate
almost everyone as highly satisfactory.As of 2012, 30 government
agencies are using this method including the Office of the Prime
Minister and many others.The minister in charge may decide to
apply ratings that differ from the pay scope and a rating list above
through collection of opinion among the officials in charge.Criteria
for applying alternative pay scope and payment rating based on
classification include: (1) there should be 3 or more pay grades; (2)
the highest grading pay rate should be more than 172.5%, which
is more than 3 timesthe rate of the lowest rank (except in the case
where the lowest grade of pay rate is 0%); (3) the pay scope should
normally be distributed between pay grades, and the pay scope of a
single pay grade should not exceed 60%; (4) the pay rate gap between
pay grades should, if possible, be even; and (5) any standards that
differ from the criteria listed above should be consulted with the
central personnel authority.

B. Equal individual payment after departmentally differentiated payment

The departments in which it is difficult to evaluate individual
performance based on the characteristics of occupation or
organizations with systemized shift work may consult with
the central personnel authority in order have a differentiated
performance bonus by department while receiving equal amount of
performance in a given department. In other words,a performance
bonus will be paid evenly based on rank within the department, while
each department might have a different amount of performance
bonuses. If an agency chooses this method, it must consult with the
central personnel authority. The criteria for performance appraisal
for each department are set by the minister in charge based on the
characteristics of occupation. In the situation where evaluations
such as performance contracts are applied, unless there are special
circumstances, the evaluation results by the head of department
should be applied. The PRP review committee is placed in each
performance bonus payment department or organization, and is
comprised of up to 7 members (possibly 3 or more), who are senior
to those subject to payment, and selected by the head of department
in the case of department payment. However, in the situation
where there is a shortage of superiors, personnel with the equal
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rank may be chosen.Based on the PRP criteria, the PRP Committee
adjusts the performance appraisal results of each department in
order to determine their relevant appraisal grades. As of 2012, no
government agency uses this method.

C. Utilizing a combination of both individually and departmentally
differentiated payments

This method combines two methods based on both the individual
and the department allocation of the performance bonus budget to
each method by nearly half and half. The performance bonus can be
differentiated by each department’s performance level (the amount
of bonus cannot exceed 50 percent of the total performance bonus
budget) and its proceeds will be equally shared by officials in the
department. In the process of the departmental evaluation, overall
department distribution should have a normal distribution and one
appraisal grade should not exceed 60 percent of all departments.
A line ministry should make at least three appraisal grades. For
example, a department that gets the Grade S could receive 95
percent of the performance bonus, while a department that gets the
Grades A, B, or C, could receive 80, 50, or 45 percent, respectively
(the highest bonus pay rate should be double that of the lowest pay
rate). Within a department, the bonus granted for a departmental-
level performance will be distributed equally to each official. The
minister in charge may provide additional information in regards
to departmentally differentiated pay methods.In addition, each
official will be evaluated by his/her performance and the result
will be differentiated. In order to do so, the performance appraisal
grade and pay rate should be set by the minister in charge along
with the consultation with the central personnel authority.In most
cases, the pay scope and pay rate for the individual performance
bonus is similar to the Type A as discussed above (Individually
Differentiated Payment). As of 2012, 10 government agencies are
using this method including the Ministry of Environment.

D. Individually differentiated payment after departmentally differentiated
payment

Performance bonus payments are made per department after
the performance appraisal of each department. After that, an
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individual performance bonus is distributed based on each
individual’s performance appraisal result.The minister in charge
may provide additional information in regards to departmental
pay methods. In the process of the departmental evaluation process,
the department’s overall distribution should be normal and one
appraisal grade should not exceed 60 percent of all departments.
A line ministry should make at least three appraisal grades. The
highest bonus pay rate should be double that of the lowest pay
rate. The minister in charge may refer additional information in
regards to departmentally differentiated pay methods.As of 2012, 4
government agencies are using this method including the Ministry
of Trade, Industry and Energy, the Korean National Policy Agency,
the National Human Right Commissionand the Rural Development
Administration.

E. Alternative Payment Method set after consulting the Minister of Public
Administration and Security

A government agency can use its own performance bonus payment
methods. For example, an agency can distribute the performance
bonus equally to each department. After that, a division head can
evaluate his/her staff’s performance and then distribute the bonus
based on an individual’s appraisal results. The head of department
should interview each official individually and notify him or her of
the relevant pay grade arrived at, and the reasoning. As of 2012, no
government agency uses this method.

IV. Discussion on the Impact of Pay Flexibility

Although the overall impact of PRP on motivation could be
ambivalent, PRP could act as a motivator, by providing extrinsic
rewards in the form of pay and intrinsic rewards through the
recognition of effort and achievement (OECD, 2005). There are not
many studies on the Korean PRP issues in Korea. At the individual
level, each person is keen to be aware of his or her performance level
and civil servants are accustomed to being able to realize his or her
performance goals and record his or her performance. In doing so,
it also improved the quality of the performance dialogue between
staff and managers. In other words, each official is responsible
to recognize his/her performance goals and requirements so that
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the performance management system helps the dialogue between
staff and managers in a given organizational setting. Performance
appraisals rely on the assessment of pre-identified objectives and
on dialogue with line management. Introducing PRP can be the
catalyst that allows possible changes to occur and, at the same time,
facilitates a renegotiation of the “effort bargain” thus assisting in
recasting the culture of public organizations (OECD, 2005). During
the performance appraisal process, a mid-term check is required for
both sides. A manager needs to see his/her staff in the middle of each
year and discuss overall or expected performance, while a member
of staff can discuss his/her tasks and roles in the organization to
achieve performance goals with a manager. Managers should
openly communicate the organization’s new expectations, and
clearly delineate the new criteria in the context of PRP. To do that,
it is essential for both managers and employees to be trained in
order to reduce resistance to the new system and to establish a
performance-oriented culture. Moreover, PRP could complement
the results-based management, performance-based budgeting, or
other public sector reforms because PRP stimulates a lever for the
introduction of wider management and organizational change.
In the early stages of implementing a performance management
system, public managers might have to act as change agents to
encourage employees to bring innovative ideas in order to build
more efficient government work processes and provide a vision for
further organizational reforms.

In performance management and measurement, agencies should
set SMART (specific, measurable, achievable, relevant and time-
based) goals because such goals could support the business
success of public organizations. Therefore, setting the rules of the
game is very important for the success of PRP. Performance goals
should reflect major activities and responsibilities of a government
official. Government officials pay attention to key activities that
are measured. However, if some activities are not measured by a
performance appraisal framework, he/she may not focus on those
activities. Therefore, the Korean government requires senior civil
servants to identify several key performance targets rather than
one or two performance goals. Moreover, the general performance
appraisal system for middle- and lower-level officials reviews
performance goals in three aspects: task completeness, achievement
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timeliness, and job difficulties.Some people may pursue relatively
easy tasks, while some people may have relatively difficult tasks. In
order to minimize a gaming or such evaluation error, job difficulties
are commonly evaluated in addition to the quantity of tasks, job
completeness, and timeliness. In other words, both quantity and
quality should be considered comprehensively in the process of
performance measurement.

Sungjoo Han (2010) reviewed the Korean PRP in-depth with a
selective number of government officials and found that PRP was
effective in making government officials realize the importance of
their performance. According to Han'’s study (2010), many Korean
central government officials admitted the political symbolism of
PRP system, although they do have some reservations about the
appropriateness of its appraisal methods and evaluation results.
According to Han’s study (2010), Korean central government
employees perceive that performance management along with PRP
is a global trend so that they do not resist it, but many government
officials indicated that the fairness of the performance appraisal is
critical to the successful implementation of PRP system in the public
sector.PRP for higher performers is a motivational factor, but the
motivational impact of PRP for low performers was not significant.
Government officials also perceived PRP as a complementary tool
to supplement one’s salary and it is also viewed as managers’ tool
for organizational management.Han also (2010: 36) asserts that the
Korean central government implemented a relatively well based
PRP on its official standards differentiating PRP, while Korean local
governments carried out appraisals and awarding bonuses with a
lack of differentiation among government officials. Han’s claim is
also partially supported by Lee’s study (Lee, 2010). In the central
government, PRP seems to have become relatively well established
but the implementation of PRP in the Korean local governments,
particularly in rural municipalities, needs to be improved in terms
of improving overall transparency and fairness of the appraisal and
its process. Han (2010: 44) also reports that relatively young and
high-performers are more supportive for PRP than old and low-
performers.

According to Heetae Lee (2010: 149), 47.2 percent of local
government employees in the Pusan Province felt positively toward
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the necessity of the performance bonus system, while 26.8 percent
of respondents were neutral and 26.0 percent of respondents were
negative. However, 40.4 percent of respondents were not satisfied
with the current performance bonus system, while 30 percent of
respondents were neutral and 29.6 percent were positive. Overall,
many local government employees recognized the necessity of
the performance bonus system, but they were not satisfied with
the current system due to its lack of fairness. Many respondents
indicated that it lacks the rationality of performance standards
and performance measurement as well as the objectivity of a good
performance appraisal process (Lee, 2010: 152). The performance
appraisal process is at the heart of the PRP system. Therefore, the
performance appraisal scheme should be continuously improved
and practiced in a way that places its legitimacy and fairness beyond
any doubt. Among respondents, 38.5 percent of respondents were
positive about the contribution of the performance bonus to the
willingness to work, while 39.7 percent of respondents were neutral
and 21.8 percent of respondents were negative. In addition, 36.7
percent of respondents were positive about the contribution of the
performance bonus to the improvement of performance, while 45.5
percent of respondents were neutral and 17.8 percent of respondents
were negative (Lee, 2010: 150).

The nature and characteristics of each department in the agency
seems to affect the performance appraisal results of government
officials. Based on the in-depth interviews, Han (2010: 40) asserts
that many interview respondents indicated that those who are
working in core departments such as policy-making or coordinating
departments get better performance appraisals than ones in
peripheral departments such as operational departments because
core departments deal with more strategicissues and often meet top
leadership in the agency and the government. In any organization,
jobs are not equally distributed: some departments have more
work and some departments have less work. In such cases, Han
asserts that those who work in the departments with more work
are likely to get better performance appraisal results than ones
in the departments with less work. Han (2010) also indicates that
those who work in the office of human resource management or
inspection or monitoring are more supportive for PRP system than
those working in other departments. Moreover, PRP seems to be
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more effective in agencies with relatively easily measurable outputs,
such as the service-delivery agencies (employment, welfare, health,
collection, other social service agencies, etc.)

The Korean government PRP system has significantly affected
many public bodies including state-owned enterprises and public
corporations. According to Ilyong Kwon (2010: 129), more public
bodies had introduced PRP than private companies: 71 percent of
public bodies have PRP, while only 49 percent of private companies.
However, the average amount of PRP in private companies was
higher than that in public bodies (Kwon, 2010). Overall, PRP is now
well institutionalized in Korea, both in private and public sectors.
Although methodological debates on the performance appraisal
system and PRP payment continue, the necessity of PRP has been
widely accepted and approved in Korean society including the public
sector. Over the years, the role of human resources management,
in general, and performance management in particular,has become
very important in public management. In particular, the role of
each line ministry has been expanded in order to meet new tasks
including implanting PRP with an increasing degree of flexibility.
In the past, a function of HRM in many line ministries belonged
to the Department of General Affairs, but the function of HRM has
been expanded significantly over the years due to the increasing
trend of delegation transferring authority over HRM from a central
personnel agency to line ministries and agencies.Consequently,
most central line agencies and local governments have their own
department of HRM because the HRM department has now more
delegated power on HRM. The Korean government has initiated
continuous civil service reform in the past several years in order
to promote professionalism and the global competitiveness of the
Korean government.

Moreover, the role of trade unions is usually significant in the
process of reform in many countries. For example, the role of trade
unions has been very active and critical in the Korean private
sector. However, the role of the government employees’ union was
not critical until the late 1990s with the exception of the teachers’
union. Authoritarian governments did not allow government
employees to have a union until the late 1990s. In fact, the Law
on the Establishment and Operation of the Teachers” Union was
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promulgated in 1999. However, the Korean Teachers and Education
Workers Union (KTU) was originally established as an illegal entity
in 1989 and active before 1999. For general government employees,
the related law had been made several years later. The Law on
the Establishment and Operation of the Government Employees’
Union was promulgated in 2005. Originally, the Korean Association
of Government Employees” Work Councils in 1999,which became
the Korean Government Employees” Union (KGEU) as an illegal
entity in 2002. Currently, the Korean Government Employees’
Union (KGEU) is actively trying to achieve the common goals of
government employees such as having better working conditions.
Regarding PRP, the KGEU actively opposed it because PRP was
introduced in the Korean government well before the KGEU was
established. In other words, the KGEU’s voice was not integral in
the process of PRP implementation because the KGEU had its own
struggle for institutionalizing itself in that decade. However, the
KTU was strongly against it when the government introduced PRP
in the public schools. The KTU attempted to differentiate teachers
from general government employees and delayed the expansion of
a PRP system for teachers for several years. PRP for teachers was
officially introduced in 2001, but the KTU tried to distribute PRP
among teachers equally. Consequently, unlike general government
employees, teachers have PRP, but a large proportion of it has been
distributed among teachers equally. Nevertheless, many teachers
are now seeing PRP as an unavoidable trend of HRM and the overall
societal influence of KTU has declined in recent years.

V. Policy Implications and Conclusions

PRP fits within the wider performance management issues. The
political community such as the National Assembly is supportive
of performance management in government and the National
Assembly has promoted performance budgeting and its related
systems over the years. Consequently, when the Korean government
introduced PRP in the 1990s, the National Assembly supported the
idea enthusiastically because it was a politically appealing idea.
PRP may be a politically feasible and fiscally less costly way of
increasing public sector salaries (World Bank, 2014).

However, the implementation of PRP is not simple and easy. When
the National Assembly reviewed the overall implementation of a
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PRP system in the Korean government, it found a certain degree of
leniency of performance appraisal particularly for SCS members.
In the past, overall performance evaluation for SCS was generally
positive so that the National Assembly demanded that the Korean
central government improve the performance appraisal of SCS
members. Consequently, the performance appraisal system has been
changed making sure of a relativeand more objective evaluation,
instead of an absolute evaluation,in order to minimizethe moral
hazard of performance appraisal in giving all good grades. In the
process of performance appraisal, at least three categories (Grade S,
Grade A, and Grade B) should be maintained now. In other words,
it is not acceptable to have only one (Grade S only) or two categories
of grade (Grades S and A only) in the performance appraisal in a
given agency or department. In other words, more monitoring
and oversight must be done by the National Assembly and/or civil
society in the process of performance appraisal and PRP payments.

Furthermore, individual-level performance management is useful,
but it is not sufficient. In order to enhance overall performance
of governments in addition to individual-level performance
appraisal, the Korean government established an “organizational-
level” performance management system in the public sector
including government agencies and public bodies in the form of the
organizational performance evaluation for government agencies and
the management assessment for public organizations. Accordingly,
the Korean government promulgated the Basic Law on Government
Performance Evaluation in 2001 in order to improve performance of
government tasks, the quality of public policy and satisfaction of
citizens. The term “organizational performance evaluation,’ targeting
central and local governments as well as public bodies, has officially
been in use since the Basic Law on Government Performance
Evaluation in 2001, when the Cabinet Office conducted a general
evaluation on government organizations. Overall government
evaluation is handled by the Government Performance Evaluation
Committee (GPEC) in the Office of the Prime Minister. Meanwhile,
non-departmental public bodies have been evaluated through the
public body management evaluation system. Policies implemented
by central ministries and local governments are evaluated in order
to secure the responsibility, efficiency and effectiveness of the
national administration. Agencies subject to evaluation are central
ministries, local governments, and public bodies.
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Overall, pay flexibility with performance-related pay is an appealing
idea, but experience indicates that its implementation is complex
and it may bring some negative side effects (Kim and Hong, 2013).
For example, individual rewards may breed harmful competition
among peers and group-based rewards could encourage free-
riding; small rewards may have limited effects, while large rewards
could further encourage number gaming (managing by numbers)
and perverse incentives (Hood, 2007; World Bank, 2014). Thus many
questions remain and much more research is needed in the future.

Nonetheless, performance is a topic that is now a popular catch-cry
around the world and performance management has become a new
organizational management doctrine. Under the global economic
crisis, almost every public and private organization is struggling
with a performance challenge, one way or another. Various aspects
of performance management have been extensively discussed
in the literature and the field of management in both private and
public management. The term “performance management” was
not utilized in Korea until the 1980s,but now, the language of
performance has become an almost every-day feature of work in
many public and private sector organizations. Therefore, it is fair to
say that performance management with pay flexibility hasbecome
irreversible and it appears to be a new social norm in South Korea.
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KAK MHCTPYMEHT TTOBDBIIIIEHMS KAUECTBA
TTPEAOCTABAEHMSI TOCYAAPCTBEHHDBIX YCAYT

Bbaxuues ].5.}
AnHomayus

Kopzvisckas  Pecnyoauxa ¢ 2010 200y npososzrauiena CouUaAbHO
OpUeHMUpPO6AHHO  CMpAHOl, a4  KauecmeernHoe —npedocmasreHue
20cy0apcmeeHHvIX YCAYZ CMAAO KPALY20AbHOIM KAMHeM OASL QOCMOUHOU
KUSHU U 600001020 passUmMus Zpaxoanuna.

[Ipaxmuyecku NPUWIA0 noHuMAHUe, UMO HeaPPHeKmueHas cucmema
npedocmasAenus 20CydapcmeeHHouLX YCAYZ MOPMOSUM IKOHOMUUECKOe
U couuarbHoe passumue Cmpansl, K momy xe séasemcs. 0Aa200amHot
noueoil 0As koppynyuu. Tem 0Ooree umo umenno om JocmynHocmu
U Kadecrmea npedocmasAeHus 20CYO0apCmeeHHblx  YcAye 00u,ecmeo
oueHuU6aen 6Ct0 CUCMEMY 20CYIapcmeeHoz0 YnpasreHus.

B coomsemcmeuu c uersmu Havyuonarvron Cmpamezuu ycmoiusozo
passumus  Kopzviscxout Pecnyoauxu wa nepuod 2013-2017  z00vi,
ymeepxdenton Ykasom Ilpesudenma Kopzvisckoii PecnyOoauxu om 21
aneaps 2013 z00a Ne 11, 00Hoti u3 KAt04e6bIX 3a0ad S6Asemcs nepexood
K NOCMPOeHUI0 «CepeucHoz0 20cydapcmea» ¢ nepeopueHmayuer Ha
oxasanue Yycayz Hacereruto. Cmpamezuueckas ueAb 3aKA04AENCS
6 6occmaroeAetuu 006epus paxoan K cucmeme 20Cy0apcmeeHHozo
YNpasAerus nocpeocmeom NosululeHus Kauecmea 1npedocaAeHusl
20cydapcmeeHHoLX YCAYye.

3a nocredHue HeCKOALKO Aem  MpuHAm pad  6axXHLLX Mep 6
cpepe  npedocmasrenus — cocydapemeentvix  ycayz.  Chopmuposan
NPUHUUNUAALHO HO6DLIL Peecmp zocydapcmeentvlx YcAyz u npuHsm
Tunosou cmandapm 20cydapcmeeHHblX YCAYe, 4 makke nodnucarn 3axom
Koipzviscxon Pecnyoruxu «O zocydapcmeeHHblX U MYHULUNAADHDLX
yeayeax». Jocmuxenue CmoAb SHAYUMBIX Pe3YAbmamos, HecomMHeHHo,
SGASeMCA 6AXKHVIM Kpumepuem nosvluleHus Kauecmea npedocnasreHusl
20cydapcmeeH oL YcAye.

I 3aeedyrowuil omoenom UHGOPMAUUOHHO-AHAIUMUYECKOT pabomvl U paseumus
Tocydapcmeennoii kadposoii cayxbvl Kotpevisckoti Pecnybauxu, mazucmp 2ocydapcmeentozo
ynpasienus no cneyuarudayuu Ynpaenenue vesoseqeckumu pecypcamu (Mexoynapoonoui
yHueepcumem Snonuu), coeemuur 20cydapcmeenHotl cayxber 2 xaacca.
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Oodnaxo 6 darnou cmamve 0ydem paccmomper 0pyzoil HEMANOGAKHOLI
paxkmop 6 KauecmeeHHOM NpedoCmasAeHU 20CYIapCMEeHHbIX YCAY,
a4 UMeHHO 20cydapcmeeHHble CAYxKaujue, Komopvle HenocpeocmeeHHo
npedocmasasitom zocydapcmeertvie yeayeu Hacerenuto. O mom, kax
oueHka 0esmeAbHOCHU  20CY0APCMEEHHVIX —CAYXKAULUX — GAUSlem  HA
Kauecmeo npedocmasAsiemblx YeAyz2.

Katouesvie caosa: zocydapcmeentas — ycayea, — 20puU30HMAAbHOE
npodsuskerue, onaama mpyoa, oueHka 0esmerbHOCmuU, KoIPpPujuennm
Kpamuocmu.

Heckoabko ca0B 0 pepopme B cpepe rocyagapcTBEHHBIX yCAYT

C pasButnem cepbl YaCTHBIX YCAYT, TPakAaHe BCe Jallle 3a4ar0Tcs
BorpocoM 00 ®(QQPEeKTUBHOCTM CUCTEMBI TOCYyAapCTBEHHOIO
yIpaBAeHMs, KOTOpOoe OTpa’kaeTcsi uepe3 IpeAoCTaBAeHUe
rOCyAapCTBEHHBIX YCAYT.

DT BOIIPOCHI BCE aIlie 00Cy>KAaI0TCs B 001IIecTse. 3a4al0TCsI DTUMU
BOIIpOCaMI 1 TOCyJapCTBEHHBIe CAy>Kalllle, Be4b B CTPYKType
BHYTpPEeHHero Baa0BOro mpoaykra Kerpreisckoir Pecriybankm 4045
YCAYT COCTaBAsIeT DO1ee TATIAECATU IIPOLIEHTOB.

YauTheIBasi KauecTBO yCayT IpeAOCTaBAsIEMbIX 9aCTHBIM CEKTOPOM,
TO IIOYEMY OBl OKkasaHuMe ycayr He IiepedaTb 9aCTHOMY CEKTOpPY,
ImoyeMy 9TUM 3aHMAaeTCs I"OCY,ZI,apCTBO?

Taxoi BOIpOC Ka’kKeTCsl AOTUMYHBIM, HO He BCE YCAYIM MOXKHO
repejaTh B YaCTHBIe PYKM, TaK KaK MHOTHUE YCAyTH He IPUHOCAT
puOBLAY, HO HEOOXOAMMBIMU AAs1 OOIIeCTBa.

C nepexoaoM Krurpreizckoir PecrryOAmMKy K poIHOYHOI DKOHOMIKE
U AeMOKpaTM4YecKOil  CUcCTeMe  yIpaBAeHMs  IOCy4apCTBO
IOMeH:AA0 mnpuoputeTsl. IIpomsomnizo nepeocMmbicaeHne CyTu
rocyJapCTBEHHOIO — amImaparta. Jamiura U yAOBJAeTBOpeHUe
IoTpebHOCTeN TIpaXkJaH CTalo 3aJadell HOMep OAMH AAs
roCyAapCTBEHHON BAACTU.

I'paxagaHe 1AaTAT HAAOTH, U3 KOTOPBIX BHIAEAAIOTCA CpeAcTBa Ha
cogep>kaHne 1 QYHKIIMOHMPOBaHIEe TOCYAapCTBEHHOTO amIlapara.
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Brioane ompaBgaHHO, 4YTO TIpa’kdaHe TpPeOyIOT KayeCTBeHHOIO
IIPeAOCTaBAEHNS IOCY AaPCTBEHHBIX YCAYT.

Crour OTMETUTD, YTO YCAYIU BCErda OKa3blBaAlCh rocygapcrBoM,
HO O6I.LI€CTBO He 1MeA0 BO3MOJKHOCTVM OKa3bIBaTb BANMAHNE Ha
Ka4ecCTBO IIpeaO0CTaBASIEMDBIX YCAYT.

B mocaeanee Bpems NOMEHSA0Ch OTHOLIEHME K IIPeAOCTaBACHIIO
rOCyAapCTBEHHBIX yCAYT. [IpeanpuHsATEI Mepbl 110
COBEpILIeHCTBOBAHIIO CUCTEMBI IIPeAOCTaBACHIS TOCY 4aPCTBEHHBIX
ycayr rpaxxAanam Keipreizckoit Pecriybankm.

Pedopma cructeMsl rocygapcTBeHHBIX YCAYT Oblla HadyaTa B KOHIIe
2009 roaa, HO akTuBHas Pasa pabOT OTMedaeTcs B IIOCAeAHIE ABa
roaa.

B pesyabrate pedpopMmpoBaHMs JaHHOI CUCTEeMBI padpaboTaHa
MeToguKa (POPMUPOBAHMUS IIEPEeUHs TIOCYAAPCTBEHHBIX YCAYT.
Jannasg Meroamka oOTpaxeHa B Iloaoxenunm o nopsgke
popMHUpOBaHU ~ €AMHOTO  CHUCTeMaTU3MPOBAHHOIO  peecTpa
(TTepeyHs1) rocy AapCTBEeHHBIX YCAYT, IIPeA0CTaBAsIeMbIX PU3NIECKIM
U IOPUAMYECKMM  AMIIaM  TOCYAAapCTBEHHBIMM  OpraHamu
UCIIOAHUTEABHOM  BAACTM U OIOAKETHBIMU  yUPEeXACHUAMU
Kruipreizckoir Pecriy6aukn ot 31 mapta 2011 roaa Ne129.

ITo muenmo O.C. TapOmnckoro (2014) coszaaHHas MeTOAUKa
sBAsIeTCs YHMKA/AbHOM, OHa He MeeT aHaA0IoB B APYTUX CTpaHaXx,
TaK KaK co3JaBaslach JMCXOAsA M3 MECTHBIX YCAOBUII U Hallei
npakTuky. KopeHHoe oTanune 3akAi04aeTcs B TOM, 4YTO B IIepedeHb
yCAYT BOIIAM MMEHHO Te YCAYTU, KOTOpBble OKa3bIBaIOTCs Ha
OcHOBe oOpalleHus 1 IOTpeOHOCTel rpa’k4aH, a He HaBs3aHHbIe
HaceAeHUIO TOCyAapCTBOM: AUIIEH3UM, pa3pelleHns, KOHTPOAbHbIe
IIpOBEPKM U T.4. Takoit 1T0AX04, KCTaTy, ObLA IPUMEHEH B COCeAHX
rocyaapcrsax — Poccniickoir Pegepanun u Pecriydanke Kasaxcran,
IJe B IIepeyeHb yCAYT ObLAM BKAIOUEHBI AUIIEH3UI U pa3peleHns.
Briepsrie B Peectpe Obiaym 0003HaueHbI He TOABKO I1AaTHbBIE, HO U
OecriiaTHble TOCyJapCTBEHHBIE YCAYTH, YTOOBI Ipa’kKAaHe TOYHO
3HaAl, 3a KakKue yCAyTU cAeAyeT IIAaTUTh, a KaKue OHM BIIpaBe
IIOAYYIUTD OT TOCyAapcTBa OecIiAaTHO.
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Ao nagaaa pepopmer Peectp Bkaiogaa B cebs1 0koa0 125 maaTHBIX
ycayr, npegocraBasgeMbix 21 rocyaapcrBeHHBIM opraHoMm. [Tosxke
cpopMupoBaH HOBBINI PeecTp, yTBEep>KAEHHBIN IMTOCTAaHOBAEHUEM
IIpaButeanctBa Koipreisckoit Pecniyoamkm «OO  yTBep:KAeHUU
Eaunoro peecrpa (mepeyHs1) rocy 4apCTBEHHBIX YCAYT, OKa3blBae@MbIX
opraHamy  MCIOAHUTEABHOW  BAACTM, MX  CTPYKTYPHBIMU
I0Jpa3aeAeHNsAMU U ITI0ABeAOMCTBeHHBIMU yupesKeHnsaMi» ot 10
Pespaas 2012 roga Ne 85, Bkarodarommii Ha AaHHBIT MOMeHT 400
TOCyAapCTBEHHBIX YCAYT, U3 KOTOPBIX 242 —11aaTtHble ycayru u 158
—Oecri1aTHBIE YCAYT.

Caeayrommym sTanioM pepopMIpPOBaHIS CUCTEMBbI ITPeA0CTaBASHNS
rOCy4apCTBEHHBIX YCAyT CTada paspaboTka IOTpeOUTeAbCKUX
CTaHAAPTOB TOCYJapCTBEHHBIX ycayr. B Hacrosamee Bpems:
paspabaTbIBalOTCSl CTaHAApPTHL MO Kaxaonm us 400 ycayr, Ha
41O TpelyeTcs Hemaao BpemeHu. B cBsasu ¢ »Ttum paspaboran
Tumoson craHgapt rocy4apCTBEHHBIX YCAYT, YTBEP>KAEHHBIN
nocraHosaenneM Ilpasureancrsa Koiproizckoit Pecrybankm ot 3
ceHtsA0ps 2012 roaa Ne 603.

OaHOBpEeMeHHO C BTUM IIPOAOAKaeTcsl paboTa 110 aBTOMaTU3aI[ U
IIpeJOCTaBAEHIS rOCyAapCTBEHHBIX YCAYT. Hexortopsre
roCyJapCTBeHHBI®  YCAYIM  y>Xe  YaCTMYHO  OKa3bIBAIOTCS
IIOCPeACTBOM NCIIOAb30BaHNUsA COBPEMEHHBIX MH(OPMaIVIOHHO-
KOMMYHMKaIIMIOHHBIX TEXHOAOTUIA.

[TapasseabHo c ®TUM IIpojedaHa 3HauuTeAbHas paboTa IIO
COBEpPIIIeHCTBOBAHMIO CHCTeMBI OILAaThl TPyAa TOCyAaPCTBEHHBIX 1
MYHUIIMIIAABHBIX CAY>KaIUX Ha OCHOBE OLIEHK! UX AeATeABbHOCTH,
BeJb OT IpodpeccroHaAM3Ma IIOCAeAHUX B OOAbIIeN CTereHu
3aBUCUT KayecTBO IIpeA0CTaBAsIeMbIX TOCYAaPCTBEHHBIX YCAYT.

COBEPHIEHCTBOB&HI/IE CIICTeMBbI OII1aThl TPyda CAYyZKammx

B coorsercrBun ¢ Konnenuen MmogepHU3anum rocyapCcTBeHHON
cayx0nr  Koipreisckonn  PecriyOamkm, B Ileasdx — co3jaHUs
9P PeKTUBHOI CUCTeMBI OIlAaThl TPyAda CAYKaIllMX, OCHOBaHHOII
Ha B3alIMOCBSI3M CUCTEMBI OIlAaThl Tpyda C pe3yabTaTamMu
AeATeAbHOCTH CAYy>KalllUX, MepapXuen 40AKHOCTel, ollpejeAeHIs
peaAbHbIX KpUTepueB CTUMYAUPOBaHMUA U IHIPOABVIKEHUs IO
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cayx0e, paspadborana ITporpamMmma coBepIilieHCTBOBaHIUS CHICTEMBI
OIlAaThl TpyJAa TOCYAapPCTBEHHBIX M MYHMIIMIAABHBIX CAYy>KaIIlUX
Kurpreisckoit Pecriy6amnkn va 2013-2020 roas!.

Ilpexae 3apaboTHas I14aTa rocyAapCTBEHHBIX ¥ MYHUIIUIIAAbHBIX
cay>xamuyx Kerpreiackoir Pecriy0amku TpaguIiMoHHO IToABepraaach
AMIIb ~ MEXaHM4YeCKOMY  YBeAMYeHMIO, IIpu  OTCYTCTBUN
KOOPAVHIPOBAHHBIX YCUANI TIO pepOPMUPOBAHNIO BCell CHCTEMBI.
YpoBeHb 3apabOTHOI I11aThI OOABIINMHCTBA CAY>KAIIIMIX OTCTaBal OT
YPOBH:I 3apabOTHOM I14aThl APYTUX OTpacAeil TocyAapCTBEHHOIO U
HEroCy4apCTBEHHOTO CeKTOPOB.

MexaHnusmM MOTMBaIUM CAYKAIlX OIPaHMUIMBAACSI pPaMKaMU
BEepPTUKAaABHOTO IMPOABVIKEHNs, OTCYTCTBOBaJda BO3MOXKHOCTD
(prHAHCOBOTO CTUMYAMPOBAHIIS, OLI€HKM AeSIT€ABHOCTI CAY>KaIIVX
He Oblaa CBsI3aHa C pe3yaAbTaTaMU UX JesiTeabHOCTH. PakTmyecku,
peaapHasi 3apaboTHas I4aTa OOABIIMHCTBA CAYKaIllUX He
II03BO/AsAa IIpUBAEKaTh U YAep>KUBaTh KBaAMQPUIIMPOBAHHEIE

KaApBbl.
AHaAu3 npexeri cucmemol ONAAMbL MpYoa CAYKaujux

OrcyTcTBIE CKOOPAMHMPOBAHHBIX ATICTBUI 11 00ABIIIOE KOANYECTBO
HOPMaTMBHBIX IIpaBOBBIX akToB Kbeipreisckoit  PecriyOamku,
peraaMeHTUPYIOIIMX  yCAOBMS — ONIAAThl  Tpyda  CAyKaluX,
3aTPyAHAAO MX HNPVMMEHEeHMe U 3a4acTylO IIOpOXKAaa0 Cepbe3HbIe
MIPErsTCTBIUS AASl TOBBIIIEHUs D(PPEKTUBHOCTU U IIPO3PauHOCTI
paHee AeNICTBOBaBIIIeN CHCTeMBl OIlAaTBl Tpyda, KoOTopas
XapaKTepu30Baaach CAeAyOIIMMI KAIOYeBBIMI ITpOOAeMaMIu:

1) HecosepiieHcTBO  HOpPMAaTMBHOM  IIpaBOBOII ~ Oa3bl B
cpepe omaatel Tpyda cayKammnx.Hekotoprie HOpMBI 1O
3apabOTHOI IldaTe pPeryAmupoBaANCh OTPacAeBBLIMU 3aKOHaAMM U
1oa3akoHHbIMU aktamu Keipreisckoit Peciybauku. B oToit cBsisy,
004bIII0e KOAMYECTBO HOPM U IIPaBUa, PeryAupyIONIUX YCAOBUS
oILAaThl TpyAa, SABASAUCH B3aIMOMCKAIOYAIOIIMMM U 3a4acTyio
Ipecaes0BaAll y3KOBeJOMCTBeHHbIe MHTepechl, B pe3yAbTaTe 4ero
BO3HIKaAM TPYAHOCTU IIPU UX peaau3aliim.

2) HecosepiieHcTBO HPUHIUIIOB B YCTAHOBAEHUM yCAOBUIL
OIlAaThl TPyAa IOCyAapCTBeHHBIX M MYHUITUIAABHBIX CAY>KaIllVX.
YposeHb 3apIiaaThl cAy>Kalllero 3aprcea oT 3aHMMaeMOM 40AKHOCTI
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Oe3 yuera oObeMa pabOTBl, CAOXKHOCTM M OTBETCTBEHHOCTH
BBIIIOAHAEMBIX UM (PYHKIIMOHAABHBIX OOs3aHHOCTeil. Bcaeacrsue
9TOTO, CAy>Kalllue, HaX0AsAI[/ecs: Ha OAHOM AO/AKHOCTHOM yPOBHe,
HO BBINNOAHAIONIME (YHKIIMOHAAbHBIE OOS3aHHOCTU Pa3dANYHOIO
o0ObemMa, YpOBHA CAOXKHOCTM ¥ OTBETCTBEHHOCTH, II0AydYaau
OAVHAKOBYIO 3apIiAary.

Panee AeNCTBOBaBIIIIE peecTphI roCyAapCTBEHHBIX u
MYHUIIMITaABHBIX AOAKHOCTET, yTBepP>KAeHHbIe yKazamu
Ilpesugenta Keipreisckoit Pecriybamku ot 27 asrycra 2007 roga
No 385 1 ot 28 mions 2006 roga Ne 327, He obecrieumBaam MpsIMOIL
CBA3M MeXAY KAaccupuKaliyen 40AXHOCTeN 1 YPOBHIAMMI OILAaThI

Tpyaa.

3) Pa3HOCTH TTOAXOAOB B YCTaHOBAEHUM 3apaOOTHON I1AaThI
cayXammx. BODTo OBlA0  CBsI3aHO ¢ AuPPepeHITPOBaHHBIM
pasMepoM MUHMMAaAbHOM 0a30BOil CTaBKU ¥ KOD(PPUIINEHTOB
KPaTHOCTM, MCIIOAb3YEMBIX AAsS VICIMCAEHMsS 3apabOOTHON I1AaThI
COTPYAHUKOB TOCYJapCTBEHHBIX OPTaHOB, MX IOJBeAOMCTBEHHOIO
U TeppUTOPMAABHOIO  ypOBHEI ¥  OpPraHOB  MEeCTHOIO
camoyImpasAeHnsl. MuHnMaabHas 6azoBasi cTaBka Oblaa pazAnMdHa
KaK MeXJy TIOCyJapCTBEeHHBIMM OpraHamMu (MMHHICTEPCTBO,
areHTCTBO, KOMMCCHMU), TaK UM MeXAY YPOBHSIMU YIIpaBA€HUs
(LleHTpaAbHBIN amIapaT, I10ABEJOMCTBEHHBII OpraH, 00AacTHO
U palioHHBIN (TOpoAcKoil) ypoBHM). Takas auddepeHruars
pasMepa MUHMMaAbHOI 6a30BOI CTaBKM IIpuBeAa K 3HaYUTeAbHBIM
IlepeKocaM B CHCTeMe OILAaTHl TPyAa.

B a0moanenne Kk 40A5KHOCTHOMY OKAaAy BKa>KA0M IOCYyAapCTBEHHOM
opraHe MMeANCh pa3AMYHbIe BIABI Had0aBoK K 3apabOTHOII 111aTe,
IpeMuaAbHble M BBIIIAATBL, KOTOpbIe OTpa’kaAu He CUCTEeMHOCTD
noaxosda K TOMY MAM WHOMY TIOCYyJapCTBEHHOMY OpraHy.
OrtgeapHble TOCyAapCTBEHHbBIE YUPEXKAEHUSI MMeAU BO3MOXKHOCTD
BBIILAQuMBaTh CBOMM COTPYAHMKAM AONOAHUTEAbHBIE CYMMBI 3a
CYeT CIIelMaAbHBIX CPeACTB 1 POHAOB, UTO elrfe OOAbIIIe II0APHIBAL0
CIIpaBeAAMBOCTD CYIIECTBYIOIIEN CYCTeMBI.

Anaaus 3apa60TH0171 I11aTbl IIOKa3bIBae€T, YTO HeCUCTeMHbIe

yBeANYEHUs OILAaThl TPyja OCYIEeCTBASIAUCh TpeMs OCHOBHBIMU
CIIOCODaMIL:
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* yBeAndeHMe YpOBHel MUHMMaAbHOI 0a30BO CTaBKI;
* BHe/peHle HOBBIX Hag0aBOK U IPeMIaAbHbIX;
* yBeAmdeHue 3Ha4eHU KODPPUIINEHTOB KPaTHOCTI.

Bce BrineniepeuncaenHsle pakTOpPhl IOAHOCTBIO M3MEHNAN eAVHbIe
II0AXOABI 110 (POPMUPOBAHNUIO 3apabOTHON I1AaThl CAY>KAIUX, YTO
CYIIIECTBEHHO YBeAMYMAO COOTHOIIEHME MeXAY AOAXKHOCTHBIM
OKJaJ0M 1 OOlleil BeANMIMHONM 3apaboTHOI I14aThl. B HeKoTOpbIx
roCy4apCTBEHHBIX OpraHaX COOTHOIIIeHMEe A40AKHOCTHOTO OKAaja K
CpedHeMeCsT9YHOM 3apabOTHOI I1AaTe COCTaBAAAO BCETO TPUAIIATD
IIPOIIEHTOB, YTO sBASIeTCA KpaliHe HU3KUM II0 CpaBHEHUIO C
MeXAYHapOAHBIMU CTaHAAPTaMIU.

HPMHLIIZ/H’HJZ COBEPULEHCINBOBAHUS CUCTTIEMDbL O1TAATNbL mpy()a CAYKAULUX

Ilpessaraemast HOBas cucTreMa OILAaThl TpyAa OCHOBaHa Ha
npuHummax, codepxamuxci B Kosctutynum — KeIpreisckoin
PecriyOamkn m 3akoHoAaTeabcTBe Koipreisckon PecryOamxu, o
rOCyAapCTBEHHON ¥ MYHMITUIIAABHOMN CAy>0e, ¢ MCII0Ab30BaHIEeM
Me>KAyHapOAHO IIPAKTUKN B cpepe OIAaTHI TPy Aad. DTU IPUHIINIIBI
BKAIOYAIOT B CeOsl:

Ipospaurocmo. Cucrema onaaTsl Tpyaa A40A>KHa OBITH TPO3PpadHO
U TIOHATHOV AA5 CAY>KaIllUX U IIpeAcTaBuTe el OOIeCTBeHHOCTIA.

Cmumyauposariue passumus  kapvepvl. Kospduiment cxartmsa
(pasHuIla MeXAYy MMHMMAAbHBIM I MaKCHMMa/AbHBIM pa3MepoM
omaaTel Tpyda paOOTHMKOB) AOAXKEH OBITb pasyMHBIM 1
CTUMYAMpPOBaTh MX B CTPeMAEHUM IIPOABUTATLCS Ha 0Ooaee
BBICOKME A0XHOCTU. CoraacHo MeXXAyHapOAHBIM CTaHAapTaM,
cootHomenne 1:4-1:5 mnpeamoaaraer Xopommit CTUMYA AAs
Kapbepbl Ha TOCYyJapCTBEHHONM U MYHUIIUIIAABHON cAy>KOe
(BKAIOYAsI BBIITYCKHIKOB BBICIINMX Y4eOHBIX 3aBeAeHMIT).

dppexmusrocmv.  JOCTV>KeHUMe  MaKCUMaAbHOTO — pe3yaAbTaTa
AeATeABHOCTY TOCYyAapCTBEHHBIX OPraHOB M OPTaHOB MeECTHOIO
CaMOYIIpaBA€HIsl Yepe3 yCOBepIIeHCTBOBaHME CUCTeMBI OILAaThI
TpyJAa U ycTaHoBAeHUe (pOHJA OIAaTHl TPyJa, KaK OpraHm4ecKoi
COCTaBASIONIEN IIPOrPaMMHOTIO D10 KeTa.
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Cmumyauposariue npogpeccuonarvtozo pocma. B mpeamecrsopasient
ClICcTeME OIldaThl Tpyda MEXaHVM3M MOTUBaLIUNM CAY>KaIonxX Obla
OrpaHN4Y€H paMKaMI KapbepHOTIO (BepTI/IKa/leOFO) IpOABVI>KEHVIA.
BHegpeHme mnpMHIOUIA TOPM3OHTAABHOIO IIOBBIIIEHNS OILAAQThI
Tpydaa IIOMOZKET CTUMYANPOBAHUIO PE3YAbTATVBHBIX CAY>KaIIMX
0e3 ux KapbepHOTO IIPpOABVI>KEHTLI.

Edumnoobpasue. Cucrema omnaaTbl TpyAa YUUTHIBAeT pa3dAMdHbIe
YPOBHI OTBETCTBEHHOCTI Ka’XA401ro KOHKPETHOTO THUIIa
yHIpaBAeHMs U Pa3ANyuMsl B YPOBHAX OTBETCTBEHHOCTH, CAOXKHOCTU
AOAPKHOCTU Ha Pa3AMYIHBIX YPOBHSIX YyIIpaBA€HII: IIEHTPaAabHOM,
TeppuTOopnaabHOM YypOBHE ¥ Ha YpPOBHE OpraHOB MeECTHOIO
CaMOYIIPpaBA€HIIL.

Konxypernmocnocobrnocmv  na  poiike mpyda. B aoarocpounoit
IIepCIIeKTrBe HeoOXOAMMO 00eCIiednTh KOHKYPeHTOCIIOCOOHOCTh
3apabOTHONM  MAaThl  CAy>XKallMX C  ONJaTO  Tpyda B
Herocy/JapCTBeHHOM CeKTope.

Qunarcosas ycmouvusocmv. PoHA 3apabOTHON IAATH A0AXKEH
COXPaHATHCA B paMKaX YCTaHOBAEHHOIO AA4s1 6IO,ZI,)KeTHOI7I C(l)epBI
npejeaa.

Onaama 8 3a8UCUMOCMU 01 BLINOAHEHUS 00S3aHHOCmel. YBeaAndeHne
AOAPKHOCTHOIO OKJ4aga IIO TOPM3OHTaAl AOAKHO OTpakaTb
CTeIIeHb BCI)CI)GKTI/IBHOCTI/I BBITTOAHSIEMOM pa6OTbI Ha OCHOBe OIIeHKI
9(1)(1)€KTI/IBHOCTI/I AEATEAbHOCTU CAY>KalIX.

Obecneuenue couuarvHot saujuujenrocmu cAyxawux. Ilpaso Ha
BO3HarpakJeHue 3a TPy4 He HIDKe YCTaHOBAEHHOTO 3aKOHOM
IIPOXKUTOYHOTO MUHUMYMa.
Cnpasedrusocmo.  ObeclledeHme  OIAaTel  Tpyda  CAy>KaIllux
MaKCUMMaAbHO NpUOAMU3UTL K AeMCTBUIO IpuHiuna «Pasnas
oILAaTa 3a paBHYIO paboTy».

dmanvl U 0CHOGHDIE MEPbL PEPOPMUPOSAHUS CUCTIEMDL ONAAMbL MPYOa

CoBepinieHCcTBOBaHME  CHCTeMBI  OIAAaTBl  Tpyda  CAy>KaIlMX
IpeaycMaTrpuBaeT 2 sTara pepopMMUpOBaHILA:
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I oTtam — na 2013-2016 roasr;
II »ram — xa 2017-2020 roasr.

Ocnosnble Mepel, pegycMoTpeHHble Ha I oTane pedpopmsar (2013—

2016 roam1):

® BHECEeHBI U3MEHEeHUs U AOIIOAHEeHNsI B HOpPMaTUBHbBIE IIPaBOBbIe
akTel Kpipreisckoit PecriyOamkm ¢ 11eaplo BBegeHUs HOBOI
CICTeMBI OIlAaThl TpyJa, obecrieunBalolleil rapMOHM3AIINIO U
YIIOpsIA0Y€HNe YCAOBUI OILAATHI TPyAa CAY KaIlNX;

® BHEJPEeHBI HOBbIE PeeCTPhI IOCYyAaPCTBeHHBIX ¥ MYHUIIIIAAbHBIX
AO0AXKHOCTEI;

* yCTaHOBJEHa eAyHas MUHMMa/AbHas Oa3oBasl CTaBKa AAs BCeX
YPOBHEI rOCyAapCTBEHHOTO YIIPaBACHISL.

B 1measx aocTvkeHus CHpaBeAAMBOCTY, IPO3PAvyHOCTU U
yHU(pUKAIMM CUCTEMBI OIlAaThl TpyJa YCTaHOBAEHa eAuHas
MMHMMaAbHas 0a30Basl CTaBKa 445 BceX yPOBHel ToCyapCTBEHHOTO
yOpaBAeHUs, pasMep KOTOpPOl He HIDKe MPOXUTOYHOIO
MyuHumyMma. Ilpu 9TOM, B 40ArOCpOYHOI IepCIIeKTUBe, pazMep
MMHMMaAbHOI 0a30BOil CTaBKM AO0AXKEH eXKeroAHO MCYUCASATHCS
HamyonaspHpiM  craTucTMYeCKMM — KOMUTETOM  KpIpreisckoii
Pecriybauku u ripeaycMaTpuBaThCs B pecityO0AMKaHCKOM OloKeTe
Ha COOTBeTCTBYIOIINI roa. TakKe, B 40ATOCPOYHOI IepCIIeKTUBe,
IpejJaraeTcs yCTaHOBUTDL, YTO pa3Mep MMHMMAaAbHON 0a30BOI
CTaBK/I He TII0AJA€XUT HaAO0TOODAOXKEHUIO U  yAep>KaHUIO
OTYMCAEHUIT CTPaXOBBIX B3HOCOB.

Ha sannom »Tarie Ha OCHOBe YKOHOMMYECKOTO aHaAlM3a BBISIBJAEHA

OIITMMAaAbHasl BeAdHa MUHIMAaAbHOM 0a30BOM cTaBKu Aas 2014

roga — 5000 com. Takum 06pa3oM, MUHMMAaABHBIN yPOBEHb OILAaTh

Tpyda AAs HU30BOIO YPOBHs yIIpaBAeHHUs (allbLAOKMOTY) OyJeT

ABAATHCS 1epBBIM 1m1aroM u coctaBut 5000 coMoB;

® UHTEIpMUpOBaTh B  AOAXKHOCTHOM  OKJAaJ  TPUHAALIATYIO
3apabOTHYIO I11aTYy, a TaK>Ke IyTeM IIpUMeHeHN s ITOIIPaBOYHBIX
KO®PPUINEHTOB K AOAXKHOCTHOMY OKJAaay — HaaDaBKy 3a
TBOPYECTBO, IPOsIBACHNE VHUIIMATUBLI 1 3aIHTePeCOBaHHOCTU
B pesyAbTaTax Tpyaa.

B Ao4rocpodHOIl mepcreKkTuBe TakXke MIpesycMaTpUBaeTcs: A0AI0
AOAYKHOCTHOTO OKAaja MaKCMaAbHO TpuOAn3uTs K 80 mporieHTam
OT O0I111el1 3apabOTHOI I11aTh;
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* BHEJAPWUTH B KaueCTBe OCHOBBI HOBOJI CHMCTEMBI OILAATHI TPyJa
YHUPUIIMPOBAHHYIO MOAEAb CUCTEMBI 3apabOTHOI I11aThI;

®  OCYIIeCTBUTDH IIODTAITHOE BHEJpeHVe HOBOI MOAEAV CUCTEMBI
3apabOTHOII 1AaThI;

* paspaboraTh U BHeApuTh I1010KeHNEe O HOpsIgKe IIPOBeAeHNs
OLIEHKM AesITEABHOCTU TOCYyJapPCTBEHHBIX M MYHMITUIIAABHBIX
CAYKaIllMX C WCIO/Ab30BaHNEM KAIOYEBBIX ITOKaszareaert
5 PeKTUBHOCTH;

OcnosHble Mephl, IIpeAyCMOTPeHHbIe Ha BTOPOM ®Tarle pedOpMbI

(2017-2020 roasr):

®* B 3aBUCMMOCTM OT (PUHAHCOBBIX PeCypcoB M MCKAIOYas
(paxTOpBI, MOTYIIIME IIPUBECTU K YXYAIIEHUIO YCAOBUIL OILAAThI
TPy4a, OCyIIeCTBUTD IOCTEIIEHHLIN IepexoJ TOoCy4apCTBeHHBIX
OpTaHOB, UMEIOIIMX MHYIO CICTEeMY OILAaThl TPyAa, Ha HOBYIO
MOJeAb OILAAThI TPYAQ;

*  VHTerpMUpoBaTh ps4 Haa0aBOK U BBIIIAAT B 40AKHOCTHOM OKAaJ;

® YCTaHOBUTL €AMHYI0 MUHMMAaAbHYIO 0a30ByIO CTaBKy AAsd
BCeX KaTeropuil U TPYHOIl AOAXKHOCTeN CAy>KalllMX He HIDKe
IIPOKUTOYHOTO MMHUMYMa, pa3Mep KOTOPOM He II0AAEXUT
HaA0TOO0AOXKEHMIO ¥ YyAep>KaHUIO OTYMCAEHUII CTPaXOBBIX
B3HOCOB;

® OCYILIeCTBUTH JaAbHelIee IIPOABVIKEHME CUCTeMBl OLIeHKN
AESATeAbHOCTU CAY>KaIIX;

¢ maanmpyerca B 2017-2020 rogax BHEAPUTL HOBYIO MOJeAb
CHCTeMBl 3apabOTHON IAaThl TOCYAAPCTBEHHBIX CAY>KaIlMX
LIeHTPa/AbHBIX aIlIIapaTOB TOCYAAPCTBEHHBIX OPIaHOB, IMEIOIITIX
VHYIO CICTeMY OILAaThI TPyAQ.

Hosas yruduiuposarnas mModerv cucmembl
3apadomHoil nAamol

A5 TOro 4TOOBI 3aBEPIINTH IIpoliecC pepOPMIUPOBAHNUSI CUCTEMBI
onJaTthl TpyJa U oOecreduTh ee equHOOOpasue, BHegpeHa HOBas
MOJ€eAb CUCTeMBI 3apa0OTHOI I1AaThl. DTa MOA€eAb OCHOBBIBAeTCs Ha
HOBOJI CTPYKType rpasanui 40AXKHOCTeN, YCTaHOBAE€HHON B HOBBIX
peecTpax TIOCYyJapCTBEHHBIX ¥ MYHUIIMIIAABHBIX AO/AXKHOCTEIA.
Mogaeabr cucreMbl 3apaOOTHONM I1AaThl BKAIOYaeT H/AeMeHTBI
BePTUKAABHOIO ¥ TOPM30HTAaAbHOTO ITPOABVIKEHMSI CAY>KaIlMX:
BepTukaapHoe IIpOABVDKEHME OCHOBBIBA€TCs Ha  CAeAYIOIIUX
HPUHIAIIAX:
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®  COOTBETCTBUE KOAIMYeCTBa ypOBHel OILAAaThI TpyAa
KOAMYECTBY YpOBHel, MCIOAb3yeMBIX IIpM KaaccupuKanmm
rOCyAapCTBEHHBIX I MYHUIIUIIAABHBIX A0AKHOCTeNL;

® B IleAsX MOTMBAILIMU CAY>KaIlluX, IPUMHUMAaIOIINX Ha ceOs1 60aee
BBICOKMII YPOBEHb OTBETCTBEHHOCTH, pa3HMIIa B OILAaTe MeXXAy
BCeMI YPOBHAMM AOAKHA COCTaBAATb He MeHee 20 IIPOIIeHTOB,
3a MICKAIOYEHMEM PasHUIIBI MeXAy BbICIIMMU ypoBHAMMK (15
IIPOIIEHTOB).

l'opusonTaapHOe TIPOABIKEHME IIpedycMaTpuBaeT IPUHIINII
TOPM30HTAaAbHOIO IOBBIIIEHNSI OILAAThl TPy4a, OCHOBAaHHOTO Ha
pe3yAbTaTax OLIeHKI AeATeAbHOCTY CAY>KalIllX.

CymiectsoBasiine Mpo04AeMbl B pasAndnm MeXAy AOAKHOCTSIMU
Pa3AMYHBIX YPOBHEN TOCYAapCTBEHHOTO YIIpaBAeHNs U ViepapXiueit
rOCy/apCTBeHHBIX OpPraHOB, Ha OJ4HOM YypPOBHEe yIIpaBAeHUs
(HarTpuMep: MeXAy Pa3sANMYHBIMM TOCyAapCTBEHHBIMIU OpTraHaMu
Ha IIeHTPaAbHOM YpOBHe), OBlAM peIleHbl IIyTeM OTHEeCeHMUs
rOCyAapCTBEHHBIX CAY>KaIJUX OTAEABHBIX OPTaHOB K pa3AMYHBIM
TOYKaM BXoJa (YPOBHSIM CeTKM 3apabOTHOII I14aThl), B 3aBUCMOCTI
OT cTaryca TOCyJapCTBEHHOTO OpTraHa M/MAM OpraHa MeCTHOIO
caMoOyIlpaBA€HMsI B paMKaX CyIIecTBYIOIIero agMMUHUCTPaTUBHO-
TeppUTOpMaAbHOIO JAedeHus. PasHuiia B omnaaTte Tpyda MeXAy
0003HaYeHHBIMI YPOBHSIMI OPTaHOB COCTaBAsEeT 40 5 IIPOILIEHTOB.

Bueapenne HOBOVI MoJean cucTeMbl 3apabOTHON I1AaThl OyJer
OCYIIIeCTBASThCs BHECKOABKO 9TaIlOB, B3aBUCUMOCTI OT (PMHAHCOBBIX
BO3MOXKHOCTell Tocyjapcrsa. IlocaesoBaTeapHOCTh Iepexoga Ha
HOBYIO MOJeAb CHUCTeMBbI OIlAaThl Tpyja OyJAeT IPOMCXOAUTH II0
Mepe yBeAdeHNs] MMHIMAaAbHO 0a30BOii CTaBKIA.

B TO >Ke BpeMs IIpeadaraeTcs COXPaHUTDL CyIIECTBYIOIIVe
yCAOBUsA OILAATHI TPyda B IOCyAapCTBEeHHBIX OpraHaX, B KOTOPBIX
yCTaHaBAMBaeMble HOBBle YCAOBMs OIAATHl  Tpyda MOIYT
IIPUBECTU K YMEHBIIIeHNIO OOIero pasMepa 3apaOOTHOI ILAaThl,
C OJHOBpeMeHHBIM OObsBAEHUeM MOpaTOpusA Ha TOYeyHble,
HecClCTeMHble HOpMaTVBHbIe I3MeHeHIs B OIllaTte TpyJa.

JOAKHOCTHBIE ~ OKAaAbl  HOAUTHYECKMX M CIelaAbHbIX
AOAXKHOCTEI TOCyAapPCTBEHHON U MYHMIIMIIAABHON CAY>KOBI OyAyT
peryAnpoBaThcs OTAeAbHBIMI HOPMaTUBHBIMY ITPaBOBBIMY aKTaM U
Ksrpreisckoit Pecriy6ankm.
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Oxudaemvle pesyrvmanui

B pesyabprate pedopMBI cUCTEMBI OIIAATH TpyAa CAY KaIIVX
CO3JaeTcsl COBEepIIIeHHO HOBasl CICTeMa OI1AaThl, KOTopas IIpuBejeT
K AOCTV>KEHUIO CAeAYIOIIUX Pe3yAbTaToB:

* HOBas CUCTeMa OIlAaThl TpyAa OyJeT CTUMyAMpPOBaTh
roCcyapCTBeHHbIE OpTaHbI I OPTaHbI MECTHOTO CaMOYIIpaBAeHIs
Ha AOCTVDKeHMe MaKCUMaAbHBIX Pe3yAbTaToOB AeATeAbHOCTU B
YCAOBMSX OTPaHMYEHHOCTY (PUHAHCOBBIX PeCYPCOB;

* 0OyJ4eT AOCTUTHYTa CIIpaBeAAMBOCTH B OIL1aTe TpyAa, OCHOBaHHas
Ha IIPUHIINIIAX «PaBHOM OIAAaTHI 3a PaBHYIO paboTy»;

* cucreMa oOmJaThl  TpyJa CTaHeT IIPO3padyHOif, TaK Kak
AO/AKHOCTHOJ OKAaJ, 0yAeT COCTaBAsATh OCHOBHYIO 4acTh OOIIet
BeAVYMHBI 3apa0OTHOI I1AaThI;

* OyJ4eT yIpolleHO aMIHICTPUPOBaHIe CUCTeMBI OILAaThl TPyAa
CAY>KaIlmx;

® yBeAMYeHbl BO3MOXKHOCTY TOPM3OHTAABHOTO ITPOABVIKEHIS
AAs1 OOABIITNHCTBA CAY>KaIIINX;

® cucreMa OIIEHKN JeATeAbHOCTM OyJeT WHTerpupoBaHa B
CIICTEMY OIIAATHI TPYAQ;

* 3apaboTHasl MAaTa cTaHeT OoJee KOHKYPEHTOCIIOCOOHON 1
NpUOAVKEHHOM K YPOBHIO HETOCYAapPCTBEHHOTO CEKTOPa;

® TOABATCA MEXaHMU3MBI IIPUBAEUYEHIS, CTUMYAMPOBAHUA U
coxpaHeHIs1 KBaANpUITMPOBAHHBIX COTPYAHIKOB;

® COTPYAHUKM CTaHYT CTPEMUTLCS K IIOBBIIIEHUIO CBOEIl
KBaAMQUKaINI ¥ KapbepHOMY POCTY.

Ilporiecc coBepIlleHCTBOBaHMSI CHCTeMBI OIlAaTHl Tpyda OyJer
CII0cOOCTBOBATh PAa3BUTUIO IMPUHIIUIINMAABHO HOBOTO ITOHMMAaHUSI
oIAaThl TPyJda U pe3yAbTaTUBHOCTU AeATeABHOCTH CAY>KaIVX Ha
BCeX YPOBHSIX.

OI_IEHKa ACATEAbHOCTU IroCcy4apCTBEHHDBIX
I MYHNUIUIIAAbHBIX CAYXKaIinx

B IIponecce COBEPIINEHCTBOBaHMA  CHCTEMBI  OIlAaTbhl  Tpyda
CAy>Kalux IpeAcTaBAseTCs Ba>KHbIM BHeAPeHIe CICTeMbl OLI€eHKN
AeATEAPHOCTI COTPYAHMKOB M YCTaHOBAEHNE YETKIMX ueAe171 n 3ajdaq
Ha 1o4, KOTOopble A4O0A>KHDI OBITH AOCTUTHYTBI Ka’>KAbIM CAY>KallIM.

,Zl,/lf[ YCIIEeITHOCT BHEAPEHISI CHUCTEMBI OLIEHKIN AEJITE€AbHOCTV
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CAy>XaIllMX HeoOXOAMMBI HEKOTOpble YAYYIIeHNs, CBsI3aHHbIe
C OpraHmM3allMOHHBIM  passuTueMm. Kaxgas  opraHmsanms
AOAKHaA pazpaboTaTh YeTKYIO CTpaTeruio, IjeAr UM MHAMKATOPBHI
PesyAbTaTUBHOCTY  AEATeABHOCTM. DAeMeHTBl TaKOM CUCTeMBbI
yhIpaBaeHMs pa3pabaThiBalOTCS B HacToOsIlee BpeMs B paMKax
KAIOUEBBIX ITOKazaTeaell ®(PQPeKTUMBHOCTU, KOTOpPble HEO0OXOAUMO
BHEAPSTh U YKPeIAATb B AeATeABHOCTU BCeX IOCYyAapCTBEHHBIX
OpTaHOB 1 OPTaHOB MECTHOTO CaMOYyIIpaBAeHNsL.

B Hacrosmee Bpems paspaboTaHa U BHegpeHa CuUcCTeMa
OLIEHKI AeATeABHOCTM TIOCYyAapPCTBEHHBIX I MYHMIIMIIAAbHBIX
cayxammx Keipreisckoit PecriyOamku, koTopasl HallpaBAeHa Ha
IIOBBIIIEHNE Pe3yAbTaTUBHOCTU AEATeABHOCTU T'OCyAapCTBEHHBIX
U MYHMUMITaABHBIX cAy>Kammx Ksrpreiackoir PecriyOanku mytem
CHCTEMATUUYECKON 11 OOBEKTUBHOI OIT€HKIU UX AeSITeABHOCTI.

Orlenka IpeAcTaBAseT co00I1 onpeJe/eHue CTeIleHU

Pe3yAbTaTMBHOCTU ~ BBIIIOAHEHUS CAYKaIIMMU  AOAKHOCTHBIX

00sI3aHHOCTEII B  COOTBETCTBUM C LeAsSMM U 3ajadamu

rOCyapCTBEHHOIO OpraHa J OpraHa MeCTHOTO CaMOYIIpaBAeHIs

Ksrpreisckont PecriyOamkn. Pe3yabTaTbl OLIEHKU AesITeABHOCTU

YUUTHIBAIOTCS B CAEAYIOIIVX CAYJasIX:

* 1Ipnu TOPM30HTAAbHOM HIPOABVIKEHNI IIOCPeACTBOM
yCTaHOB/AEHVLS IaroB (KOO (PUIINIEHTOB) B CeTKe OILAATHI TPYAa;

®* B KayecTBe peKOMeHJAAI[UM IpU IIPOBEeAEHUU aTTecTarjuy
CAy>KaIIX;

* 1Ipnu BBIpaOOTKe peKoMeH aLmit 10 [IOBBIIIIEHIO
KBaAUQpUKaLVNL.

B ocHOBHEBIE 3a4a411 OLIEHKI AESTeABHOCTY CAY>KAIIMX BXOAST:

* omnpejeleHue ypoOBHA IPOQeccMOHaAbHOCTU — CAy>Kalllero,
BKAIOYasl KaueCTBO, 00beM M CAOXKHOCTE;

® onpeJeaeHne CTeIleHM BKJAaja KaXXJOIo cAyKallero B
AOCTVIKeHMe 11eAell U 3a4a4 OpraHa;

® aHaAM3 TeKyIINMX Pe3yAbTaTOB AOCTVIKEHMS ITIOCTaBAEHHBIX
3ajay;

® KOpPPeKTMPOBKa IIpOIecca AOCTVKEHIS Pe3yAbTaTOB;

* IIJaHMPOBaHMe NPOPeCcCOHaAbHOTO Pa3BUTHSA CAy>Kalllero;

® CTUMyAMpOBaHME CAYKallero 3a AOCTVDKEHME  BBICOKIMX
pe3yAbTaTOB.
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Opeanusayus nposederus oueHKu JesmeAbHoOCu

Onenka AeATeABHOCTM CAY>XKaIIUX IIPOBOAUTLCS He3aBUCHMO
U HeNIpeAB3ATO, OCHOBBIBASCh Ha KOAAETMAAbHOM pelIeHUN
KOMIICCUU IO OII€HKE AeSITeABHOCTU. YAeHbl KOMIUCCUM I10 OIIeHKe
AeATeABHOCTU He JOAXKHBI I10AydaThb HUKAKUX WHCTPYKIUII,
PeKOMeH Al AM II0ABEePraThCs APyroro poa BO3AeMCTBIUAM CO
CTOPOHBI AU1I, KOTOPbIe MOIYT OBAMATH Ha pe3yAbTaThl OL[€HKIA.

Crarc-cekpeTraph MAM pyKOBOAUTEAD allllapara rocyapCTBeHHOTO
opraHa BUIle-MBpP UAM 3aMeCTUTeAb IJaBbl OpraHa MeCTHOTO
caMOyIIpaBAeHIs 40AKHBI 00ecr1ednTh KOHPUAeHIIMaAbHOCTh BCeX
00Cy>KAaeMBIX BOIIPOCOB B XOAe IT0ATOTOBKM OTYeTa 00 OIleHKe.

Otyer 00 oIleHKe MOXKeT OBITh IpeJAcTaBA€H OIleHIBAeMOMY
cay>KallleMy, KOMICCHI I10 OIleHKe AeATeAbHOCTH, alleAASIIMOHHOMI
KOMICCUM, cAYyXKOe yIpaBAeHNUs II€PCOHAAOM, PYKOBOAUTEAIO
opraHa.

Onenka AeATeABHOCTM  CAy>Kalllero  1MMeeT  CBOM  CTPOTO
omnpejeAeHHble  BpeMmeHHble pamku. Cayxamme  A0AXKHBI
IIPOXOAUTH OIIeHKYy B TeueHIe roga, ¢ 1 ssusaps 1o 31 aexkaOps, Ha
€XKeKBapTaAbHOI OCHOBE.

OrneHka caysKalllero IIpoBOAUTCS B ABYX BUAaX: KBapTaAbHasl U
roZ0Basl.

KBapTaAbHa}I OILleHKa IIpOBOAMTCSL HEeI1oCcpeACTBEHHBIM
pykosoanteaeM CAy>XKalero 1 HallpaBJA€Ha Ha OIIE€HKY TeKyIlIef/I
pe3yapTaTMBHOCTIL. TEKYH_Ia}I Onl€HKa AeiATeAbPHOCTN CAY KUT
OCHOBaHIEM A1 Bpra6OTKI/I Mep II0 YAYIHIIEHNIO A€STE€AbHOCTIL.

I'oaoBast o11eHKa MpOBOAUTC KOMMCCHEN 10 OLIeHKe AesITeAbHOCTH,
C Y4eTOM pe3yAbTaTOB €XKeKBapTa/AbHOV OLIeHKM M HallpaBAeHa
Ha IIPUHATHE 3aKAIOYUTEALHOV OLIGHKM B COOTBETCTBUM C
AOCTUTHYTBIMU pe3yAbTaTaMI CAy>Kallero.

PesyabTaThl TOA0BOI OLIEHKHU SABASIOTCA OCHOBOM AAsl IPUHATUA
peleHuii 10  TOPM3OHTAABHOMY  HPOABVIKEHMIO — IIyTeM
yCTaHOB/AEHM: I1aros (Ko®(PQPUINeHTOB) B ceTKe OIlAaThl Tpyda U
YAYUIIEHUIO ACATEABHOCTU CAYKaIIIX.
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ITpouedypa nposedetrus oueHKu desmerbHOCU

KpapraspHas oOIleHKa  OCyIIeCTBASETCS — HeIlOCpeACTBeHHBIM
pyKOBOAUTeAEeM cayXKauiero 4 pasa B rog. [lepea Hauaaom oLeHKM
HeIlOCPeACTBEHHBINI  pyKOBOAMUTeAb IIPOBOAMUT coDecejoBaHMe
I COBMECTHO CO CAYXaIllUM oIpeJjeaseT 3ajadll M COCTaBAseT
UHAVBUAYaAbHBIN I11aH paOOTHI Ha KBapTad.

VHauBUAYyaAbHBII TAaH  PabOTHL  cay>Kalero ogopMAsSeTCs
OTACABHBIM aKTOM U YTBEpP>KJaeTCs CTraTc-CeKpeTrapeM UAU
PYKOBOAMTeAeM allrapaTa rocyAapCTBeHHOTO OpraHa, BULle-M>pPOM
AN 3aMeCcTUTeAeM TIJAaBbl OpraHa MeCTHOTO CaMOYIIpaBAeHI.
Cayxamuii 1M €ero HeIOCPeACTBeHHBII PYKOBOAUTEAb, IPU
HeOOXOAMMOCTHM, MOIYT M3MEHSTb M BHOCUTb KOPPEKTUPOBKU B
VMHAVBMAYaABbHBIN I11aH pabOTHI CAy>Kalllero, a Tak>Ke (PUKCUPOBaTh
OTAEAbHBIM aKTOM KOPPEKTUPOBKU 3aa4 CAy>KaIllero.

ITocae  3aBepuieHmst  KBapTada CAyXXalquil — IPeACTaBAseT
HEIIOCPeACTBEHHOMY PYKOBOAUTEAID OTY4eT O INpOoAeAaHHON
paboTe, C yKazaHUeM pPe3yAbTaTOB BBIIIOAHEHNs HaMe4YeHHBIX
MeponpuATuit. /lasee HemocpeACTBeHHBIN PyKOBOAUTEAD IIPOBOANT
cobecegoBaHMe, BBICTaBAseT TeKYIIyIO KBapTaAbHYIO OIIEHKY C
COOCTBEHHBIM OOOCHOBaHIEM, AaeT peKOMeHAAIIUM 10 YAyUIIeHIIO
AesITeAbHOCTH U, IO Mepe He0DXOAMMOCTH, pa3pelliaeT BO3MOYKHBIe
IIpo0AeMBbI U APYIie CIIOPHBIe MOMEHTBI 110 OTYeTy CAy>Kalllero.

IIpn Hecoraacum cay>KaIero C OLIHKOJM HeIoCpeACTBeHHOTO
PYKOBOANTEASI OH A40AXK€H HaIlycaTh CBOM KOMMEHTapui K OT4eTy
00 OIleHKe AesITeAbHOCTM, C yKasaHUeM OOOCHOBAaHHBIX IIPUYNH
HecorJacus, a TakKe IpPeACTaBUTh B alleAAsSIMOHHYI0 KOMICCUIO
AOIIOAHUTEABHbIE CBeJeHUs O CAYy>KeOHOI AesATeAbHOCT! 3a
OTYeTHBIN Ilepuod. Ilpu sTOM cayXKamuii 404KeH yKasaTb AaTy
BHECeHIs1 KOMMeHTapleB U 3aBepUTh COOCTBEHHOI ITOAIINCHIO.

AnleaaAITMOHHAs KOMUCCUSI paccMaTpuBaeT —IIpeAcTaBAeHHBIE
CBeAeHMsI COBMECTHO CO CAy>KallIM M ero HeIloCpeACTBeHHBIM
pyKoBOAUTeAeM W IIpMHMMaeT OKOH4YaTeAbHOe peIlleHne o
IlepecMoTpe pe3yAbTaTOB OLIeHKI.

B Ccaydae 3aM€Hbl HEIIOCPeACTBEHHOIO PYKOBOAUTEAS B IIEPIIOA
OILI€HKW, HpeAbI,ZI,yH_U/Iﬁ pykoBoAUTEAD CAY Kalllero  AO0AKeH
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II0OATOTOBIUTD BpeMeHHbIﬂ orger 00 OLleHKe AesJITeAbHOCTN
CAy>Kalero Ha TeKyIlee COCTOsHMIE. HpI/I II0OATOTOBKE OT4YeTa
HOBBIN pykoBOANUTEAD AOAKEH IIPpMHIMMATbL BO BHMMaHIE AaHHbIE
BpeMEHHOTIO OoT4eTa.

l'osoBass oOIeHKa OCYIIeCTBASETCS KOMMCCHEN IO  OIeHKe
AeaTteabHOCTN 1 pa3 B T04, Ha OCHOBE MOAYYEHHBIX KBapTaAbHbIX
OII€HOK.

ITpy Hecoraacum caysKalllero ¢ OLIeHKOi, OH MOXKeT OOpaTUThLCs
B areAAsIMOHHYI0 KOMUCCHIO. B caydyae Hecoraacus ¢ penreHuem
aneAAsSIVOHHON KOMMCCUM CAy>Kaluii BIIpaBe OOpaTUTHCSI B
I'ocyaapcrBennyIo KaapoBylio cay>k0y Kerpreisckoit Pecrry®anxu.

Kpumepuu u cucmema usmepenus

OL[eHKa IIPOBOAMTCS 110 OCHOBHBIM 1 AOIIOAHUTEABHBIM KPUTEPIIAM
OII€HKIN AeATEeAbHOCTU CAYy>KalIX.

OcHoBHBIE KpUTEpUN OLIEHKM CAYy>Kalllero BKAIOYaIOT: pe3yAbTaThl,
AOCTUTHYTBIE B XOA€ BBIIIOAHEHIsI IIOCTaBAEHHBIX 3a4a4, TOYHOCTD,
CBOEBPEeMEeHHOCTD, AMCIIUIIAMHUPOBAHHOCTL, COOAIOAeHNEe HOPM
DTUKU U MEXXDTHUYECKVIX OTHOILIEHUIA.

AOHOAHI/ITGAI)HBIE Kpurepmun OLI€HKI BKAIOYAIOT:
CaMOCTOATEAbHOCTDb, MHUIMATMBHOCTD, KpeaTBHOCTDH, CTEII€Hb
COTpyaHM4IecTBa.

IIpn  omnpegeaeHunm  pe3yabTaTOB  OLIEHKM  MCIOAB3yeTcs
yeThIpexOaAbHasi I1Kala o1leHOK 0T 2 40 5. I IpusToM paccunThiBaeTcst
cpeAHUI1 0214 10 BCeM KPUTEPIIM.

Ha ocHoBe mnoayueHHOTo cpeaHero 0Oaaaa ycCTaHaBAMBAIOTCS

cAeAyIOoIINe BUAbI OLIEeHOK A5 TOCY AaPCTBEHHBIX M MYHMIIMITAAbHBIX

cAy>KaIuXx:

* 1pu cpeaHem Haaae ot 4,6 410 5 BKAIOYUTEABHO — IIpejAaraeTcs
orieHka «OTAMYHO»;

* 1pucpeaHeM 6aaae ot 3,6 40 4,5 BKAIOYUTEABHO — IIpeAaraeTcst
OIleHKa «XOpPOIIIO»;

* 1pucpeaHem 6aaae ot 2,6 40 3,5 BKAIOUUTEABHO — IIpeAaraeTcst
OlleHKa «Y 40BA€TBOPUTEABHO»;
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* 1Ipu cpeaHeM Oaaae HIKe 2,6 BKAIOUMTEABHO — IIpejJaraeTcs
onleHka «HeyaoBaeTsopureabHO».

IIpu moayyeHmMM cAy>KallyiM OLIEHKU «Y0BA€TBOPUTEABHO» U
«Heya0BAeTBOpUTEABPHO» KOMUCCHSI IIO OIleHKE AesITeAbHOCTU
MOKeT BHeCTM IIpejJAo>KeHle O HeoOXOAMMOCTU OOydeHMs U
ITOBBIIIEHNST KBaAVPUKaIINY CAy>KaIIeTo.

HpI/I ImoAy4deHnm cAy>KalyM II0 pe3yabTaTaM TIoOJda OLI€HKU
«OTAMIHO» KOMICCHU I10 OII€HKe AesgATeAbHOCTU BHOCUT
IIpeAa0>KeHue O IIPUCBOEHNN O4ePpeAHOrO I11ara B CeTKe 3apa60TH0171
I1AaTBhI.

HpI/I IIoAy4deHnn cAayKalym II0 pe3yabTaTaM TIoJda OLI€HKH
<<XOpOI_HO>> KOMMCCIIA I10 OILleHKe AeSATeAbHOCTU BHOCIUT
Ipeaao>KeHne O Moo PeHmN CAy>Kalero.

KOMTIEWEHL;L!M KOMUCCUU 110 OUEeHKeE dessmeAvbHoCMU

B measx obOecrieueHns: OOBEKTMBHOCTM M OeCHpUCTPacTHOCTU
OILIeHKM AesITeABHOCT CAY>KallleTro CO34aeTCsl KOMMCCHUS 110 OLleHKe
AESITeABHOCTN. JacejaHne KOMICCUU II0 OLIeHKe AesITeAbLHOCTU
CYMTAETCsl IPAaBOMOYHBIM, €CAM Ha HeM IPUCYTCTBYIOT He MeHee
ABYX TpeTeli ee 41eHOB. 3aMeHa OTCYTCTBYIOIIETo 41eHa KOMIUCCUM
He AOIIyCKaeTcsl.

ITo pesyabraTaM pacCMOTpeHMsI UTOTOB eXKeKBapTaAbHOI OIeHK!U
IPMHMMaeTCcs KoAAeraabHoe pelleHne 1o roaosoit oneHke. [Tpn
BbIHECEHIM PeIIeHMsI TOAOBOM OLIEHKM CAY>Kalllero KOMICCHS
COIIOCTaBASIET €€ C OLIEHKOM, ITI0AY4eHHONM OT HeIl0CpeACTBeHHOTO
PYKOBOANUTEASI cAy>Kallero. B caydae BbIsIBA€HISI HECOOTBETCTBUSA
MEe>KAY OLIEHKOI CAY>KaIllero 1 HeIIOCPeACTBEHHOTO PyKOBOAUTEAs],
KOMMCCHs IIO OIIeHKe JAeATeAbHOCTU BIIpaBe IIepecMOTpeTh
pe3yAbTaThl OLJ€HKIA.

KOMTIEH’ZEHL;LIM EITZEM}ILQMOHHOIJ KoMuccuu
,Zl,/lf[ paccMOTpeEHIST CIIOPHBIX BOIIPOCOB IIO0 OLIEHKE AesITeAbHOCTU

CAy>Kallero co3gaercs aleAAsnVMOHHasT KOMICCHA. SaCGAaHI/Ie
aHe/l/l}II_U/IOHHOﬁ[ KOMUCCUM CIMTaeTCsA IIPpaBOMOYHBIM, €CAM Ha
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HEeM IIPUCYTCTBYIOT HE€ MeEHee ABYX TpETeﬂ ee 4AeHOB. 3aMeHa
OTCYTCTBYIOIIETO Y/1€Ha KOMICCUIN HE AOITYCKaeTCI.

Ilo pesyabraram paccMOTpeHUs oOOpallleHnil aneAAsIOHHas
KOMIICCHSI BBIHOCUT pellieH1e, KOTopoe 0(pOpMAsIeTCsI IIPOTOKOAOM
U AOBOAUTCA AO CBeACHNS CAY>Kalllero B AeHb IIPUHATIS pellleHns.
B cayuae mpumHATHA pemreHms B II0AB3Yy CAy>Kallero M34aeTcs
IIpUKa3.

Yaytlmerme CHICTEeMbI OLI€EHKN AesITeAbHOCTU CAYyXKaIlnxX

Caoxrocmu, so3Huxuiue 6 X00e 6HedpeHuUs OUeHKU
0es1mMeAbHOCTU CAYKAULUX

JeiicTByomas —cucreMa OIIeHKM  AesITeAbHOCTM — CAy>KallMX
npumensercas ¢ 1 samsaps 2014 r1oga. Ilepsble pesyabTaThl
9PPeKTUBHOCT! CUCTEMBI OIIeHKM AesATeABHOCTU CAy>KaIlMX
OyayT M3BecTHBI IO uTOraMm JesrteapHocty 3a 2014 roa. Ognako
AAs BBISICHEHMS CUTyaIlliy 110 IPYMEHEHMIO OLIeHKU AesITeAbHOCTI
cAy)XKallX B TOCyJapCTBEHHBIX  OpraHaXx, COTPYAHMKaMU
l'ocyaapcrsenHOl KaapoBoil cay>KObl Kerpreisckoir Pecriybankum
ObLa HpOBejeH MOHMTOPMHI B MMHUCTEPCTBaX U BeJOMCTBaX
Ksrpresckoit Pecrry6ankm.

MounuTopunr 6514 1poBeseH B 29 ToCy4apCTBEHHBIX opraHax 13 41
Kypupyemsix ['ocysapcTBeHHOI KaApoBoil cay>k0011 KuIpreiackoin
Pecriybankun.

AHaaM3 AaHHBIX, IOAYYEHHBIX II0 UTOTaM MOHMTOPWHIA, BBIABIUA,
4TO B TOCYy4apCTBEHHBIX OpraHax caabo Begercsa pabora IIO
BHEePeHNIO OLIeHKI. DTO CBA3aHO C TeM, 4TO AeJICTBYIOIIas cucreMa
OIIEHKM AesATeAbHOCTU TOCYyJapCTBEHHBIX ¥ MYHMITUIIAABHBIX
cAy>KallluX He Yy4YuThIBaeT (PYHKIIMOHAABHBIE U CTPYKTypPHBIE
OCODEHHOCTM BCeX TIOCYyJapCTBEHHBIX oOpraHoB. Tak, ©Ooablioe
pasHooOpasue 9TIX OCODEHHOCTel He I103B0OAseT YHUPUIIUPOBaTh
cucTeMy OlleHKM. BO3HMKAIOT CA0XKHOCTU B IIOHMMaHUM IIPaBUA 1
IIpoTieAyp OLIEHKH, B CBA3M C 9YeM, pabDOTHIKAM KaJpPOBBIX CAYKO C
HEKOTOPBIMU YCUAVISIMY ITPUXOAUTCS BECTH AaHHBII ITPOIIecc.

CA0XHOCTHM BO3HUKAIOT B BBeA€HIV OIIeHKIN B I104BeA4O0OMCTBEHHBIX
U TeEppUTOPUNAABHBIX ITIOAPa3AEAEHIIIX TOCYAapCTBEHHBIX OPTaHOB,
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B 4aCTV IPaBMABHON IIOCTAaHOBKU 3a4a4 ¥ CPOKOB IIpeACTaBACHNs
oTyeToB. Takke, HeEKOTOpbBle TIOCyAapCTBEHHBIe OpraHbl MMEIOT
TOABKO IO OAHOMY TIOCyAapCTBEHHOMY CAy>KallleMy B Ka’KAOM
TepPUTOPUAABHOM  IOAPa3AeAeHUN, a  HeIl0CPeACTBeHHBIM
PYKOBOAMTEAEM Y  HHUX SABASETCA  CTaTrc-CeKpeTraph  MAU
KypUPYIOIIUIT 3aMeCcTuTeAb pyKopoauTeas. B cBsasm ¢ »tum
IIOCTYIIAIOT IPeAA0>KEHISI O TOM, YTOOBI PYHKIINIO I10 YIIPaBA€HIIO
OLICHKOI B TePpUTOPUAX IlepesaTh B MECTHbIe I'OCYyAapCTBEHHBIE
aAMMHUCTpPpAL Y MAV OpTaHbl MECTHOIO CAMOYIIPaBACHI.

Eme oaHOM 1IpoDAeMON ABASETCS HeCOCTOATeABHOCTbh CaMMX
pPabOTHUKOB KaApOBBIX CAYy>XXO B IIpaBMABHOM JAOBeJeHUU
A0 COTPYAHUKOB IIpaBua U (PYHKIUMIA CUCTEMBI OIIeHKI.
I'ocyaapcrennast kagposas caykba Keipreisckoit PecryOankm
Ha IIOCTOSIHHOM OCHOBe oOOyyaeT pabOTHMKOB KaJpOBBIX CAYXKO
npoueaypaM 1 IIpaBudaM IIpOBeJeHMsl OLIeHKM JesATeAbHOCTHU
cAy>KalnXx.

BosHukaer He IOHMMaHMe B MCIIOAB30BAaHUM KPUTEpPUEB OLIeHK!U
AesATeABHOCTH, TaK KaK HeoOXOAMMO OLleHMBaTh CAY KaIluX IIO
BCeM KpUTEpUsAM, HO He BCe V3 HMX HPVMEHMMBI B OTHOIIEHNU
OIlpeAeAEHHBIX AOAXKHOCTeN U CTPYKTYPHBIX I10Apa3aeAeHuIA.
HexoTtoprle cTpyKTypHBle NOApa3deAeHsl He MOAAal0TCs OIleHKe
110 KPpUTEPUSAM: KPeaTUBHOCTb UAVM MHUIIMATUBHOCTB. B aApyrux
CTPYKTYPHBIX II04pa3AeAeHMAX TOYHOCTb ¥ CBOEBPEMEHHOCTD
SBASIIOTCSI OCHOBHBIMM KPUTEPUAMM OLIeHKM, B TO BpeMms Kak
KpeaTVBHOCTb MAV MHUIIVAaTUBHOCTb He >KeJaTeAbHbI (Hallpumep:
Oyxraatepus, ayAuT u T.11.). O4HaKO B COOTBETCTBUMU C CUCTEMOIL
OLICHKM AeATeABHOCTM BCe KpUTEepUM MUMEIOT OAVHAaKOBBIN
YVA€ALHBIVI BeC, 4TO HeraTuMBHO OTpa’kaeTcs Ha OOBEeKTMBHOCTHU
OLIEHKM AeSITeAbHOCTI CAY>KaIllMX.

OrcyTcTByeT ueTKas CBsI3b MeXAYy KPUTEPUsAMHU  OLIEHKU
AEATeABHOCTU  CAY>KaIlMX M KadeCcTBOM  IPeJOCTaBACHMs
TOCyAapPCTBEHHBIX YCAYT HaceAeHUIO. EAVMHCTBEHHBII KpUTepuii,
BAVAIOIINI Ha KayecTBO IIPeAOCTaBA€HMUs IOCyAapCTBEHHBIX
yCAyT, 9TO co0AI0AeHne HOpMBI 9TuKN. K coxxaaenuio, gaxe ecan
cAy>KaIllnil AOIYCTUTH IPyOOCTh B 0OIIeHN 1AM OeCTaKTHOCTD I10
OTHOIIEHUIO K I'pa’kAaHMHY, TO OH OyAeT OljeHeH HeraTMBHO TOAbKO
110 OAHOMY KPUTEPUIO, a TAKXKe DTO He OTPA3UTCS Ha COOTBETCTBUN
UM 3aHMMaeMOI A0AKHOCTI.
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Bce BrlmeHasBaHHbIe TPYAHOCTM 4Yallle BCETO BO3HMKAIOT IO
NpUYMHe HeXeAaHUs CaMMX CAY>XKallluX IIPUMEHATbh OIIeHKY
AeSATeABHOCT. YBeAndeHmne AOAKHOCTHOITO OKJdaga II0 MTOraM
roja Ha 5 IIpOLIEHTOB He BAseTCs AOCTaTOYHOV MOTHUBaLMeNn AAs
cay>xamux. Beab He0OX0AMMO KaKAblil KBapTaa I10Ay4daTh OL[@HKY
«OTAMYHO», YTOOBI MO MTOTaM TIOJAa 3aCAy>KUTb IIOBBLIIIEHNS
AO0AKHOCTHOTO OK/aJa.

[Ipedroskerius no YAyUmeHUIO0 OUeHKU 0esimeAbHOCHIU CAYKAULUX

B ocHOBHOM cucTeMa OIIeHKM AesITeAbHOCTH CAY>KalllMX IpU3BaHa
IIOBBIINIATh Pe3yAbTaTUBHOCTD AEATeABHOCTM CAYXKAIMX ITyTeM
CHCTEeMaTUYeCKO ¥ OOBEKTUBHON OIIeHKU WX AesITeAbHOCTH.
IToBrImenne pesyAbTaTUBHOCTY A@SATEABHOCTY CAY>KAIIIUX A0AXKHO
OTpa’kaTbCsl Ha IIOBBIIIEHUM AeSATeAbHOCTU TIOCYAapCTBEHHOTO
opraHa, BKOTOPOM CAy>Kaluii paboTaeT, 4To B CBOIO Ouepeb BAMsIeT
Ha JOCTIVDKEHNe CTpaTermyeckmx Ijedeil TocyJapcTBa B II€AOM.
OaHako He CIIOCOOHOCTh HENOCPeACTBEHHBIX PYKOBOAUTEAE
IIpaBUABHO OllpejeasT 3ajadl, a TakKe OTCYTCTBUEe IIPsIMOI
CBA3M MEXAY OIIeHKOM AesATeAbHOCTU TOCyAapCTBEHHOIO OpraHa
U OIIeHKOM AesATeAbHOCTM TOCYyAapCTBEHHOTO CAY’Kalllero He
I103BOASIeT AOCTUYD CTPaTeIMYecKuX 1ielell CTpaHsl.

B HacrosImee BpeMsi AesATeABHOCTh IOCyAapCTBEHHOIO OpTaHa
OIIeHMBAETCs MO OAHMM KPUTEPUSAM, a AeSATeABHOCTb CAy>KaIlVX
o ApyruM. B caydae ecam rocyjapCTBEHHBII OpraH ITOAYYUT
OTPUIIATeAbHYIO OIIeHKY IIO AOCTVMIKEHUIO IIeAM YCTOMYMBOTO
Pa3BUTIA CTPaHBL, TO HTO He O3HAYaeT, UTO CAy>Kalllyie CTPyKTYPHOTO
rogpasJeaeHus 4aHHOTO TOCy 4apCTBeHHOTO OpTaHa, OTBeTCTBeHHbIe
3a AOCTVDKeHUe AaHHON I1eAM, I10AydaT «I1AOXYIO» OLIeHKY MAN
HaoOopoT. BozHmkaeT napagokc, Bce caysKallye rocyAapCcTBeHHOIO
opraHa IIOAYYMAU OLIEHKY «OTAMYHO», a TOCyJapCTBEHHBIN
OpraH BBIIIOAHNA IIAaH TOABKO Ha 60 IIpOLIEHTOB, He AOCTUTHYB
CTpaTernyeckyt Ba>kKHBIX Iieell.

A5 A0CTVKeHMs CTpaTernyecknx Iieaeit HeoOXo4UMO OIpeAeANUTDb
YEeTKYIO CBA3b MeXKAY CTpaTernmyeckoy IeAbl0 U 3ajadeil KaXkA0ro
cAy>Kalllero, 4ro TpeOyeT OKa3aHUsA MeTOANYeCKOIO COAeMCTBUA
[0 IIAaHMPOBAHMIO, Pa3pabOTKM MeXaHU3Ma BepUPUKAIIUI
€>XKeKBapTaAbHBIX OTYETOB CAY>KalllMX C [IOCTaBA€HHBIMU 3aja4aMu
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U CBEPKNM C AOCTVPKEHIEM CTPaTerm4ecKmx L[e/leﬁ, ITIOCTaBAE€HHBIX
nepeg rocy4apCrBeHHbIM OpraHOM.

Crparernyeckue rean

OrneHka AesITeAbHOCTU
Iean u 3agaun
CAy>KaITuX
KackaauposaHue. 111aHel Oryersl.
CTPYKTYPHBIX ITOApa3AeAeHNit BepuQUKaIs OTIETOB

AKTBI TIOCTAaHOBKI
3ada4 cAy KalllM

B HarmonanbsHOV cTpaternm ycTonmamnBoro passutus Kelpreisckon
PecriyOGrivikmt ompefiesieHbl  CcTpaTermyeckyie  HallpaBJieHMs
JeATeIbHOCTV  IOCYJapCTBeHHBIX opraHoB. ['ocymapcTrBeHHBIE
OpraHbl JOJDKHBI COCTABUT BeJOMCTBEHHBIVI IUIaH I10 JOCTVDKEHVIIO
CTpaTernyeckoy IIeJIv, ¥ paclpelde]InTb OTBeTCTBEeHHOCTh 3a
VICIIOJTHEHVe II0 CBOVIM CTPYKTYpPHBIM IIOfpasfesieHusM. B cBoro
odepellb, PYKOBOAUTENIM CTPYKTYPHBIX MNOApasAeeHnit Ipu
COCTaBJICHUV aKTOB ITOCTAaHOBKM 3ajJady, CBOVIM IIOAUYVMHEHHBIM,
JIOJDKHBI PYKOBOJICTBOBATHCSA IMEHHO Be[JOMCTBEeHHbBIM IUIaHOM. 1o
OKOHYaHWIO KBapTasla, OTUEeTBhI CITyKaIllMX JO/DKHBI OBITh CBepeHBI
Komuccmernn mo oneHke AeATeIbHOCTM CIIyXKalMX C IUIaHOM
rocyZlapCTBeHHOI'O OpraHa, Tak Kak, 3a4acTy¥0, B XO/Ie BbIITOJTHeHVs
eXeTHeBHBIX «PYTMHHBIX» 00g43aHHOCTeVI, IIPOVCXOAUT IIOIMeHa
IIPVOPUTETOB U CIIyXKalllye «3a0bIBaloT» O CTpaTerm4eckmx IeJax.
B pesyibTraTe, B KOHIle rojia, BBIACHSETCS, UTO BCe CIIyXKalllye
YCEepAHO BBIIOJIHSIIN «TeKyIlyie» 3a7aul, a cTpaTermJyecKye ey
He ObUIV JOCTUTHYTHL.

B3anMocBs3p OLIEHKM OeATeJIbHOCTIL CdJIy>XXaMuxX ¢ KadeCTBOM
IIpeaocTaBjIeHMs TOCYAapCTBEHHBIX YCOIYyT SBJISIETCS  Ba’KHBIM
yaioBrieM A IIOBBIIIEHMA YPOBHA HNOBEPWA HacCeIeHV:A K
I‘OCYJIapCTBeHHOVI BJIaCTVI. HOCTVI)KGHVIE CTpaTernm4ecKmnx 1esien,
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ITOJIOKUTEJIbHBbIEe TeHIeHIIN B pa60Te TocynapCTBEHHBIX OpraHOB
MOI'yT OBITH IIepedepKHYTbl He Ka4eCTBEHHBIM IIpeaoCTaB/I€EHVEM
rocy1apCTBEHHBIX YCIIYT.

Heobxonmmo  yCTaHOBUTH YeTKYIO CBSI3b MeXy OLIeHKOM
IeATeIbHOCTY CITy>KalllX, OLIeHKOV TOCyJapCTBEHHOTO OpraHa U
Ka4yeCcTBOM ITpeI0CTaBJIeHIsl TOCY/1apCTBeHHBIX YCIIYT.

OrleHka AesITe AbHOCTH Onenka 9 PeKTIBHOCTI
roCyapCTBEHHBIX U < AesITe AbHOCTI
MYHUIIMITaABHBIX CAY>KaIIIX rocy/AapCTBeHHBIX OpraHOB

\ /

Kauectso npeaocraBaenns
rOCy AapCTBEHHBIX yCAYT

BaxHbIM  2j71eMeHTOM B MOBBIIIeHMe  pe3yJIbTaTMBHOCTU
HeATeJIbHOCTY CJIyXKaIllMX ¥ KadecTBa TOCyJapCTBEHHBIX YCIIyT
ABJISIeTC yCTaHOBJIeHVe IPUOPUTETHOCTH eXeKBapTaIbHBIX 3a7ad
VI yCTaHOBJIEHVe KpUTepueB OLIeHKN JIedTeJIbHOCTY CIIy XKalllX B
3aBVICIMOCTM OT (PYHKIUV CTPYKTYPHBIX ITO/Ipas/Ie/IeHNIA.

Tak, ycjI0BHO, CTPYKTypHBIE IIOfpasielIeHV sl MOXKHO ITOIeJINTb
II0 YeThIpeM HaIIPaBJIEHVISIM [IeSITeJIbHOCTV: aJIMUHVCTPATVBHOE
olecrreueHme, pa3paboTKa MOIUTUKY, peaTn3aiys HOJIUTUKN U
IIpeIoCTaBJIeHle YCIIyT HaceJIeHMIO (TaK Ha3blBaeMbI «(PPOHT
odmc»). [ Kakmoro HampasIeHVs AesTeJIbHOCTV HeoOXOAMO
YCTAaHOBUTh TPEXYPOBHEBYIO IIMPaMMIy 3a7ad: KPWUTUYECKU
Ba’KHBIE 3a/Iaull, BaXKHbIe 3a/1a4l, TEKYIIye 3a1a4yl. BelrosiHeHMe
VI HEBBIIIOJIHEHMe 3a7a4, IIOBJIEKYT 3a cOOOV IIOOIIpeHVIs
VIJIM B3BICKAHMSI B COOTBETCTBUM C YpOBHeM 3amaun. Hampumep,
HEBBIIIOJIHEHMEe KPUTUYECKM Ba)KHOW 3a/1auyl MOXKET SIBIISITHCS
OCHOBaHVEM 11 OCBOOOXKIEHMS OT 3aHMMaeMOV AOJDKHOCTH, a
HEBBIIIOJIHEHVe TeKYIIeV 3a/1aul TOIIBKO IIOHVDKEHVIEM OIIeHKIA.

B 1ies1six moBblIIIIeHNs KayecTBa IIpelocTaBIeHNs TOCyJapCTBEHHBIX
yCIIyT  HaceJIleHMIO  HeOOXOOMMO  YCTaHOBUTb  KpUTepUN
«CBOEBpeMeHHOe 1 BeXJIMBoe 00CIyXuBaHMe TIpaKIaHMHa» Kak
KpUTHYeCKV BaXHYIO 3amauy. JKayoOsl rpaxiaH Ha 3aTdriBaHue

INTERNATIONAL JOURNAL OF CIVIL SERVICE REFORM & PRACTICE #4 DEC. 2014



54

BpeMeHU 00CITyXKMBaHVsL, TPy 0oe OTHOIIIeH Ve ¥ T.IT. MOT'YT ITOBJIeYb
3a co0Om BpeMeHHOe OTCTpaHeHMe CIIyXKalllero OT 3aHMMaeMOVl
HOJDKHOCTH. BriocriesieTsun, mocsie moaTBep kieHns aKkToB, B Xoze
CJTy>keOHOTO pacciieloBaHs, CITyKalluil MOXeT ObITh 0CBOOOXKIeH
OT 3aHVMaeMOVI JIOJDKHOCTL.

V3510)keHHBIe B JTaHHOW CTaThe CJIOKHOCTV, BO3HUKIIIME B XOJIe
BHeJIPeHMsI OLIeHKW JIeATeIbHOCTV CITy KalllX, W IIPeIOKeHVIs
[0 YJYUIIeHUIO CHUCTeMbl OIIEHKWM J[esATeIbHOCTU CIIy>Kalyx
OCHOBBIBAIOTCA Ha pe3yJbTaTax MOHUTOPVMHIA W IIPeIJIOKeHVsIX
COTPYIHMKOB KaJIPOBBIX CJIYKO rOoCyZapCTBEHHBIX OPTraHOB.
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PEKOMEHAAHMM U TIPEAAOXEHM I

YYACTHUKOB ['AOBAABHOM KOH®EPEHLINI:
«YTIPABAEHUE TIEPCOHAAOM TOCYAAPCTBEHHOM
CAYXDBbI: COCTOAHME U TTEPCITEKTUBDID?,
Acrana, 22 mas 2014 r.

2 mas 2014 roga B AcraHe cocTosaach ['100aapHast KOHpEpeHIIA:
«YTpaBaeHHe IIepPCOHaA0M TOCyAapCTBEHHOM CAY>KOBI: COCTOsHIE
u TepcrexkTuBbl». OpraHmsaropamMy KOHQpEpeHIINN BBICTYINAU
ArentctBo Pecriybamkm Kazaxcran 1mo geaaM rocysapcTBeHHOM
cayxOn1, IIporpamma Passutus OOH B Kasaxcrane, Axagemus
rocyJapcTBeHHOro ympasaeHus npu lIlpesmaenre PecryOGamkm
Kaszaxcran, Cexperapuar PermonaasHoro xaba B cdepe
rocydapcTBeHHON caAy>XKObl B AcraHe, Ilpoekr Espomerickoro
Coroza «Pedpopma M MogepHM3alNs TOCYyAapCTBEHHON CAY>KOBI
IIpasureanctBa Kasaxcrana», Kasaxcranckas HalyoHaAbHas
akaJeMIsl ecTeCTBeHHBbIX Hayk, Acconuanus HR-meneaxepos
Kaszaxcrana.

OcHoBHOe  BHMMaHMe  yJacCTHUMKOB  KOHQepeHIUU  OBLAO
COCpeA0TOYeHO Ha M3yJeHIV BOITPOCOB KadeCTBEHHOTO YIIpaBAeHs
IIepCOHAa/AOM TOCYJapCTBEHHON CAY>KOBI, OIleHKe ero paOoThl,
NpodeccMOHaAbHBIX ~KauyecTB, aHaAl3e OCHOBHBIX (PaKTOpPOB
MOTUBAIUN AEATeAbHOCTY TOCCAY KaIX.

B pamkax KkoH(pepeHIUN ydacTHMKaMM Oblaa OTMeYEHa poOAb
Kazaxcrana B pa3BuTuM CUCTeMBI TOCYy4apCTBEHHOIO yIIpaBAeHNs,
B YaCTHOCTMU:

* moauTHMYecKas BoAsd pyKoBogcTsa KasaxcraHa;

® HaAM4YMe MeXAYHapOAHOU DKCIIEPTHOM IIOAAEPKKU  CO
CTOPOHBI TaKUX MeXAyHapOoAHBIX opranmsanmii, kak ITPOOH,
EC;

* (QYyHKUMOHUpPYeT HOBasli MOJeAb TOCYyAapCTBEHHON CAY>KOBI,
Dasupyromascss 1 cTpeMsAmasca K JAOCTVDKEHUIO —Tpex
rAaBHBIX IPUHIMIIOB: IIOAOTYETHOCTM, MEPUTOKpaTUM U
TpaHCIIapeHTHOCTI.

Ha I'a06aapH0it KOHpepeHun B AcraHe B pamkax ADD Obra0
paccMOTpeHO TpM BaXKHBIX 0410Ka BOIIPOCOB, a IMEHHO:
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oljeHKa 9(PQPEeKTUBHOCTU AeATeABHOCTM TOCYyAapPCTBEHHBIX
CAy>Kalux;

yIIpaBAeHIe IIepCOHaA0M;

pernoHaAabHOe pa3BUTIe CUCTeMBI TOCYapCTBEHHOI CAY>KOBI.

PekomeHaanmm B pamMkKax 040Ka BOIIPOCOB MO Pa3BUTHUIO
roccAy>KObI

1. Ontenka 9P PeKTUBHOCTA AeATeAbHOCTH TOCYAapCTBEHHBIX
cAy>KaIyx

IIpn nposegenun OLIEHKM HEOOXOAUMMO YUMTHIBAaTh POAb
KOMIIETEHI[UII ¥ MICITOAb30BaHMe KOMIIETeHTHOCTHOTO II04X0a.
Baxxno wmsberath CyOBeKTMBHOIO I104XOJa, HaMepPeHHOTO
ycpegHeHus pyKoBoguTeAeM pesyabTaTa pabOTBI  CBOETO
10 AYMHEHHOTO.

Caegyer nmoaydath 0OOpaTHYIO CBsI3b, OT3BIBBL.

IIpn omenke BHICHIMX AOAXKHOCTHBIX AKI] HEOOXOAUMO
YYUTHIBaTh MX yMEHUe aHaAu3MpOBaTh, IIPOTHO3MPOBATL B
paspese cTpaTerny opraHM3alliy, CTpaHbl, yMeHNe CO34aBaTh
KOMaHJY, CTaBUTh ageKBaTHbIe peaau3yeMble 3aadi.

2. YopasaeHue nepcoHaioM

3.

IIpu ynpaBaeHUM II€PCOHAAOM TOCYAQPCTBEHHON CAY>KOBI
CYILIeCTBeHHOM ABAsCTCS CCTeMa MOTHUBaLVIL.

Heobxoaumo ompeaeanThcs C TePMUHOAOTHEN U CO34aThb
€AVHYIO IIpeAMeTHYIO 0041acThb.

HexoppekTHO  TOBOpUTH  «yIpaBAeHMe  4Yel0BedyecKUMU
pecypcamMm», TaK KaK HEBO3MOXKHO 3HaThb BCe MMeIOIIuecs
pecypcel  4eaoBeka. IIpasmabHee 1CIIOAB30BaTh TePMUH
«yIpaBAeHMe IIepCOHaAOM», T.e. HaOOp oOIpejeAeHHBIX
M3BECTHBIX KOMIIETEHIIIA.

PrHaHCOBasI COCTaBASAIOIIAs BOIIPOCaABAACTCABTOPOCTEIIeHHOIA.
3asaua He B TOM, YTOOBI CAeAaTh TOCYAapCTBEHHYIO CAYXKOy
B PaBHOM CTeIleHM IIpMBAeKaTeAbHOM, KaK YacTHBIN CEeKTOp.
BaskHO HaxoauTh GaaaHC, YTOOBI He MPUBECTH K KOPPYIILIUN U
Ao0OuBaThCA PPEKTUBHOI AesITeAbHOCTIA.

PermonaanHOe pa3suTme CHUCTeMbl I‘OC}’AapCTBEHHOf/I

CAy>KOBbI

ITpn popMupoBaHuUM MOAUTUKK B cepe TocyaapCTBEHHOTO
yIpaBAeHUs] HeOOXOANUM y4eT PerMoHaAbHOM Crel UK.
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* B measx gaabHeiiero copepiieHCTBOBaHI TOCYAapCTBEHHOM
CAy>XOBl Ba>KHO pa3BUTHE PerrMoHaAbHOIO COTPYAHUYECTBa,
HaIlpuMep, co3jaHme ¥ (QPyHKIMOHMpoBaHMe PernmoHaapbHOTO
xaba 110 OOMeHy M PpaclpOCTpaHeHHUIO 3HaHMII U OIbITa B
004aCcTy rocyAapCTBeHHOM CAY>KOBI.

e Caeayer ycMAUTh MHCTUTYIIMOHAALHYIO Oasy 1 oOecIiedmTh
YCTOIYMBOE Pa3BUTIE TOCYAAPCTBEHHOM CAY>KOBI.

PexomeHaanum 1 npeaa0>KeHust

B 11esx pa3BuTyis M COBepIIIEHCTBOBAHNS TOCY AaPCTBEHHO CAY>KOBI
IpeAAaraloTcs cAeAyIoye peKOMeHAaUN U TPeAAO KeH.

1. Heobxogumo coBepIleHCTBOBaHME WHCTUTYLIVIOHAAbHOM
0a3bl rOCy AapCTBEHHOJ CAY>KOBI IIyTeM CO34aHNs CIIeliaAbHbIX
opraHoB — ATeHTCTBa IO JeAaM TOCYyJapCTBEHHON CAy>KOBI,
AkageMnu rocyaapcTBeHHOTO yIipaBaeHus 1 PermonaasHoro xaba
B cdepe rocy1apCTBeHHOI CAY>KOBI.

2. B cucreme ymnpasaeHMsI HepCOHAAOM TOCYAapCTBEHHOM

CAY>XXOBI 40AKHO OBITh AOCTUTHYTO:

Ka4yecTBO yIpaBAeHNs IIepCoOHaA0M Ha OCHOBe AMYHBIX 3aCAYT;

pas3BUTIE YeA0BeYeCKOro KalllTala Ha ITIOCTOSIHHOM OCHOBE;

IIOAOTYETHOCTDb CO CTOPOHBI TOCYyAapCTBa CBOMM IpakjaHaM;

HaAu4e AOBePIs MeXAY COTPYAHUKAMU U PYKOBOAUTEASIMI;

0OBeKTMBHasI OlleHKa pabOThl COTPYAHUKOB;

CBOeBpeMeHHOe yKa3aHle Ha He404eThl B paboTe COTPYAHMKa;

oOyueHMe, IIOBBIIIeHNe KBaAuUUKalNUM COTPYAHMKOB U

pyKOBOAUTEAET];

BeJeHNe OTYETHOI AOKYMeHTaIly 110 paboTe COTPYAHMKa;

®  Ba’XHOCTb OIIeHKI 9P PeKTUBHOCTU AesITe AbHOCTU
roCccAy>KaIyx.

3. YdeT 3apy0Oe>KHOTO OIIbITa IIpK IIpoBedeHnN pepopM B cpepe

rocyAapcTBeHHOrO yrpasaenus. Hampumep:

* uHBeCcTUIIMU B YeaoBeueckuil Kanutaa (Huaepaanawr);

* CHIDKeHMe YpOBHsA OIOpoKpaTum Ha IIeHTpaAbHOM U
perMoHaAbHOM YpOBHE AAsl YCTaHOBAEHUs 0o/ee TeCHOI
B3alIMOCBsI3M C TpakAaHaMu (['epmanni);

* pedopMbl myTeM OOy4eHMsI UM IIOCTOSHHBIX TPEHUHIOB AAs
BBICIINX A40AKHOCTHBIX ANl (ENA, Opann);
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* OecripucTpacTHOe I IIpO3pavyHOe rocyJapCTBeHHOe yIIpaBAeHne
(mpeacrasurtear OOH).

4. Cucrema oueHku 39(pQPeKTUBHOCTI  AeATeAbHOCTH
roCcyaapCTBEHHOTO OpraHa:
1) MoxxeT BKAIOYATh ABa DA€MeHTa:
* 0Da3oByIO OIlAaTy B IIpeJeaax 3apaOOTHOI I11aThl;
®* Hag0aBKy B  KauecTBe IIOOLIpeHUs 3a  paboTy
(BeaukobOpuranu:);
2) MOXKeT OCHOBBIBAThHCS Ha:
* Kpurepusix;
® MeToJgax paboOThI;
* 1podeccuOHaABHBIX,  COIIMAABHBIX,  yIIPaBAEHUECKMUX
komItereH X (lepmannst).

IIpn onenke BRICIIMX AOAYKHOCTHBIX AL AOAXKHBI YUYMTBIBATHCS
cAeAyIonye IToKa3aTeAn:

® yMeHMe aHaAM3MpPOBaTh, HIPOrHO3MPOBATh B padpese cTpaTernn
BCell OpTaHM3al M U CTPaHbL;

yMeHMe yIIPaBAATh, CO34aBaThb KOMaHAY;

yMeHMe BAOXHOBASATh COTPYAHUKOB;

yMeHIe OBITh AUAPOM;

yMeHIe pacKpBITILS ITIOTeHIala pabOTHIKA.

Onenka 404>KHa IIPOBOAUTHCA Ha IIOCTOSIHHO OCHOBe.

5. VYmopaBaeHme IIepCcOHAAOM TOCYJapCTBEHHOM CAY>KObI
AOAXKHO OBITh HaIlpaBA€HO Ha:

® Co3gaHle eAVHOI IIpeiMeTHOI 00AacTu;

* (JopmupoBaHMe CIICTeMBI OOYJeHIL;

® IOATOTOBKY I'OCyAapCTBEHHBIX CAY>KaIMX-KagpOBIKOB.

6. Haamume MoOpaabHBIX M MaTepUaAbHBIX MOTMBALINI,
CTUMYAOB:

* pas3yMHBII pa3Mep 3apaOOTHOI I11aTh;

BbIZa4a IIpeMUIL;

IIOBBIIIIeHVe KBaApUKaLIIL;

CTaOMABHOCTD B IIpeJOCTaBAeHNN padOoThI;

KapbepHBIN POCT.



PUBLIC SERVICE DELIVERY

OKA3AHME IOCYAAPCTBEHHDbIX
yCAayr
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COBEPHIEHCTBOBAHUE PABOTBI C PYKOBOASILLIVIMU
KAAPAMI KAK ®@AKTOP ITOBBIHIEHIS KAYECTBA
TOCYAAPCTBEHHDIX YCAYT

| A. H. Moposesux’ |

AnHomayus

B cmamve nodpobHo  paccmampuearomcs — 60npocvl  paseUmMus
UHPOPMAYUOHHOU U KOMMYHUKAUUOHHOU  UHPpacmpyKmypbl,
IAEKMPOHHOZ0  NPASUMEALCIIEA,  CNEKMpa  IAEKMPOHHLIX — YCAY?
Pecnyoauxu Geaapyco.

Ocseujeriol  0CHOSHbIE — npuopumemvl  KAOPO6OU  NOAUMUKU 6
cucmeme 20Cy0apcmeertoz0 YnpasaeHus, 0003HAYEHDl XapaKmepHbvle
npobiemuvie 6onpocvt 6 Odannoi cdepe. Onpederetior  Kpumepuu
docmynnocmu  20cy0apcmeeHtolx JOAXHOocmel, 0anbvl peKomeHIayuu
1o opeanusayuy pabomul ¢ pyxosodsuumu kadpamu. Ilomumo amozo,
yxasvieaemcs  Heo0X00uMocmv  yuema UHOUSUOYAADHOIX 3ACAYZ U
6KAA0A 20CY0APCMBEHHO020 CAYXKAULe20 6 00UYy10 PesyAbmamueHoCHb
opeanusauuu, paseumus 00HYCHO-NPEMUANLHOU CUCHIEMDL ONAANbL
mpyoda zocydapcmeertvlx cAyxaujux. Iloouepkueaemces, wmo yuacmue
6 PeUOHAALHOI UHMeZPauUu HA NOCHICO6ENICKOM NPOCpacmee,
paseumue MexOYHAPOOHLIX U MeXPeZUOHANDHBIX C6A3el SA6ASLIOmCS
HeOMbeMACMOTL U KUSHEHHO 6AXKHOT COCTNABASTOULeTE MOOCAU COUUAALHO-
IKOHOMUUECK020 U 00U4eCEeHHO-NOAUMUYECK020 passumus PecnyOauku
beaapycv.

Karouesvie caoea: kadposas noaumuxa, aIAeKmpoHHoe NpasumeAbcmeo,
Pecnybauxa Beaapyco, cucmembvl onaamvl mpyda, 00uecneero-
NOAUmMUYECKoe pasumue, UHmMezpaus.

Hpoueccm I'/lO6a/lI/ISaI_U/II/I, TpaHCHallMOHaAbHbIE BbBI3OBEI,
IIoaAuTM4YeCKmne KOHCl)/lI/IKTbI BBIABUTAIOT HOBBIE Tp€6OBaHI/ISI
K rocyAapCTBEHHOMY CTPOUTEABCTBY n rocyAapCrBeHHOMY
YIIpaBA€HUIO. O,ZI,HI/IM 3 INPpNOPUTETHBIX HaHpaBAeHI/HZ
COBEPIIEHCTBOBAHNT CUCTEMBI TIOCYAQpCTBEHHOIO YIIpaBACHII

I Pexmop Axademuu ynpaenenus npu IIpesudenme Pecnybauxu benapycv, doxmop mex-
HUMeCKUX HayK, npogpeccop, sacayxennvtii pabomuux obpasosanus Pecnybruxu berapyco.
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SIBASIETCSI IIPUMHECEHNE II0ABb3bl AI0ASM, IIOBBIIIEHNE KadecCTBa I
AOCTYIIHOCTV TOCYyAapCTBEHHBIX YCAVT. C »TuM B Oo1rpeael1€HHOM
CMBICAe CBsI3bIBaeTCA yCTOf/]‘H/IBOQ passuTme 6e/10pycc1<0171
HKOHOMMKM U IOBBIIIIEHVE 01ar0COCTOSIHIS HaceAeHIs.

K coxasennio, B oOllecTBe Bce ellle BCTpedyaeTcs MCKa’KeHHOe
IpeJcTaBAeHne O TOCyAapCTBEHHON cAy>KOe, ITpeaoCTaBAseMBbIX
rOCyJapCTBEHHBIX yCAyrax M O TOCYyJapCTBEHHOM CAYy>KallleM.
O mnocaeaHeM UHOTAA TOBOPAT KaK O 4YelOBeKe, HaXOASAIIEMCS
«B yCAyXeHNMI» y cBoero Hapoda. IlosToMy B OTHOIIEHUAX C
YIHOBHIKaMUTPaKJaHe3a4acTyIO 401y CKaIOTIIpeHeOpesK1Te AbHOe
OTHOIIIEHII€, a [IOPOJ 1 OTKPOBEHHOE XaMCTBO. XOTsI 0OpaTHOe TOXKe
MIMeeT MeCTO, BO3MO>KHO B OOABIIIell CTeIIeH!, YTO He CIIOCOOCTBYeT
popMUpPOBaHMIO TTOAOXKUTEABHOIO UMUAXA TOCYyAapCTBEHHOIO
cAy>Kallero.

OO0OBexTUBHO CcAy>KeHUe CBOeMy HapoAy M TIOCyAapcTBy, Kak
IIOATBEP>KAaeT KM3Hb, BO3BEAMYMBAET CTATyC IOCYAapCTBEHHOTO
CAy>XallleTo, ecAu CyTh ero CAy>KeHUs — IIpedaHHOCTh AJeay,
IaTpUOTU3M, BBICOKMe HpaBCTBeHHbIe KadeCTBauIIPO(PeCcCcOHaAN3M.
Ecau, aoOmBasich ycmexa, OH BcerJa comusMepsieT IOTpeOHOCTH
UHAMBIAA C BO3MOXHOCTSMU IOCyAapCTBa, MUCCUIO TOCyAapCTBa C
ee pecypcHBIM oDecriedeHueM. Y ep>kanue 0asaHca peaan3yeMbIX
IpaB U OOs3aHHOCTeN <«KHUTeAeil I TOCTel» CTpaHbl — BTO
paumoHaapHO. V1 oTpakaeT CyIIHOCTHYIO pOAb IOCyAapCTBEHHOTO
cAy>Kalero.

I'aaBa Hamero rocygapcrsa Aaekcanap I'puropnesnu /lykalieHKO
HEOAHOKpATHO, oOOpallasch K YMHOBHMKAM, aKIJeHTUpOBaal
BHIMaHIE Ha TOM, YTO HeAb3s OBITb PaBHOAYIIHBIMM K AIOASM.
Hago 3HaTh nx mpo0.4eMsl, pemiaThb 1X IIOCTOAHHO, YMeTb yOeKAaTh
AIOA€M, BeCTM C HMMM 4YeCTHBII U OTKpPBITHIN Auaaor. Hasgo
IIOMHUTD, YTO TOCyJapCTBeHHbIE CAy>Kalllyie II0Ay4aloT 3apraaTy
u3 DI04KeTa, codep KaTcs 3a CdeT HaA0TOB, KOTOpbIe I1AaTAT Halllu
rpa’kJaHe, Bce CyOLeKThl Hailero ooOmlectsa. IlosTomy mmMeHHO
HapoAy ¥ HPMU3BaHbl CAY>KUTD BCe Te, KTO HAXOAMUTCs B TOCaIapare.
Azaexcanap I'puropresnu /lyKaleHKO HEOAHOKPATHO OTMeYada:
«...s Bamr cayra...», «...4 — cayra cBoero HapoJa, IpOCTUTe 3a
IaTeTUKYy, 1 445 MEH:I 9TO He TPOMKIe CA0Ba, I 51 3HalO0 HaCTPOeHM
arozen» [1, 2].
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IToka y Hac Bce coBceM He Tak I1110x0. OgHaKo Hy>KHBI 9(p(PeKTUBHbIe
«TeXHOAOTUM  CAYXKEHUs», «BOOPY>KEHHOCTb»  TOCCAY>KaIIMX
COOTBETCTBYIOIIIMM MHCTpyMeHTapueM. IlopbimeHne KadecTsa
yCAYT, IpejocTaBAseMBbIX OpraHaMM TOCYyJapCTBEHHOI BAacTH,
opraHaMM MeCTHOIO yHpaBAeHMs M caMOyIIpaBAeHUs Ha
COBpeMEeHHOM 3Talle Hepa3phIBHO CBA3aHO C COBEpPIIIeHCTBOBaHIEM
M aKTUBHBIM  IIpMMeEHeHUeM  CPeACTB  UHQOpPMaIIOHHO-
KOMMYHUKaIIMOHHBIX TexHoaorui (aaaee — VIKT) B MogepHusanin
CHCTEMBI rOCyAapCTBEHHOTO yIIpaBAeHUs, co3JaHremM
9AE€KTPOHHOTO IIpaBUTeALCTBA. VIX MCIIOAb30BaHME II03BOASET
COKOHOMUTDL OIOAXKeTHble CpeACTBa, IOBBLICUTL H(PPEeKTUBHOCTD
U YHIpaBAsSeMOCTb, YBeANYUTh CKOPOCTb U TPaHCIIapEeHTHOCTh
IIPUHATHS PellleHn i, ClIocoOCTByeT DoprOe ¢ KOppyILye.

CYHIECTBQHHO Ba>KHO OTMETUTD, qTO B HallIOHaAbHOM
3aKOHOAaTeAbCTBe, peryAMponmeM BOITPOCHI B3alIMOOTHOIIIeHU
OpraHoB IrOCyAapCTBEHHOTO YITPaBAEHI, IPakAaH U I0PUAUIECKIX
AN, OTCYTCTBYIOT HOpMaTI/IBHO 3aerHAeHHbIe OHpQZI,GAEHI/IfI
TepMI/IHOB «BAGKTpOHHOG HpaBI/ITeAbCTBO» u «l"OCy,ZI,apCTBeHHaSI
ycayra».

Tem ne menee, Pecriybanka beaapych 3HaunTeAbHO IPOABUHY.AACh
B pasBuTuyM  MHQPOPMAIIMOHHON ¥  KOMMYHUKAIIMOHHON
MHPPaCTPYKTyPHl, DAeKTPOHHOTO IpaBUTeAbCTBA M PacIIMpeHUN
CIIeKTpa ®AEKTPOHHBIX yCAyr. BbICOKme TeMIlbl pasBUTHA
MHPOPMAIIMOHHBIX TEeXHOAOTMII B 004acTM TOCyAapCTBEHHOIO
ynpaBaenus B beaapycn ormedaroT mMeXAyHapOgHBIe DKCIIEPTEHIL.
AanHple  cratuctmyeckoro coopHmuka OOH — «BDaexTtpoHHOe
npasuteabcTBo. O630p 2014» cBUAgeTeAbCTBYIOT, 4uTO beaapych
yAydllliaa CBOU IMO3ULNHA 110 cpaBHeHunIo ¢ 2012 rogom u 3anuMaer
55 mecro u3 193 crpan mupa [3].

MeponpusaTus 1O  BBIIOAHEHUIO HPOTPaMMBI  COLIMAABHO-
®KOHOMMYecKoro passutusa Pecnnydoamkm beaapycs nHa 2011-
2015 roapl mpeaycMaTpuBalOT  3HAYMTEABHOE  pacIIipeHue
UCIIOAB30BaHNS 7 AOCTYIITHOCTI MHPOPMaITNIOHHO-
KOMMYHMKaIIIOHHBIX TeXHOAOTUII B Pa3dAMYHBIX cdepax >KUSHU
oOmjectsa (CO3gaHue 9AEKTPOHHBIX IIPaBUTEALCTBA, TOPIOBAM,
34paBooXpaHeHMs], oOydyeHus:). Peaansanms Mep 110 yCKOPEHHOMY
Pas3BUTUIO CPephl yCAYT TO3BOAUT HOBLICUTH IIPOU3BOAUTEALHOCTD
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Tpyda U KOMQOPTHOCTb >KM3HU AI0Jell, pelIuTh IIpodaemy
3aHATOCTU, PaCIIMPUTDL IIepCIeKTUBHBIE A4S CTpaHbl BHeIIHUe
PBIHKI YCAYT ¥ YBeANYUTH OOBeMBbI MX DKCrIopTa [4].

BaxkHple marm 1mo BHeApPeHMIO MH(OPMAIVOHHBIX TEXHOAOTUIA
B pasAndyHble cepsl rocyAapCTBeHHON 1 OOIIeCTBeHHON >KM3HU
NpeAIpUHUMAIOTCA B COOTBETCTBMM C IHOCTaHOBAeHuem Ilpasu-
TeabcTBa PecriyOamku beaapyce ot 9 asrycra 2010 r. Ne 1174,
KOTOPBIM yTBepKdeHa Crparerus passutus MHPOPMAIVIOHHOTO
obmectsa B beaapycn ao 2015 roga. IlpmopurerHniMm I1yTs-
MU pas3BUTIL MHPOPMaMOHHOTO odIectBa B CTpaTernm orpe-
Ae/eHbl: HallOHaAbHas MHQPOPMaIMIOHHO-KOMMYHMKAIIMOHHAS
MHPpPaCTPyKTypa, DAKTPOHHOe IIPaBUTEABbCTBO, DAEKTPOH-
HOe 3ApaBOOXpaHeHMe, DAeKTPOHHOe oOOydeHMe, DAeKTPOHHasd
3aHATOCTb M COIMaAbHas 3alllTa HaceAeHUs, DAeKTPOHHas
DKOHOMMKA, CHUCTeMa MacCOBBIX KOMMYHMKAIIMII U HAEKTPOH-
HBIII KOHTeHT. B pamkax ®TOro AokymeHTa HIpeaycMOTpeHa
paspaboTka ¥ BBIIIOAHEHUE TOCYyAapPCTBEHHON IIPOrpaMMBbI
«/InpopmarnmonHoe obmectso» Ha nepuos 2011-2015 roasr [5].

B Pecniy6auke beaapych c4aH B IPOMBIIIIAHHYIO DKCIIAyaTallMIO 1
AEVICTBYET €AVHBIN TOCYAaPCTBEHHBIN ITOPTAaA DA€KTPOHHBIX YCAYT,
PYHKIIMOHUPYIOT DAEKTPOHHAs II0YTa 'OCyapCTBeHHBIX OPTaHOB,
BeAOMCTBEHHAsI 9A€KTPOHHAasI I109Ta, CICTeMa Me>KBeA0MCTBEHHOTO
AOKYMEHTOODOpOTa, eAuHas MHPOPMaLMOHHAs CHCTeMa KOHTPOAS
BBIIIOAHeHUs mnopydeHmuit Ilpesmgenra PecriyObamkmu beaapycs,
BHEApPEHa CyucTeMa DAEKTPOHHBIX AyKIIMOHOB IOCYAapCTBEHHBIX
3aKyIIOK, 9A€KTPOHHBIX TOPTOB, 9A€KTPOHHOIO 4OKYMEHTOO00pOTa,
9A€KTPOHHOI IIUPPOBOI MOAINCU U T.II.

Kpome Toro, paspabGoranbl uHQOpPMaIMOHHbIE CUCTEMBI U
rocysapcrtseHHple  MHQOPMalMOHHBIE — pecypchl  IIO  y4eTy
IIPUPOAOIIOAb30BaTeAeNl U TOCyAapCTBEHHBIN KapTorpadpuaecKui
MHTEePHeT-CePBIIC, a TaK>XKe 91eKTPOHHasI CUCTeMa OI1AaThl AJOPOKHBIX
coopos  BelToll;, MoaepHmM3MpoBaHa  aBTOMAaTMU3VMPOBAHHAs
nHQpOpMaIIMOHHAs CUCTeMa 5AeKTPOHHOIO ydeTa PYKOBOASIINX
kaapos, nx pesepsa (AVIC «Peseps»); BeayTcst pabOTEI 11O CO34aHUIO
HaIMOHAAbHO CUCTEMBI DA€KTPOHHBIX 0Opa3oBaTeAbHBIX PeCypCoB,
COBEpIIIeHCTBOBAaHMIO MHQPACTPYKTYpBl M CEPBUCOB AOCTyIa K
HaIlMOHAABHBIM U MUPOBBIM OOpa3oBaTeAbHBIM pecypcaM, a TakxkKe
CHCTeMBI IOATOTOBKM KaapoB B odaactu VIKT.
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B coorserctsun ¢ Aupexrtusoit ITpesugenra Peciybamkn beaa-
pyce ot 31 gexabpsa 2010 r. No 4 «O passurum npeanpuHUMA-
TeAbCKOV VMHUIIMATUBLI M CTUMYAUPOBAHUY A€AOBOM aKTMBHOCTU
B Pecrrybauke beaapych» opranmsoBaHa BO3MOXKHOCTh 9A€KTPOH-
HOJI TOCYAapPCTBEHHON PerucTpanyuy IOPpUANIECKUX ANL U UHAU-
BUAyaAbHBIX IIpeAlpUHUMATeJel U co3jaHue BeO-rioprasa Eau-
HOTO IOCYyAapCTBEHHOIO PerucTpa IOpUANYECKUX AUL U MHAVIBU-
AyaAbHBIX IpeAllpuHMUMaTeeinn [6].

Coser MuUHUCTPOB KOHKPETU3MPOBAA IAaHBI II0 Pa3BUTHIO
9AEeKTPOHHOTO IIpaBUTeAbCTBa B beaapycn mocraHoBaeHueM OT
10 ¢pespaasa 2012 r. No 138 «O Da30BBIX DAEKTPOHHBIX yCAyIrax» U
onpeaeAna 24 rocyaapcTBeHHbIe yCAYTY, KOTOpble OyAyT AOCTYITHBI
B 9/eKTPOHHOM BUAe BceM XKurteasam pecnyoamkm K 2015 roay.
/lOKyMeHT BBOAUT HOBOE ITOHATIE «0a30BOil 91€KTPOHHOI yCAYTI»,
KPUTePUSMU A4S TAKMXTOCYAaPCTBEHHBIX YCAYT SIBASIOTCS MaccoBasl
BOCTPeOOBaHHOCTD, COlIMaAbHas 3HAUMMOCTD I HaIlIpaBA€HHOCTh Ha
yCcTpaHeHue aAMUHNICTPaTUBHLIX Oapbepos [7].

ITocranosaenuem Ilpasuteancrsa Peciyoankm beaapycs Ne 509
or 31 mas 2012 r. rocyaapcTBeHHBIM OpTaHaM I OpTraHU3aLVIAM
ropy4eno 40 1 auBap: 2016 roga mepenTy Ha OKa3aHe 9AeKTPOHHBIX
ycayr yepesd Eaumblil mmoptaa ®aekTpoHHBIX ycayr (http://portal.
gov.by) B COOTBETCTBUM C €5KETOAHBIMM I1AaHaMU, YTBep>KAaeMbIMU
Coserom Munucrpos Peciybanku beaapycs [8].

Munncrepcrso  octunun  u - Munncrepcrso  cBaA3M U
napopmaruzanuyu  Bmecre ¢ OnepaTHMBHO-aHAAUTHIECKUM
LIEHTpOM AOAKHBI 40 1 sanBapst 2015 roga obecrieunts padoTy
IIpOorpaMMHOr0 KomIilekca «OAHO OKHO» B MHTerpaniuy ¢
00IIIerocyIapCTBEHHOIT  ABTOMATH3MPOBAHHOI  HMH(OPMAIMOHHOI
CHCTEeMOM ITpY OCYIIeCTBACHUM aAMVHUCTPATUBHBIX IIPOLIeAYP.

DAeKTpOHHBIE — ycAyrM OyaeT oOKasplBaTh cosjaHHoe PVII
«Hayuonanenwiii  yenmp snexkmponnvix ycayey. IlepeueHn ycayr,
OKasbIBaeMBIX TOCYAapCTBEHHBIM OpraHaM, MHBIM OpTaHM3aLlVIIM
U IpakJaHaM Ha Oe3BO3Me3AHOI OCHOBe, BKAIOYAeT, HaIlpuMep,
IoAydyeHne  CBeASHMII W3  a6moMamusupo8anHHOl — CUCTEMbl
«Ilacnopmy, Eounoco cocydapcmeenno2o pesucmpa 0Opuoudeckux auy
U UHOUBUOYATbHBLIX npeonpuHumamenei, locyoapcmeennoeo peecmpa
niamenvuyukos, a Takxke Eounoeo eocydapcmeennozo pecucmpa
HeOBUINICUMO20 UMYUeCMBA, NPAs HA He20 U COLOK C HUM.
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B noBom 3akone Pecnybaukm beaapycr «O0 oOpamjenusx
rpaXxJaH U IOPUAMYECKUX  AUIl»  COAEPXKUTCA  HOPMa,
00sA3pIBaIOIasl YMHOBHMKOB OTBeYaTh He TOABKO Ha TPajUIIMIOHHbIe
IMChbMeHHble oOpalleHus rpaXJaH, HO ¥ Ha 9AeKTPOHHYIO
noury [9]. Dro oOycaoBaeHO TeMm, 4YTO BCe pecyOAMKaHCKIe
OpraHbpl TOCy4apCTBEHHOIO yIIpaBA€HN:, OOAMCIIOAKOMEI 1
PalnCIIOAKOMEI, TOCyAapCTBeHHbIE OpTaHM3aluyl IIpeACcTaBAeHbI
B ceT VIHTepHeT, uMeIOT coOCTBeHHbIe OduIlalbHble NHTePHeT-
CailThl, »AKTPOHHBIC agpeca, a AeKTpOHHas (popMa oOpalieHui
roAydJaeTr Bce Ooablllee IpuMeHeHMe Ha IpakTuke. Kpome Toro,
210001 IpakAaHMH AOAYKeH 3HaTh, YTO OH MOXeT HaIlpsAMYIO
OOpaTUTLCS B TOCOPTaHBl MAM OpPraHM3alNy M B OIepaTUBHOM
IIOpsiAKe MOAYIUTh COOTBETCTBYIOIINIL OTBeT.

YrpasaeHne SKOHOMUKON M Apyrumu cdepamm AesTeAbHOCTU
TpeOyeT MHTeAAeKTyaAbHBIX YCUANIA, OBBIIIEeHI 9(PPEeKTVBHOCTI
paboThl rocysapcTBeHHBIX oOpraHoB. Ho raasHoe — Haaudme
IIOATOTOBAEHHBIX ~ KagpoB M BBICOKOKBaAM(PUIIMPOBAHHBIX
CIIeLIMAANCTOB, 004a4a0IIX HEOOXOAMMBIMM KOMIIETEHIIVISIMIL.
Ha ¢popmuposaHe HOBBIX ITIOAXOA0B B 9TOI cpepe HEOAHOKPATHO
oOparraeT BHMMaHMe I'1aBa rocygapcrsa. VM nmoguepkusaeTcs Ipu
®TOM, 4YTO OpraHaM IOCyAapCTBEHHOTO yIIpaB/AeHNs HeoOXOAMMO
yAydllaTh AMHAMMKY U Ka4eCTBO CBOEN AeATeAbHOCTU, B ITOAHOM
Mepe yYHUTBIBaTh M3MEHEeHMs B JKM3HM CTPaHbl M COBpEMeHHBIe
TpeOOoBaHIs XO351/ICTBOBAHIS.

menno IIOSTOMY ‘IpQSBbI‘IaIZHO aKTyaabHO A4 BbICTpalBaHNI
B3aIMOOTHOIIEHI Ipa’k4aH u rocydapcraa IIO-HOBOMY
IpuBAaedeHmne HpeACTaBI/ITeAeﬂ MOA040TO ITOKOAEeHMST
ToCyAapCTBEHHBIX CAYy>KaIllMX.

B meaom ke moOBbIIeHMe  KadecTBa  IIpeAOCTaBAsSEeMBIX
roCyapCTBeHHBIX yCAyT HEBO3MOXKHO Oe3 pa3dpabOTKM KOMIIAeKCHOM
Hay4yHO OOOCHOBAHHOI CTpaTermy pabOTBl C PYyKOBOASAIIVIMU
KaJpaMM: COCTaBHOI uacTu oOulerocydapcrseHHon Konnennmm
KapOBOI HOAUTUKM B CTpaHe.

[IpmopureramMu TIoCyJapCTBEHHON — KagpOBOil — IOAUTUKM B
Takoil cdepe >KU3HeAeATeAbHOCTM OOIecTsa, KakK cucrema
roCcyAapCTBeHHOTO YIIpaBAeHNs, 0003HaueHbl CAeAyIoIue:
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obecriedeHne CTabMABHOCTU AESTeABHOCTU TOCYyAapCTBEHHOTO
anmapara, OIIpeJeJeHMe MeXaHM3Ma IIPOXOXKAeHUs U
IIpeKpallleHns roCyAapCTBeHHON CAy>XKObI, IIpeAriolaraioniee
npuHATHe  HOBOro  3akoHa  PecriyOamkm  Beaapych
«O rocyaapcrseHHoI1 cayk0e B Pecriy0auke beaapyco»;
ONTUMM3ALNS CTPYKTYphl M (PYHKI[UIT TOCyAapCTBEHHBIX
OpTaHOB;

IIpUBeJeHIe HOMEHKAATyPhl AOAXKHOCTEN TOCyAapCTBEeHHBIX
cAyXalllMX B COOTBeTCTBME C 3agadyaMM  COLIMA/AbHO-
DKOHOMUYECKOTO PasBUTUS PecyOAMKM U aKTyaAbHBIMU
BOIIPOCAaMI TOCYAapCTBEHHOTO yIIpaBAeHMs, 4YToO TpeOyeT
BBeAeHMsI B NpakTuky «Tabeas o paHrax» rocyaapCTBEHHBIX
cAy>Kallnx;

ONITUMU3ALINS 41ICACHHOCTH, 1pogeccroHaAbHO-
KBaAM(PUKALMOHHON CTPYKTYPBl KaAdpOB TOCYAapCTBEHHBIX
OpTaHOB Ha OCHOBE AelleHTpaAu3auy PyHKIUIA yIIpaBAeHIs 1
Pa3BUTI MECTHOTO CaMOYIIPaBACHIS;

pa3paboTKa DTUYeCKOro KOAeKca rocy 4apCTBeHHOIO CAy>KaIllero
Pecriybanuxu Beaapycs, onipeaeasioniero cucreMy IeHHOCTHBIX
U HpPaBCTBEHHBIX OPMEHTUPOB, BDTUYECKUX TpeOOBaHMII K
XapakTepy B3aIMOOTHOIIEHMI TOCyAapCTBeHHBIX CAy>KaIuX C
OOIIeCTBOM, OTAEABHBIMU I'pakjaHaMI;

COBepIlIeHCTBOBaHMe (POPM U METOAOB IT0A00pa PyKOBOASIITIX
KaapoB OpraHoB roCy4apCcTBEHHOTO yHIpaBAeHIs,
dpopMupoBaHus  pesepBa A4 3aHATUA ~ PYKOBOASIIIUX
AOAKHOCTE WU npocl)eCCMOHaAbHoﬂ IMOATOTOBKU  AII,
COCTOSIINIX B pe3epBe;

co3gaHye MeXaHM3Ma CAy>KeOHOTO IPOABVIKEHMSI KaapoB
yIpaBAeHUs B TOCyJapCTBEHHOM amilapaTe, oOecredeHms
X KapbhepHOIO poOCTa Ha OCHOBE YydeTa HpPaBCTBEHHO-
IICXOAOTMYECKUX M HPOPecCHOHAAbHBIX KadecTB, OLIeHKN
pe3yAbTaToB 4esATeAbHOCTH;

BBeJeHIe B IPaKTUKY KBaAM(pUKaIMIOHHOTO DK3aMeHa A5 AN,
BIIepBbIe IIPMHIMaeMbIX Ha pabOTy B rOCyAapCTBeHHbIe OpTraHbl,
U A4S TOCyAapCTBEHHBIX CAY>KalllMX, Ha3HAa4aeMBIX Ha HOBbIE
AOAXKHOCTU B TOCYAapPCTBEHHOM arliapare;
COBepIlIeHCTBOBaHMe (POPM U METOAOB OLIEHKM AMYHOCTHBIX
Ka4yecTB, pe3yAbTaTOB AeATeAbHOCTU PYKOBOASIINX KaApOB U
ANLI, 3a9MCASMBIX B Pe3ePB U BBIABUTa€MbIX Ha PYKOBOASIIIVE
AOAXKHOCTIL;
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* (QopmuposaHmue cucTeMbl TPOPecCMOHaABHON U COIMAaAbHOM
3aIlIMIIEHHOCT TOCYyJapCTBEHHBIX CAYKaIllMX Ha OCHOBe
COBepIIIeHCTBOBAHN I OI1AaThl X TPYAa, He3aBUCHMOCTY OIIeHKI
AesITeAbHOCTH, ODecIledeHNsI IPaBOBLIX rapaHTNII 3aHATOCTH;

® peraamMeHTalMs ~ MeXaHM3Ma  aJAMMHMICTPaTUBHOIO U
OOIIIeCTBeHHOTO KOHTPOAs 3a AesTeAbHOCTBIO AO0AKHOCTHBIX
ANI] TOCYy AapCTBEHHOTO arIiapara;

® Co3jaHMe CHUCTeMBl IIPOTHO3MPOBAaHMS U ILAaHMPOBAHMU
IIOTPeOHOCTH B KaJpaX OpTraHOB I'OCy 4apCTBeHHOTO YIIpaBAeHNs;

®* co3jaHMe M pa3BUTME  CUCTeMBl  IICUXOAOTMYECKOIO
COITPOBOXK A€HIsI KagPOBOi pabOTEI BOpraHax rocyapCcTBeHHOTO
yIpasAeHus, oOecriedusaloIieil MOHUTOPUHI U KOPPEKTUPOBKY
AVYHOCTHBIX Ka4eCTB PyKOBOAAIIIX KagPOB;

* paspaboTka U peaamsanus pecyOAMKaHCKMX pOTrpaMM
I1eperoATOTOBKY M ITOBBIIIEHNS KBaAM(PUKAIIUI PYKOBOASIIVIX
KaJpOB U CIenaancros opratos [10].

Bmecte ¢ TeM aHaAM3 CIIpaBOYHO-aHAAMTUYECKMX MaTepualos,
ITIOATOTOBAEHHBIX AKaJeMuil yIIpaBAeHIsI K aTTecTaliuy OTAeABHBIX
pYKOBOAUTeAEN, COCTOAIIUMX B KaapoBoM peectpe  IaaBbl
rocyaapcrsa Pecriybanku beaapycs, 1o Boripocy peaamsanuy MmMu
rOCyAapCTBEHHON KaApOBOM MOAUTUKU, U CBEAEHUI, IMOAYYEHHBIX
COTpygHUKaMU AKageMuyu yIpaBAeHUs IIPU U3YIeHNUM COCTOSHIS
paboOTBl € PYKOBOAAIIMMM KajdpaMM B COCTaBe pa3AMYHBIX

MEXKBeJOMCTBEHHBIX KOMUCCHUII, CBUAETEABCTBYIOT O TOM, 4YTO

HanboAee XapaKTepHBIMI ITPOOAeMHBIMI BOITPOCAMI B peaAn3al i

TOCyJapCTBEHHOI  KaJpOBOil ~ IIOAUTUKM  TOCYAAPCTBEHHBIMU

opraHaMM AAsI CTpaHBI B 11e40M U KaXKAOTO perroHa B OTAeABHOCTI

SBASIIOTCA:

* pyHoraa ¢popMaabHOe OTHOIIIeHNe K pOPMUPOBaHIIO KaJpOBOTO
pesepsa 1 obecriedeHNIO ero 9 PeKTUBHOIO UCII0Ab30BaAHIAS;

* UTHOpPMPOBaHME YCTAaHOBAEHHBIX IIPMHIIUIIOB OTOOpa U
IIPOABVKEHMSI KagpOB Cy’KaeT BO3MOXKHOCTh peaan3aliny
KOHCTUTYIIVIOHHOTO IpaBa paBHOTO AocTyma Ha
roCyapCTBeHHYIO CAY>KOy 1 KapbepHOIO IIPOABVIKEHIS;

* B psAje cAydaeB HeBBICOKas CTaOMABHOCTD KaApOB yIIpaBAeHIs],
OCHOBHasl IIpUYMHaA KOTOpOIl, — IIepexos PyKOBOAAIINX
paboOTHMKOB Ha DoJee BBICOKOOILAauMBaeMyliO paboTy mamn c
MEHBIIINM 00BeMOM Harpy3Ki;

* Hepa3dpaOOTaHHOCTh MeXaHM3Ma OTBETCTBEHHOCTU PYKOBOAMU-
TeJeil 3a yIpaBaeHMe HIpodeccrnoHaabHO-KBaANpUKaIIIIOH-
HBIM pa3BUTHEM IOCYyAapPCTBEHHBIX CAY>KaIlluX.
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OcHOBHBIE KpUTEPUN AOCTYITHOCTU I'OCY4aPCTBEHHBIX J0AXKHOCTEN
— TOCyAapCTBeHHOe CO3HaHMe, IIOPsIA0UHOCTD U MPO(eCcCUOHAAU3M.
Heob6xoa1Mo, 4TOOBI Ha3HaueHNe Ha TOCYAapCTBEHHYIO AOAXKHOCTD
IIPOXOAMAO, KaK IIPaBUAO, U3 COCTaBa IOATOTOBAEHHBIX KaApPOBBIX
pe3epBOoB, INMPOKO IIPUMEHsAaCh MPaKTUKa OTKPBITHIX KOHKYPCOB
Ha 3aMellleH/e BaKaHTHBIX AOAKHOCTEN C ydacTueM KaHAVAaTOB
U3 pa3ANYHBIX pEerMOHOB, Oblda HaJa’keHa TIuOKas cucTema
repeMeleHns ypaBAeH4ecKIxX KaapoB 110 CTpaHe, MCII0Ab30BaHe
TaKOV KagpOBOV TeXHOAOIMM, KaK pOTalyisl KaapoB.

TocyaapcTseHHbIe OpraHbl ¥ OpraHM3aly 00sA3aHbI II04Aep>KIBaTh
IIOCTOSIHHYIO CBSI3b CO CTPATerMYeCcKy BaXKHOM 4451 TOCYAapCTBeHHOM
cAy>kObl I1eAeBOll ayautopueil. Peub maeT o Amiiax, BKAIOYEHHBIX
B 0aHK JaHHBIX OJApeHHOM ¥ TaJAaHTAMBOM  MOJAOAEXM,
IIepPCIEeKTVIBHOM KaApOBOM pesepse, OaHKe gaHHBIX «[lepcriekTiBar.
DTHu rocygapcTseHHbIe peCcypchl IOKa UCIIOAB3YIOTCs He Ha IIOAHYIO
MOIITHOCTb.

ITocemas 29 moas 2014 roga ceabpxosnmpeanpusaTys MMHCKOTO
paitona, Aaexcanap /lykaiieHKO oOpaTiA BHUMaHMe YMHOBHMKOB
U HallOMHHIA O CBOeM TpeOOBaHMUM IO ITPOBEAEHMIO Cephe3HOI
poTanuu KagpoB U BBIABAEHNIO IIePCIIeKTUBHBIX PYKOBOAUTEALIA.
Haszpeaa HeoOXO0AMMOCTD pa3paboTKM u BHeAPeHI:
VMHCTPYMEHTapus 4451 OLIeHKM HPOQecCMOHaAbHOTO IOTeHIMasla
AN, BKAIOUEHHBIX B KagpoBble pedepsbl. C 9TOM 11e4bI0 BO3MOXKHO
¢popmuposanne B pamxax AVIC «Peseps» oTaeabHOI 0Oasbl
AAHHBIX TI0 BCeM TOCYAapCTBEHHBIM CAY>KalllM, BKAIOYEHHBIM B
Hee I IIOAyYaoIuM oOpas3oBaHme B cdepe yrpasaeHus. Taxoii
I10/4X04, TIO3BOANT CO34aTh MH(OPMaIIMOHHOe I104€e AAs OTOOpa Ha
roCy4apCTBEHHYIO CAy>KOy Aydmux u3 aydimmx. Vl, 9to ocobenHo
Ba’KHO, OOeCIeunT ycAOBUs AAsd poTauuu KagposB B cdepe
yIpaBAeHUsL.

IIpuHuMas Bo BHUMaHIE, YTO KazpoBas HoAnTuka B PecrryOanke
Beaapych peaansyercs B yCAOBUAX HETaTUBHBIX AeMOTpapUIecKmx
TeHAEHIINII, TaKMX KaK COKpallleHle YMCA€HHOCTV HaceAeHMs I
ero crapeHue, Op110 OB TaKKe 11€1eCO00pPa3HBIM: IPeAyCMOTPEeTh
BO3MOJKHOCTb ~IPOAOAKEHUSI TOCyJapCTBEHHOM  CAYXKOBI  (C
paspelneHns pyKOBOANUTeAs TOCyAapCTBEHHOIO OpTaHa) AAs AMNII,
Jell BO3pacT IIpeBbIIIaeT IIpeAeAbHBII BO3PacT HaXOXKAEHVI
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Ha TOCyJapCTBeHHON  cAyKOe, ITIpM  yCAOBMM  IIPeXKHeil
IIPOAOAXKUTEABHON Oe3yIpeyHoll CAy>XKObl B TIOCYyJapCTBEHHBIX
opraHax M OTCYTCTBUM MEAVLIMHCKMX IPOTUBOIIOKA3aHMUIL;
copmupoBaTh 0OLIEepecTyDAMKAHCKMUIT U perrMoHaAbHbIe OaHKIU
AQHHBIX BEICOKOKBaAU(PUIIMPOBAHHBIX PaOOTHIKOB, YBOAEHHBIX I10
COKpaIleHNIO IITaTa, BBIIIEeAIIX Ha IIEHCUIO (B OTCTaBKYy, 3aIlac), C
Y4eTOM BOCTPeOOBaHHOCTH TOCYAapCTBOM MX IPO]eccrOHaAbHBIX
3HaHUII, yMEHII1 I HABBIKOB, OIIBITA IIPaKTUIECKON pabOThI.

[Toppimennio  »(p¢pekTuBHOCTM paboTel ¢ pesepBoM Oyger
criocodcTsoBaTh cosganue Kaprepnoro nopraaa Ilpasureancrsa
PecniyOoauxu beaapycs. Peus maer o pecny0AmMKaHCKOM ITOpTade
yIIpaBAeHYeCcKuX KagpoB. DTOT MHPOPMaLMOHHBI Pecypc MOXKeT
CTaTh peaAbHBIM MICTOYHMKOM I10A€3HOM 4451 KaXKA0IOo IpakaHIHa
yHpOpMaIUM IO BOIIPOCaM KaApOBOI IOAUTUKIA.

Tpya COBpeMeHHBIX TOCYyAapCTBEHHBIX CAYXKaIllUX — BTO TPYyA
VMHTeAAeKTYaAbHBbIV, TBOPUYECKNII, MHHOBAIIMOHHBIN, ITyOAMYHBII,
KOAAE€KTUBHBII. ITosTOMy rocyapCTBeHHbIe cayKalmue
AOAXKHBI ~ COOTBETCTBOBATL  3allpocaM COBPEMEHHON  MaKpo-
U MUKpO9KOHOMMYeckoi cutyanun. Cioga MOXKHO OTHeCTU
U OIlpejeleHHBII ypoBeHb OOpas3oBaHMs yIIpaBJAeHIla: Kak
MUHIMYM, V HEro AO/A>Ha OBITh CTeIleHb MarucTpa yIpaBAeHIUs
AW Marucrpa rocy4apCTBeHHOIO yipaBaAeHms. Taxke Doabiioe
3HaueHIe IMeeT HeIlpepbIlBHOe IIpodeccroHaAbHOe pas3BUTHE:
IIeperoAroTOBKa, IIOBBIIIEHMe KBaAM(pUKALINM, CTaKUpOBKa.
Hean3s Heaoo1eHMBaTh poab caMooOpa3oBaHus. 'ocyapcTBeHHbIE
cAyXallye, M DTO KacaeTcs B IIEPBYIO O4yepeab PYKOBOASIIMX
KaApOB, A0AKHBI BAaAeTh MHOCTPaHHBIMU sA3bIKaMU. OHU A0A>KHBI
HPOSBAATH KOMIIETEHTHOCTD B BOIIPOCAX KaK MeXKIOCyAapCTBeHHO
yHTerpanumu B pamMkax Tamosxennoro cowsa u EDII, Tak u
€BPOIIEeVICKON MHTerpariun.

IToctynarommuii Ha TOCYyJapCTBEHHYIO CAY>XOy JAOAKeH 3HaTh
OCHOBBI CBOell OyAyIreil paOOTHI, YTO HasbIBaeTcs, OT U 40. Jaxe
ecAl TAe-TO U CyIecTByeT Ipo0JeMa ¢ KaHAuAaTaMU Ha 3aHATHe
AOAXKHOCTY, (OPMaAbHBI II0AXOJ4 B OIleHKe CIIOCOOHOCTell
rOCyAapCTBEHHBIX CAY>KaIVIX HEAOIYCTUM.

Tpya rocyaapcTBeHHOTO cAy>Kalllero AOAXKEeH OLIeHMBAThCS IO
AOCTOMHCTBY, HO BMeCTe C TeM J0AKeH OBITb M COOTBEeTCTBYIOIIIA
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cupoc. CeroaHst HeOOXOAMMBI HOBBle OOBEKTUBHBIE KPUTEPUN
OILIeHKI KOMIIETEeHTHOCTH I pe3yAbTaTOB pabOThI FOCYapCTBEHHOTO
cay>kamero. /Jymaercsi, 4TO cepbe3Hble 3HaHMsA O TeHAEHIIVIX
B cdepe BHEIIHENOAUTNYECKON ¥  BHEITHEDKOHOMMUYECKOI
AeSTeALHOCTU HaIllero IoCyAapCTBa, YMeHNne HPUHIUMAaThL perleHns
OIlepesKaloIero Xxapakrepa MOIyT CTaTh OCHOBOM TaKVX OLIEHOK.

VHTepHanoHaam3anms OeAOpPYCCKOV DKOHOMMKIU ITOCTEIIEHHO
3aTparmBaeT HOBble YPOBHIU TOCY4apCTBEHHOTO YIIpaBA€H.
lFocysapcTBeHHass MOAUTHMKA B YCAOBMAX MHTErpPaliOHHBIX
OTHOIIEHNI He  MOXKET 3aMBIKaTbCsd B  HAIIMOHAABHBIX
rpanunax beaapycn. Yyacrme B permonaapHON MHTerpanuy Ha
IIOCTCOBETCKOM IPOCTPAHCTBE, pas3BUTHE MeXAYHapOAHBIX U
Me>XKPperrMOHaAbHBIX CBA3€M SBASIOTCS HeOTheMAeMOM U JKM3HEeHHO
Ba’KHOM COCTaBASIONIEN MOJAEeAN COIIMaAbHO-DKOHOMMYECKOIO M
0011leCTBeHHO-TIOANTIYeCcKOro passutusa Pecniybaukmu beaapycs.
ITosToMy mOATBepKAeHMe KBaAM(]UKAIIUMM TOCYyAapCTBEHHOIO
cAy>KalllerTo U OIIeHKY COOTBeTCTBU: 3aHMMaeMON AO0AKHOCTU
HeoOXOAMMO IIPOBOANUTH B He3aBUCUMMBIX IeHTpaXx. Hamboaee
IepCHeKTUBHBIM KaHAUJaTaM, He IIpOLIeAIINMM II0 KOHKYPCY,
HO 004a4ai0IIUM HeOOXOAMMBIMM KadecTBaMM, JAOAKHO OBITh
IIpeAA05KeHO 3auliCAeHIe B KalpOBble pe3epBhl.

CymiecTsyeT yIoMsHyTas BbIIle ITpoO.JeMa BBICOKO TeKydecTu
pykoBoAAmNX Kagpos. IIpm 9TOM OCHOBHBIMM IIpUMYMHaAMU
OTTOKa BBICOKOKBAAM(UIIMPOBAHHEIX YIIPABAEHIIEB BBICTYIIAIOT
Hey/A0BAeTBOPEHHOCTDb YCAOBUAMM OIIAaThl TPy Aa, BO3MOKHOCTSMU
AAsl caMoOpeaAmn3allnl, KapbepHOIO pocTa, INpodeccrnoHaAbHOTIO
pasBUTHA.

Orcioga BbITeKaeT HeOOXOAMMOCTh WM3MEHEHMsI II0AXOA0B K
MaTepraabHOMY CTUMYAMPOBAHMIO Tpyda roccayKamux. Yro
HaM JaAy ONTMMM3allNs Tocalapara 1 IOBbIIIeHe 3apaboTHOI
1aaThl, Aoxoausinee 40 25 %? K co>kaaeHMIO, cOOTBETCTBYIOIIEN
OoTJady, pocCTa pe3yAbTaTUBHOCTU PabOThI TIOCyJapCTBEHHOIO
arrapara Ho-lpesxkHemy HeT. KpoMe TOro, HeKOTopble DKCIIepPThI
oOpaIrialoT BHMMaHMe Ha CyIIeCTBYIOIIYIO OITaCHOCTD, ITPU KOTOPOIL
yBeANdeHne 3apabOTHBIX IIdaT TOCYJapCTBEHHBIX —CAY>KallMX
MOXKeT IIPVBECTU K eIllé OOAbIIeil «TeKydecTy KaApoB», TaK Kak
IIOBBICUTCSl IIPUBAEKATeAbHOCTh TOCYAapCTBEHHONM CAY>KOBI A5
ANII, KeAalomMX MOAYIUTh MeCTo Oaarojapsi «IaTPOHaXKy» MAU
AVYHBIM CBSI3SIM.
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KauectBo 1 pesyabrar, OTBETCTBEHHOCTb U AVICIIUIIAVMHMPOBaH-
HOCTb — BOT OCHOBHBIE ITOKa3aTeAM, 3HadlMble A5 OIlAaThl TpyJa
rocyAapCTBeHHBIX cay>Kamux. Onaara Tpyda 404>KHa ObITh B3alIMO-
yBs3aHa C pa3BUTVIeM KOHKPETHBIX OTpacAell HapOAHOXO3ICTBeH-
HOTO KOMILA€KCa U OIIpeAeAsAThCs 9P PEKTUBHOCTHIO BHIITOAHIEMBIX
roCyapCTBEHHBIM CAY>KaIlluM (1 B I1e10M rOCOpraHoM) (PYHKIIUIA C
OAHOBPEMEHHBIM MOBBIIIIEHNEM KadecTBa IPeA0CTaBAsIeMbIX YCAYT
U yKpenJeHueM AoBepus K BAaCTU CO CTOPOHBI I'paskAaH U 4acTHO-
ro Ou3Heca. Boicokmit ypoBeHb 3apaOOTHOI I1AaThl A0AXKEH CTUMY-
AVpOBaTh IIpMBAEeYeHle Ha TOCyAapCTBeHHYIO CAY>KOy TBOPYeCKIX,
00pa3oBaHHBIX, YMEIOIINX HeCTaHAaPTHO MBICAUTD CIIEIIMAANCTOB,
ATO0AIINX U pajelonInX 3a cBoe rocygapcrso. HaM Hy>kHBI Te, KTO
MOKeT peaAbHO BHECTU BKAaJj B pa3BUTHeE peciyOAMKM, TOMOYb
A104M, 0DecIiednTs poliseTanne beaapycu.

OgHako OAHUMHM JeHbIaMU «IOCyAapCTBO AAsl Hapoga» He
nocrpontis. CaeayeT McKaTh HOBbIE MICTOUYHMKM, HOBbIe Pe3epBhI.
HeobxoauMo pacKpbITh U IIpUBA€Yb K IOCyAapCTBeHHON paboTe
elle He 3a/elCTBOBAHHBIN KaApOBbIM IOTeHIMaA. Jas penreHns
rOCyAapCTBEHHBIX 3a4a4 HaM HY>KHBI TaJaHTAVBBIE YIIPaBAEHIIb,
KOTOpbIe TOTOBBI paboTaTh Ha 04aro 6e10pyccKoro HapoJa.

IIpeacraBasercs, YTO AeNMCTBYIOIas B peclyOAMKe cucTeMa
MOXeT OBITh YycoBepIleHCTBOBaHa. (PopMmupoBaHMEe CHUCTEMBI
AEHEe>KHOTO COoAep>KaHMs DTON KaTeropum cAy>Kalljx HeoOX0AMMO
OCYIIeCTBASATL B COOTBETCTBMIU C PsAAOM IIPUMHIIMIIOB. YPOBEHb
¢puHaHCOBOTO OOecIIedeHNsT TOCYAapCTBEHHBIX CAY KAIIX A0AKEH
rapaHTUpOBaTh MM HEOOXOAMMYIO KOHKYPeHTOCIIOCOOHOCTh Ha
pbIHKe Tpyda. VIx 3apaboTHas maara A04XKHa COOTBETCTBOBATh
cpeAHeMeCsYHOI 3apabOTHON I1AaTe B IIPOMBIIIAEHHOCTH, a
TaK>Xke HaxXxOAUTBCA B 3aBUCUMOCTU OT YPOBHs IOCyAapCTBEHHOIO
yIpaBAeHIsl.

JeHexxHoe cogep>KaHMe TIOCyAapCTBEHHBIX CAY>KaIUX AO0AXKHO
CI10COOCTBOBATD yCTAaHOBAEHMIO B3aIIMOCBSI31 MEXKAY pe3yAbTaTaMI
IpodecCOHaAbHON AESATEABHOCTY CAYYKAIIVMX VM BEAVYMHONM VX
3apabOTHOI I1AaThl. B Ileasx sakpemnaeHmus Ha MecTax MOAOABIX
KBaAUQPUIIMPOBAHHBIX yIIpaBAeHUYeCKUX KalpoB HeoOXoguma
KOpPeKTUPOBKa CCTEMBI OI1AaThl TPyAa YMHOBHMKOB. OHa 404>KHa
npeAycMaTpuBaTh 3aBUCUMOCTh pa3Mepa OCHOBHOIO 40X0Ja
rOCyAapCTBEHHOIO CAy>Kalllero OT Pe3yAbTaTOB M OOIIeCTBEHHOIO
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3HayeHNs ero IpodeccnoHaabHON AesTeabHOCTH. HemaaosakHoe
3HaueHIe MMeIOT YpOBeHb IIOATOTOBKM ¥  KBaAMPUKAIIUNI
roccAy>Kalllero, ero pesyapTaTbl, €ro CIOCOOHOCTb IIPMHOCUTD
II0Ab3Y CTPaHe U AI0ASM.

Heobxoaumo yuMThIBaTh WMHAUBUAYyaAbHble 3acAyIM U BKAaj,
rOCyJapCTBEHHOIO CAy>KaIllero B  OOIIYI0O pe3yAbTaTUBHOCTD
opranmsauuu. Haao BHegpATh THMOKMe CHUCTEMBI OILAATh,
pasBuBaTh OOHYCHO-IpeMMaAbHYIO CUCTeMYy OIlAaThl  Tpyaa
rOCyAapCTBEHHBIX cAay>Kamyx. OHa 40A>KHa 3aBMCETh OT KOHEYHBIX
IoKasareAell pa3BUTHs CTPaHbLl M PETMOHOB UM OIIPeAeAsAThCS Ha
OCHOBe DKCIIEPTHBIX OIleHOK. VIcrioap3oBaHIe nepesoBOro OIbITa,
COBPE€MEHHBIX METOAOB NPUHATUS YIIPAaBACHYECKUX PpeIleHuI],
MHHOBAIIMIOHHBIX II0AX0A0B, a I1aBHOe, pe3yAbTaT I €O KayecTBO —
BOT OCHOBHBI€ KPUTEPUM DTUX OLIeHOK.

AHaAu3 MHPOBOIO OIBITa IOKa3blBaeT, YTO B OOABIIMHCTBE
CTpaH MAEOAOTUYECKUI ¥ MOPaAbHO-TICUXOAOTMYECKNe acIIeKThI,
IePCIIEeKTVBBI KaphepHOIO POCTa SBASIOTCA AAsl TOCCAY>KaIMX
0oee CHABHBIMM CTMMYyAaMH, 4eM oIldaTa Tpyaa. Heobxoammo
IIpe MCI0Ab30BaTh IOAOOHbIE MeTOABl CTUMYAMPOBAHUA
IpodecC1OHaAbHO AeATeAbHOCTI.

JAas  TIOBBIINIEHMsI MHTepeca K TIOCyJapCTBeHHO — cay>kOe
HEeOOXOAMMO yAydIleHue MaTepuaAbHO-TeXHUYECKIX u
MOPaAbHO-TICUXOAOTUYECKMX YCAOBUIL TPYAOBOM A€ATEABLHOCTU
rOCyAapPCTBEHHBIX CAY>KaIllMX.

ITocTpoeHne KapbepHOV AMHUM TOCYAapCTBEHHOTO CAY>KaIllero
AO/AXKHO ITpeAyCcMaTpIUBaTh ero I10C1e40BaTeAbHBIN POCT Oe3 pe3Kux
HeOOOCHOBAaHHBIX U3MeHeHNil caAy>keOHoro craryca. Cucremy
IIPOABIKEHNSI II0 CAY>KeOHOM AecTHUIle HeoOXOAUMO cAeAaThb
00.4ee TOKOIA.

BoccraHOBA€HMEe Ha TOCYyAapCTBEHHOI — cAy>kOe MHCTUTYTOB
HacTaBHMYECTBAa A4S Ilepedadyy  ITO3UTHUBHOTO  OIBITA U
npodeccroHaAbHBIX 3HaHMIT Oy €T CIIocOOCTBOBaTh 00.1ee OBICTPOIL
aJanTanuy HOBBIX COTPYAHUKOB. DTO 00ECIIEUNT DKCIIEPTHYIO
U KOHCYAbTAIIMOHHYIO TIOAAEPXKKY AeATEABHOCTM MOAOABIX
CITeIIaAVCTOB.
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B kauectBe pekoMeHjaumil IO OpraHmM3anuyu paboTel ¢
PYKOBOAAIIMMM  KaJdpaMM U OCHOBHBIX HaIIpaBA€HMAX ee
COBEpIIIeHCTBOBaHMs — I104aral0  OOOCHOBAaHHBIM  IPeAAOKUTDH
caeayolee:

1. PaccmaTpuBaTth pabOTy C KagpaMy M MX pe3epBaMM Kak
OPpUOPUTETHYIO 3aja4y AI000r0 pyKOBOAMTEASI.

2. PYKOBOAI/ITQZIHM ToCyaapCTB€HHBIX OPraHOB ¥ WHBIX
rocyaapCrBeHHBIX OpI‘aHI/ISaHI/Iﬂ coCpeaoTOINUTDb yCHMAVSI Ha
CaeAyIIomyX OCHOBHBIX HaIlIpaBA€HWsIX B pa60Te C Kagpamm:

2.1. B cpepe opraHM3anMOHHO-KaagpOBOI1 pabOTHI:

* paspaboTaTh HepCIIeKTUBHBIN I14aH PaOOTHI IIO Pa3BUTUIO
KaApPOBOIO IIOTeHI/aAa, OIIpeAeAB B Ka4eCTBe IIPUOPUTETHEIX
HalpaBAeHMII MHAUBMAYaABHBINI II0AX04 B  pabore cC
KagpaMmy, a TakkKe Mepbl IIPOTUBOAELVICTBIUS KOPPYILIVIOHHBIM
IIPOSBACHISM;

®  (C034aTbCUCTEMYMOHUTOPUHIABOLIEHKeKa4pOBOrOIIOTeHIIaAa.
IIpunsaTHE KaApOBLIX pelleHNni IPOBOANUTD II0 UTOTaM aHaAu3a
IIOAYYEHHBIX B XO4€ MOHUTOPUHIA Pe3yAbTaTOB;

® BHeAPATb MeTOABl OTKPBITBIX KOHKYPCHBIX OTOOpPOB Ha
rOCyJapCTBEHHYIO  CAYXKOy, pacupocTpaHmMB  IIPaKTUKY
npeABapuUTEALHOIO MCIBITAaHM:A Ilepes Ha3HauyeHueM Ha
PYKOBOAsIIIINIE AOAXKHOCTI;

e oDecrieunBaTh MHAVIBUAYaAbHBIN TTOAXO0, B pabote
C  pesepBucramiu, B TOM  4muCA€  IIPOBOAUTD 179
VHAVBUAYAAU3UPOBAHHYIO IIAaHOBYIO I10AroToBKy. Ilepea
3a4lCAeHNeM B pe3epB Y4YUTHIBATh COrJacue KaHAUAATOB,
Ppe3yAbTaTUBHOCTD UX YIIPAaBA€HYECKOM AeSATeAbHOCTY, HaA4mue
BBICOKMX A@AOBBIX UM AMYHOCTHBIX KadecTB, AUACPCKUX U
OpTaHM3aTOPCKIX CIIOCOOHOCTEN, a TaKXKe AMYHOe CTpeMAeHe
K JaAbHeiIIemMy cAy>keODHOMY IIpOABVKeHUIO;

®  yCHAUTH KOHTPOAb 3a pabOTON aTTeCTallMOHHBIX KOMMCCUI B
4YacTy aHaAM3a YPOBH: KOMIIETEHTHOCT! aTTeCTyeMBbIX AMILI;

® COBepIIeHCTBOBAaTh MEXaHM3M KOHTPOAsA 3a BLIIIOAHEHUEM
peKOMeH Al aTTeCTAllMOHHBIX KOMVICCUTA;

® OpraHmu3oBaTh CUCTEMYy KOHTPOAS 3a pabOTON C MOAOABIMU
CrernMaAucTaMy — BBIIIYCKHUKAaMIM HPOQPUABHBIX Y4eOHBIX
3aBeAE€HUI;
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® [PUHATL JAONOAHUTEABHBIE Mephl IO BHEAPEHMIO U
MCIIOAB30BAaHMIO MH(OPMaLVIOHHBIX CICTEM M TeXHOAOTHII B
KaApoBoil pabore;

®* coszaTh cucreMy ceprudukanuym  Kagpos B cdepe
yIIpaBAeHNs, B TOM 4YMCAe MX TeCTUPOBaHIs 10 OIpejeAeHIIO
1pogeccroHaabHO-A€A0BBIX ¥ AMYHOCTHBIX KayecTB, YpOBHell
KOMIIETEHIINIA;

® co3gaTh  KappepHbli ~ mopraa  Pecnybamkm  beaapych
(pecriybamMKaHCKMIT ~ IIOpTaA  yHpaBAe€HYeCKUX  KaApoB),
BBIITOAHAIONUI (PYHKOUM €AMHOIO aBTOMAaTU3MPOBAaHHOTO
OaHKa 4aHHBIX KagpoB B cpepe yIIpaBAeHI;

* TpaHcPopMMPOBaTh KaJpOBble CAY>KObI B OpraHM3allIOHHBIE
U aHaAUTUYeCKe IIeHTPBl yIIPaBAeHUs pa3BUTIEM KaipOBOTO
IIOTEHII1AAa;

2.2. B cpepe gaabHeiinero npodeccmoHaabHOTO Pa3BUTHS:

® oOecrieunTh  IOBBIIIEHNE  IPOPECcCMOHAABHOIO  YPOBHS
KaJpOBOTO IOTeHI[Mala roCyAapCTBeHHO CAYKOBI,
Oasupyromieecss Ha KOMILAEKCHOM MeToge OOy4yeHUs Ha
OCHOBE €AVHCTBa IOATOTOBKM, I€perOATOTOBKM, ITOBBIIIEHNS
KBaAMQUKalNy, CTaXKMPOBKM 11 CaMOODpa3oBaHIs;

* BHeAPUTb  CHUCTeMy  IIOCTPOEHMs  KapbepHON  AUMHUU
rOCyAapCTBEeHHOTO CAy>Kalllero;

* Co3aaTth crcTeMy KOPIIOPaTUBHOTO oOy4JeHnsI,
OPMEeHTUPOBAHHOIO Ha (POPMUPOBaHNE aKTyaAbHBIX 3HAHUII B
004acTy TOAUTUKY, DKOHOMMUKI, ITPaBa;

®  JCIIOAB30BaTh KOMIIETEHTHOCTHBIN I104XO/4 B OIleHKe YPOBH:
11po¢ecCrOHaAbHOTO Pa3BUTIA KaJpOBOTIO IIOTeHITaAa;

®* Co3gaTh  CHUCTeMy  CTaXUPOBOK B IIPaBUTeABCTBe,
pecrry0AMKaHCKIX OpraHax TOCyJapCTBEHHOTO YIIpaBAeHUs, B
IIPpOPUABHBIX OPTaHM3ALNIX Ha ITTaTHBIX A0AXKHOCTIX;

* coBMecTHO ¢ Munucrepcrsom obOpaszoBanust PecryOauknm
beaapycp ¢ wucnoap3oBaHmeM IOTeHIIMada YUpeKAeHUI
BBICIIIETO OOpa3oBaHMs B PerroHax, Ha ITOCTOSTHHON OCHOBe
OpraHm3oBath OOy4eHue HOBBIM M COBPeMEeHHBIM KaJpOBBIM
TeXHOAOTHIM, HQPOPMaIMIOHHO-KOMMYHUKAIIVIOHHBIM
TeXHOAOTMAM, ODydeHue Ha KypcaX MHOCTPaHHBIX SI3bIKOB;
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2.3. B cpepe cOBepIIeHCTBOBAHNMSI HOPMAaTMBHBIX IIPaBOBBIX

aKTOB, peTyApYIOMNX pabOTy ¢ KagpaMIn:

* paspaborath [loaoxeHme 00 oTpacaeBOM 3HaKe OTAMYUS
«OTAMYHUK TOCYyAaPCTBEHHOM CAY>XKOBI»;

* paspaboraTh IIpoekT Jexkaapanuum cay>KeOHOTO ITOBeAeHIs
roCyapCTBEHHOIO CAY>Kalllero;

* paszpaboraTh IpOeKT MoAeAbHOTO KOJAeKca IIOBeAeHUs
roCcyAapCTBeHHBIX cAy>Kamux Pecrybankn beaapycs;

2.4. B cpepe 1ae010TMIecKON pabOTHI € KagpaMmu:

® OpraHM30BaTh B paMKaX PeIVOHOB U PecITyOAMKY Ha CHCTEeMHOI
OCHOBe II0/ABeJeHNe UTOTOB paboThHl C BpydeHMeM Ay4IINM
3HaKa «OTAMYHUK TOCyAaPCTBEHHON CAY>KObI»;

* cdopmuposars 610K IpaBuA IOBeAeHMUs], 0OeCcIIednBalOIIX
IIOBBIIIIEHNe VIMIAXKA TOCYyJapCTBEHHOTO CAY>Kalllero, B TOM
qucae OOs3aHHOCTY IIPMHECEHUs IIPUCATY BCEMU AUIaMI,
ITOCTYMAIOIIVIMI Ha TOCYAapCTBEHHYIO CAY>KOY;

* obecrieunTs Ha I11aHOBOYI OCHOBE IIPOBeAeHIe KPYTABIX CTOAOB,
CeMIHApOB, MHBIX MePOIPUATUI Pecy0AMKaHCKOTO YPOBH:,
HaIllpaBA€HHBIX Ha IIOBbIIIeHNe D(QQPeKTUBHOCTY KaApOBOIi
paboThI, pa3BUTIE UMIIAXKA TOCYAQaPCTBEHHBIX CAYKAIIUX;

®* BHeJPUTH B IIPAKTUKy PabOTHI KaApOBBIX CAYKO ITOCTOSIHHO
AEVICTBYIOIIJIe CeMMHaphl II0 OOMEHy OIIBITOM B cdepe
KagpoBOJl padOTHI B paMKax IIPOBeAEHISI COOTBETCTBYIOIIVIX
«KPYTABIX CTOA0B» C IEPUOAVNIHOCTHIO pa3 B 6 MeCsIIIes;

2.5. B cpepe MaTepMaabHOIO M COLIMAAbHOIO OOecredeHst

KaapoOB:

® COBEpPIIEHCTBOBATh CHUCTEMY MOTHBALUM, COOTBETCTBYIOIIYIO
YPOBHIO KBaanu(puKaIum ypapAeHIeckIx Kalpos;

®* BHeApATb CuUCTeMy OOHyCHOI (IIpeMMaAbHOM) CHCTeMBI
IIOOIIPEHNS] TOCYAaPCTBEHHBIX CAY KAIIUX B 3aBUCHMOCTU OT
KOHEYHBIX ITOKa3aTeAell Pa3BUTIUs CTPAaHbI I PETMOHOB.

MSAO)KGHHOQ, opn 3peAoM pa3MBbIIIAEHNY, IMEET TeOpeTIIeCKoe
" IIpaKTU4eCcKoe 3Ha4YeHme AAs pasBUTHUA M COBEPIIEeHCTBOBaHMA
PYKOBOAAIIMX KadpOB B HallllOHAAbHOM Macrmraoe. HpaBaa, He
caeayeTt IIpeyMeHblIIaTh TPYAHOCTI Ha DTOM ITyTU.
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PEECTP TOCYAAPCTBEHHDBIX YCAYT KAK KOMITOHEHT
CUCTEMBI SAEKTPOHHOTO TTPABUTEALCTBA B
Poccurmckoim MEAEPALTNN

E. M. Cmopun’
AnHomayus

B cmamve  paccmampueaemcs — cmpykmypa, — ocobeHHOCHIU
PyHKYyUOHUpOSAHUS, A  MAKKe NOMEHUUAADHDIE — B03MOKHOCHIU
ucnoavsosanus Peecmpa zocydapcmeerinoix yeaye (PIY) ¢ Poccuiickoi
Qedepayuu KAK IAEMEHMA CUCTEMbL IAEKMPOHHO020 NPASUTIEALCIIEA.
ITpu popmuposarnuu Peecmpa kax zocydapcmeenton UHPOpMayuoHHo
cucmemvl 8 Cmamve PACCMAMPUBAIOMCS HEKOMOpole HOPMAMUBHO-
npasosvle, 0p2AHU3ALUOHHDIE U MEXHOA0ZUUecKUe 0C00eHHOCTU, KOmopble
onpedeAdiom Kax 0ZpaHuueHus, max u 603MOXKHOCHIU N0 PASSUMUTO
Peecmpa.

Katouesvie caosa: zocydapcmeertvie ycayzu, peecmp 20cyoapcmeeHolx
YCAY2, MeX6eJ0MCmEeHHoe 63aUMOoelicmeue, nopma 20Cy0apcneeHHulx

yeaye.
Abstract

The article examines the structure, specific features and potential
opportunities of Public Services Registry (PSR) in Russian Federation.
PSR as information system serves as a component of electronic government
system in Russia. We describe PSR formation and further development
from legal, organizational and technological limitations and perspectives.

Key words: public services, public services registry, interagency
information sharing, public services portal
BBeaenue

ITocTpoenne cucTeMpl 9A€KTPOHHOIO IIPaBUTEAbCTBA B Poccmiickon
Depeparnun 6110 3as1BaeHO B PejepaabHOI 11eA€BOI IIporpaMme

TE. M. Cmuipun — 6edywguil nayunsiii compyOHux Hucmumyma 20cy0apcmeeno20 u MyHUYUnaibho20
ynpasnenuss HUY «Bvicwas [lkona Dxonomukuy, Poccutickas @edepayus.
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«Daexkrponnas Poccus 2002-2010» [3]. B peaepaannoit mporpamme
«/InpopmaronHoe 00111eCTBO (2011-2020)» IIPOM3O0IILA0
YTOYHEeHVe IOHATNS DAeKTPOHHOIO IIpaBUTEeAbCTBA IIpeXKAe BCero
C TOYKM 3peHusl MacirTados 3adaun [6]. Ecam B «DaekTpoHHOI
Poccum» cucreMa 94eKTPOHHOIO IIpaBUTEABCTBA OIlpejeaAsaach
B IIMPOKOM CMBICAe: BKAIOYada UHQPPacTpyKTypy AOCTyIIa,
KOMIIBIOTEPHYIO TPaMOTHOCTb, KyABTYpPY MH(OPMAalIOHHOIO
oOmectBa, TO B «VIHpOpMaIIMOHHOM OOIIecTBe» MOXKHO YeTKO
BBIA@AUTH IIOAIIPOTPaMMy  9A€KTPOHHOIO IIpaBUTEAbCTBA, B
KOTOPOM Ba’KHeNIIel 3ajadell CTaHOBUTCSA peaan3aliiisl COpoKa
HanOo.ee TIPUMOPUTETHBIX TOCYAApPCTBEHHBIX YCAYT (elepaabHOTO
3HayeH!s B 9AeKTPOHHOM BUAe TaKUM OOpa3oM, UTOOBI A0As
rpak4aH, KOTopas BOCIIOAb3yeTCsl MU B 9AeKTPOHHOM BuAe, Oblaa
KpaiiHe BbICOKOII (He MeHee 70% rpaxkaaH k 2018 roay) [8].

B cratbe paccmarpmeBaeTcst mpollecc coszdaHmsa  Peecrpa
rOCy4apCTBEHHBIX ~ YCAYT KaK MH(OPMAIVIOHHON  CUCTEeMEI,
NPUBOAATCA 1leAM UM 3ajadyl ero COo3JaHms, paccMaTpuBaIOTCs
0CcOOeHHOCTM U OorpaHMyeHus padbotel Peectpa nipu opranmsanun
MEXXBEeAOMCTBEHHOTO B3alIMOJENCTBUS, BBISIBAEHHBIE HA OCHOBE
COIIMOAOIMYECKOTO  OIIpOCa TOCYAAapCTBEHHBIX — CAY>KaIlUMX —
noan3oBareaent PI'Y. B 3akaroueHny onmcpIBaIOTCsA HePCIIeKTHBLI
passuTua Peectpa rocy apcTBeHHBIX YCAYT.

1. KamoueBble KOMIIOHEHTBHI CHUCTE€MBI 91eKTPOHHOTIO
npasBuTeabcTBa B Poccum

Aas  peaamsauum 3ajady IiepeBojda B DAEKTPOHHBIN B/,
IIPUOPUTETHBIX TOCYAaPCTBEHHBIX YCAYT TPeOOBaA0Ch peaan30oBaTh
IopTaA TOCYyAapCTBEHHBIX YCAYI KaK €AMHYIO TOYKy JAOCTyHa K
pecypcaM rocyAapcrBa, peecTp rocyAapCTBEHHBIX YCAYT KaK e4VHYIO
MHPOPMAIIMOHHO-CIIPABOYHYIO CUCTeMY XpaHeHUs OIIMCaHUs
TOCyAapCTBEHHBIX YCAYI M OpraHM3aluy Me>KBejOMCTBEHHOTO
B3alIMOAENCTBMA IO  COT4acOBaHMIO  aAMUHMCTPaTUBHBIX
peraaMeHTOB  IOCyJAapCTBEHHBIX — YCAYT, Me>XXBeJOMCTBEHHYIO
CICTeMY DAeKTPOHHOTO B3aMOAENCTBUSA M MHPPaCTpyKTypy
AOCTyIla TIpaXAaH K DAeKTpOHHBIM ycayram. CxemMaTM4HO
MHQPaCTPYKTypa 9AeKTPOHHOTIO IIpaBUTEAbCTBA Ha dpesepaabHOM
yposHe B Poccuu nipeacraBaeHa Ha puc. 1.
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B ocHOBe cucTeMbl 3a10>KeHBI cAeayronire KOMIIOHEHTBDI.

° HOpTaA TOCyAapCTBEHHBIX YCAYTI — Www.gosuslugi.ru -

eAMHOe OKHO AAsl AOCTyIa KO BCell cucreMe POCCUIICKUX
TOCyAapCTBEHHBIX yCAYT, B TOM 411CA€ B DAE€KTPOHHOM BIIAE.

e Cucrema ME>XBEe4OMCTBEHHOI'O DA€KTPOHHOI'O BSaI/IMO,Zl,eﬁICTBI/ISI
(CM3BB) - TtpaHcrnopTHas cpeda AAs obeciiedeHUs paOOTHI
ME>KBEe4OMCTBEHHBIX CEPBIICOB.

e Kanaasr AOCTyIla K YycAyraM - Te/le(l)OHHble LeHTPbI,
MHOI'OCI)YHKI_U/IOHa]H)HI)Ie LJEHTPBI, CeThb TepMIHAA0B,
y,ZI,OCTOBep}IIOH_U/HZ LOEeHTp 4451 aYTeHTI/ICl)I/IKaI_U/II/I M aBTOpM3alNN
rpaxkaaH.

° PeeCTp roCcyAapCTBEHHBIX YyCAYI — CIIPpaBOYHO-KOHTPOAbHAsI
nmoAacucreMa XpaHeHN:T OIIMCaHIsI U AOTUKIML TOCYAQpCTBEHHBIX
ycayr, KOoTopas Cl)OpMI/IpyeTCﬂ OpraHaMm BAacCTu u
TpaHCAUPYETCI TI'pa’kKdaHaM 4Yepe3 IIopTad IoCydapCTBEHHbIX

ycayr'.

KomnnekcHOe pelueHue
AR NPeAO0CTaB/EHNA YCAYT B NEKTPOHHOM BUAE

S

MH¢pac7pyKrypa 3/1IEKTPOHHOTIO NpaBuUTeNbCTBa
n 4 - 3 A douB
4 Yuactumk npouecca
Y T OKasaHuA yCIyru
. f Cuctema >
: 6esonacHoctn L. WMhdopmaunonnan |
| Ld ¥ E}icnmema [ole]7]:] |
LiexTp Eannbiit
o obiyecTeenHor nopran
Aoctyna
; =t rocycnyr o ®ounB
- ——— %+ YuacTuuk npouecca
= :FF OKasaHus ycayru
SR ¢ N
® \ : Uudopmaumonnan
© = . il Yaocrosepsiowuia Eé; cucrema POUB |
" TenedhoHHoro Llentp ——
obenyxuBaris
®OWB, e ¥ Yuactumk npouecca
“okasbisarowuin yeayry Cumpy= o OKasaHua yenyru
I BNEKTPOHHOro "/ 2
Cuctema npuema s3anmoeicrans (CM3B) ) WHdopmaLMoHHas
3anABOK == % cuctema ®OUB |
(. ak 0

Puc. 1 - Cucmema arexmponinozo npasumervcmea 6 Poccuu

! Qns npocmomul uznodcenus mol danee paccmampusaem Peecmp kak cucmemy na gedepanshom
yposHne ynpasierus 6 Poccuiickou @edepayuu. Oonako samemum, umo Peecmp codeporcum ceedenus
U 0 Pe2UOHANbHBLX, U MYHUYUNATbHBIX yeayeax. Paccmompennvie ocobennocmu pabomul Peecmpa
Ha hedepaibHoM yposHe 8 NOIHOU Mepe MO2Ym Oblib NPUMEHUMbL U K Pe2UOHATbHOMY, U K MYHUYU-
nanbHoMy ypoeHio ynpaeaenus 6 Poccuu.
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2. Ilpeaniocerakm co3ganmst PeecTpa rocy AapCTBeHHbBIX yCAYT

PeaauzosniBasIasics B Poccun PeaepaspHas 11eaeBast
nporpamMmma «AamunucrpatusHas pedopma (2006-2010)» mnmeaa
B KayecTBe OAHON M3 TAaBHBIX Iledeii (popMUpOBaHME CHCTEMBI
BBICOKaYeCTBEHHBIX TOCYAaPCTBEHHBIX yCAYT [7].

B 9TO0I CBA3M cTaau padpadaThIBaThCs CTaHAAPTHI TOCYAaPCTBEHHBIX
yCAYyT, a TakKXXe aJAMUHUCTPATUBHBIE PErAMEHTHl — HOPMaTHUBHO-
IIPaBOBLIE aAKTBI, OIIpeAeAsIOlIie CPOKU U I10CAe40BaTeAbHOCTD
aAMUHUCTPATUBHBIX IPOLIeAYP, aiMUHUCTPATUBHBIX AVICTBUI
U NPUHATUS pelleHU! ¢esepalbHOIO OpraHa MCIIOAHUTEABLHOM
BAACTM, a TakKXe IIOPsAAOK B3aIMOAENCTBUA MEXAYy €ro
CTPYKTYPHBIMU roApasjeAeHUsAMY, roCyAapCTBeHHBIMU
CAYKaIlUMI, a TaKXe ero B3aMOJENCTBUA C (PU3NIeCKNMU
AN IOPUAMYECKMMU AuLlaMU (3asBUTeASIMIU) IPU MCIIOAHEHUN
rocyJapcrseHHoi QyHKUMM (IIpesocTaBAeHNN TOCyAapCTBEHHON

yCAyTH]).

Ormpeaeasoniyio poab B IPOABVKEHIU CUCTEMBI TOCYAapPCTBEHHBIX
ycayr coirpaao npunsatue ®PegepaapHoro 3akona ®3 No 210
«O  mpeaocTaBA€HMM TOCYAapCTBEHHBIX I MYHUIIMITAABHBIX
yCAyI», B KOTOPOM JaBaloCh HamboJee 4eTKOe OIpejeleHue
rOCyapCTBEHHOM yCAYTM UM ee ®AeKTPOHHOMY aHaAOoIy, a TakXke
crrocobaM 1 BO3MOXKHOCTSM IIPeAO0CTaBAHIs yCAYT IpaXkgaHaM 1
opraHmsanuam [2].

Aas TOro 4ToObI 0OECIIeYNTh KOHTPOAb KadecTBa (POPMUPOBaHIAS
a/MUHUCTPATUBHBIX peraaMeHTOB KaK CO CTOPOHBI OpraHOB
BAaCTH, TaK U CO CTOPOHBI IpakAaH, ObLA0 HEOOXOAMMO CO34aTh
eAVMHBINl Pero3UTOPUIl AAsl XpaHEHUs TOCyAapCTBEHHBIX YCAYT,
C BO3MOXHOCTBIO aHaAM3a MX OINMCAHMS, COBMECTHON pabOThI
Ha/, COBePIIeHCTOBaHMeM IpaBUA MX IpejocTaBAeHUs (IO CyTH
a/MIHUCTPATUBHBIX peraaMeHTOB) U oDecrieyeHueM AoCTylla K
HeMy BCeX >KeAalolNX CpaBHUTH (aKTUIeckoe KaueCcTBO OKa3aHIs
rOCyAapCTBEHHBIX YCAYT C 3asBAeHHBIM [1, 4, 5].

Taxum oOpasom, Haumzas ¢ 2007 roga, crala peaamn3OBBIBATHCS
naes co3gaHms Peectpa rocygapCTBEHHBIX YCAYI, KOTOPBIN
yCTaHaBAMBaA  eAUMHOOOpasHble  IIpasuda  (POPMUPOBAHUS
OIMCaHN yCAYT, UX MyOAMKalUM, AaBaad BO3MOXKHOCTU aHaAM3a
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U COIIOCTaBAEHMs IIPOIeCCOB IepeBoja TOCyAapCTBeHHBIX YCAYT B
(popmaan30BaHHBIN Bl IO Pa3HBIM OpraHaM BAacCTM U, YTO caMoe
raasHoe, PeecTp 40aKeH OBlA CAYXUTH ODK-OPUC CUCTEMON AAs
IopTrada ToCcy4apCTBeHHBIX YCAYT, C IIOMOIIBIO KOTOPOTO MOXKHO
0B110 IyOAMYNUTH COTAacOBaHHBIE BHYTPM BEAOMCTB YCAYIU AAs
Tpa’kAaH.

OmneparopoM M OTBETCTBEHHBIM TOcOpraHoMm 3a pabory PI'Y
BBICTYIMAO MuHsKkoHOMUKM Poccun, raaBHBIM MeTOA0AOTOM —
HITY «Bricinast I1Iko1a DKOHOMUKII».

3. Crpyktypa PeecTpa rocysgapcTBeHHBIX yCAyT

Ha camom BbicokOM ypoBHe PI'Y — 9TO COBOKYITHOCTH (pegepaabHBIX
OpraHOB UCIIOAHUTEABHOM BAACTU, MO KaXAOMYy M3 KOTOPBIX
IIPUBOAUTCSA  CIMCOK  OKa3blBaeéMBIX IMU  YCAYT  COTAacHO
nnoaHomouresiM. CTpykrypa Py BHY TpM OnIMcaHs TOCY AapCTBEHHBIX
yCAYT OTpakaeT CTPYKTYpy MX aJAMUHUCTPaTUBHBIX periaMeHTOB
rOCyJapCTBEHHBIX YCAYT U IpeAlloAaraeT HaAn4dye CAeAyIOIINX
pas3AeaoB (IPUBOASITCS B YKPYIIHEHHOM BHA€):

1) mammeHoBaHMe rocygapCTBeHHON yCAYTY;

2) cBegenuss 00 ycayromoaydaTtede (dpusmdyeckoe u (1An)
I0pUANYeCcKOe AUII0);

3) HauMMeHOBaHMe I€HTPaAbHOIO TOCYyAapCTBEHHOIO OpraHa,
paspabaTbIBaloOIero craHAapT roCyAapCTBeHHOM yCAYTH;

4) HauMMeHOBaHIe yCAyrojaTeAas;

5) HamMeHOBaHMe OpraHu3aluii, OCYIIECTBASIOIINX IIpueM
3asBAGHMII U BbIAAuy pe3yAbTaTOB OKa3aHMUs TOCyAapCTBeHHOI
ycayru, u (MAM) yKasaHuMe Ha BeO-IlopTajde «®AeKTPOHHOTO
IIpaBUTeAbCTBa» B CAydae OKa3aHUsA IOCYyJapCTBEHHON YCAYIM B
DAEKTPOHHOI popMme;

6) ¢opMa oOKazaHMSI TOCYJapCTBEHHON ycayru (OymakHasi/
DAeKTPOHHas);

7) maaTHOCTh AMOO OecIiAaTHOCTh OKa3aHMs IOCyAapCTBeHHOI
yCAYTH;

8) IOpAAOK OKa3aHMU: yCAYIV;

9) nmpuMedaHIN/M3MEHEHN.

OrMeTnM 0cOOeHHO pasjea «IIOPsAA0K OKa3aHUsA ycayru». B nero

«3allliiTa» IIponeAdypa OKazaHN:A yCAyIM IIO IaraM: OT MOMEHTa
I1o4a4m 3as1BA€HMST A0 BapMaHTOB IIPUHATIS PEIIEHIIA 00 okaszaHuu
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yCayrm OTBETCTBEHHBIM OpraHOM I 40 Cl)OpMI/IpOBaHI/I}I 1 OIIMCaHII
UTOTIOBOIO pesyabTaTa yCAYTL.

/OKyMeHTbI, HeOOXOAMIMBIe AA51 MHUITUAIIUM YCAYTHU, U 111a0A0HBI
Pe3yAbTUPYIOIINX AOKYMEHTOB TaKXKe XPaHITCS BHYTPU AaHHOTO
pasaeaa. Yem 6o.ee romraroso popmMaan3oBaH aAMITHCTPaTUBHBIN
peraament B PI'Y, Tem aerde cozaaBaTh ero 9AeKTpOHHBIN aHAAOT U
¢popmupoBath 10 HEMy 51eKTPOHHOE IIPeAOCTaBAeHIe YCAYTIA.

3aMeTuM, 4To 4451 KaXKA0M ycayTu B PeecTpe XpaHATCsI HOPMaTUBHO-
IIPaBOBbIe 4OKYMEHTHI, pPery APYIOIINe I OIpeeAsIOie IOPAA0K
ee OKaszaHus U noaydenus. JOKYMEHTBI XPaHATCs B 9A€KTPOHHOM
BUIE.

Aocrynnt k PIY moaywaior Bce oOpraHbpl BAaCTU: HO KaXKABII K
csoeMy pasdeay. JocTyll opraHusyercs: depes UAEHTU(PUKAIIUIO
OTBETCTBEHHOTO AMIJa OT OpraHa BAaCTU Yepe3 DAeKTPOHHO-
1@ posyio nouTy. Takoi COTpyAHMK BITpaBe M3MEeHSTh COAe PKIMOe
yCAyT, IIOCAe 4ero M3MeHeHUs AOAXKHBI (PUKCUpOBaThcs B Oase
AaHHbIX Peecrpa.

B Peectpe Begercs XypHaaupoBaHUe BCeX AelicTBuil. VIsBecTHo,
KTO U KaKle U3MEeHEeHIsI B KaKOl MOMeHT BpeMeHI IIPOU3BOANA B
Peecrpe. DT0 103B0OAsI€T MOBBICUTH II€PCOHAABHYIO OTBETCTBEHHOCTD
3a IMPaBUABHOCTD HaroAHeHn: Peecrpa.

ITpumep coaep>xumoro PI'Y npeacrasaen Ha puc. 2.

= FIEHIMPOBaHE AEATENBHOCTA N0 NPOVEBOACTAY NIEKAPCTBEHHbLIX CPEeACTE

Sronraie coearm (7) | Pacumperaie coeaeres (*) | HNA (%) | PaGoume aorymerut () ") Pernasent G rec

VuacTmyrouse opr e (#)

e Ampanuan chy=ta N Haasopy b chepe el U il

Vasmre

[Foooraiea77

[E O

peacre

Ll

Srauerase knsceibimcaTopa yemyr (*J:
@ e [Baspare.. [ erwermme | Ton yuacTia (4)

Toprosnaiipoes Buspare... | oocrime

il opran (*):
[@=a - Bulpate.. [ ——

oy |

(=]

Puc. 2 - IIpumep cmpyxmypor pasdera PI'Y
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4. OcHoBHBIe TpO0OAeMbl MCII0ab30BaHMsA PeecTpa Kak
MH@OPMaIIVIOHHOM CHCTeMbI

Paboty no nanoanenuio Peectpa ocyIiecTBasan OAHOBPEMEHHO
BCe TOCYJapCTBEHHbIE OpraHbl. ABTOP 4aHHOTO MCCA€AOBaHMS Ha
OCHOBE aHKeTMPOBaHM: OTBETCTBEHHBIX 3a HaroaHeHue Peecrpa
COTPYAHUKOB A€CATYU B A0MCTB CMOT BBISIBUTD CA€AYIOIINIE OCHOBHBIE
I1po04eMbl, KOTOpble BOSHUKAN y HUX IIpU B3aumModerictsuu ¢ PTY
Kak MHPOPMAaIIVIOHHON CHCTEMOIL.

Caoxcnviii unmepgetic Ors sanorqenus. Muorue noas u pazaeast B PI'Y
TpE6OBaAI/I AOITOAHUTEABHOIO IIOSICHEHISI. Haspanus paszaeaos nu
1oapasAeaoB ObLAM He BCerda yAadHbl, UTO Melllal0 COTPYyAHMKaM
pa306paTbc;1 C IIpaBMNAbHBIM BBOAOM AaHHBIX.

Iuxosvie Hazpysxu wa PI'V npu sanoAneruu: nIpyu OAHOBPEMEHHOM
O6paH_[eHI/H/I K PI'Y cucrema moraa odeHn A0ATO pearmpoBaTtbh "
OTBeJaTh Ha 3aIIPOCHI 10 3aII0AHEHMIO TTOAENA.

Paccunxponusayus codepkumozo mexoy padouumu cmaHyuimu u
ocrosHviM cepsepom PI'Y. PI'Y umeer pacripeseaeHHYIO CUCTeMY, TAe
KAMEHTCKMe IIPUAOXKeHNs yCTaHaBAMBAAMCh Ha pabodne CTaHIUMI
COTPYAHUKOB rocopraHos. IIpyu ToM npu «3aBUCaHUNM» CUCT@MBI
MOraa IIPOMCXOAUTH PacCMHXpOHU3alMM JaHHBIX. B Takom
cAydae Ha OCHOBE eAMHOJ CAY>KOBI II0AAEP>KKM, OPTaHM30BaHHOI
oneparopom PI'Y mpuxoamaocs 400MBaThCsl CMHXPOHMU3AIINM T10
A@HHBIM.

Omcymcemeue eduroz0 HOpMAMUEHO-Npasosozo cnpasounuka. Peectp
He Obla IMOAKAIOYEH K Yy>Ke CYIIeCTBYIOIIVMM IANM CllennaabHO
pa3pa6OTaHHbIM HOPMaTMBHO-IIPaBOBbIM CIIpaBOYHIIKaM. B
9TOM CBA3M HOPMaTUBHO-IIpaBOBOe oODecIleyeHMe IIpolecca
IIpeAoCTaBAEHII FOCy,ﬂ,apCTBeHHOﬁ ycayru CTaHOBIMAOCH
MHOTAa OTAEABHBIM JCCAeAOBaHMeM, IIOCKOABKY TpeOOoBaaoCh
obecrieunTh IIOAHOTY COHpOBO)K,ZI,aIOH_IeIZ HOpMaTI/IBHO-HpaBOBOI?I
AOKYMEHTaIIVN.

Omcymcemeue 6  cucmeme KOMAHO — «KONUPOBATD»-<6CMAGUNITDY.
3anoanenne ycayru B Peecrpe — 9TO TpygoeMKmii mporiecc.
IToab3oBaTean He MOTAM KOIMPOBATh YK€ 3aIll0AHEHHBIE Pa3aebl
11 OBLAV BBIHY>KA€HBI 3aHOBO 3aII0AHATDL IIOXOXKIE JaHHbIe.
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Cmamyc  3anoanenus ycayeu. /Ao Tex TIIOp IOKa CTaryc
AAMUHIUICTPAaTIBHOTO peraamMeHra ycAyru He CMEHUTCI C
<<pa3pa6aTbIBaeMoro» Ha <<yTBep)K,ZI,eHHbII7I>> OTBE€TCTBEHHOE ANIIO
B TOCOpTaHe He MOXeT IIOAHOCTBIO OIMCaTh TOCYCAYTYy, KaK TOTO
Tpedyet crpykrypa PT'Y [10].

Taxkum obpasom, padora c PI'Y kak mHPOPMaLMOHHON CUCTEMOIA
oOHapyXmaa HOpoOAeMBbl TEeXHUYECKOIO, OpTaHM3allIOHHOTO U
HOPMaTUBHO-IIPAaBOBOTO XapakTepa, 4To gedaeT PI'Y TummaHeiM
IIPOEKTOM DAeKTPOHHOTO IIPaBUTEAbCTBA.

PaccmoTpuM gasee, Kak BhlIIellepedricAeHHbIe IIp00AeMBl, a TakXkKe
Doaee aMOMIIMO3HBIE €A IIO MHTerpanyuy MHEPOPMAaIIVIOHHBIX
OOMEHOB MeXAy TOCOpraHaMl MOKHO peaaAn3oBaTh Ha OCHOBE
pacmmpennst pyHKumonaaa PI'Y.

5. Hartpasaenmns coBepuieHcTBOBaHMs paboThl PeecTpa

Cosepmiencrsosanue padboTsl PI'Y MOXeT MATH IO HECKOABKUM
HanpaBaeHusiM. Ilpexxge Bcero, »T0 TexHoaormudeckoe. Ecrtb
IOTeHIIMaA AAs M3MeHeHUs uHTepdelica pabOTHI: IOsBAEHUe
BHYTPEHHEeN CIIPaBOYHON AOKYMEHTAIlM, II0AeM aBTO3aIl0AHEeH
U BBINAJAIOLIMX CIMCKOB AAsl BBIOOpa BO3MOSKHBIX 3HAYeHUI
roJen. DTO MO3BOAUT CHU3UTh HAarpy3Ky Ha LIEHTP HOAAEPKKU
paboter ¢ PI'Y u ymMeHBIIMT KOAMYECTBO OIIMOOK 3aIlOAHEHM:.
ApyruM  TeXHOAOTMYECKMM HAE€MEHTOM SBASeTCSA  yAaleHue
AyOAMPYIOIIMX TIOAeMl U pas3AeaoB, AMOO KOHKpeTM3alms WX
Ha3BaHUIL. B 9acTHOCTM, TPUMEHUMO A4s TOAS «KOMMEHTapuu
II0 ycAyre», 3all0AHeHNe KOTOPOIO 3aBUCUT OT pa3jeda, B KOTOpOM
oHo 3anoansierca. Caegyer Taxxe Ao0asuth B PI'Y HOpMaTUBHO-
ITPAaBOBOVI CIIPABOYHMK.

Apyroe  HampapleHMe  paOOTBl IIO  COBEpPIIEHCTBOBAHUIO
PTY wMoxHO Ha3BaThb OpraHM3allMOHHBIM. Takoe Ha3BaHUe
roapasyMeBpaeT (OpMUpPOBaHME WHTETPAIIIOHHBIX IIPOIIeCCOB
Me>KBeJOMCTBeHHOTO NMH(pOpMaIMoHHOTo ooMeHa. Tak, onmcanue
ycayru B PeecTpe MOXHO paclIMpUTh II0AeM <« KU3HEHHas
CUTyalysA», 4YTO TTO3BOANAO OBl 00BEAVHNUTD Psij Pa3ANIHBIX YCAYT
B €AVHYIO JKM3HEHHYIO CUTyallMIO, K KOTOPOIl MOXHO OTHeCTH,
HalpyMep, «IIOMCK pabOThl» MAM «IIOAydeHUe OOpasoBaHII».
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Taxoke B 4aHHOe HalpaBAeHIe BXOAUT MeXKBeJOMCTBeHHas paboTa
II0 COrAacoBaHMIO aAMUHNICTPATUBHBIX pPerAaMeHTOB YyCAYT.
Me>xBe4OMCTBEHHOCTb ~ SIBASI€TCSI  CBOMICTBOM  AI0DON  CHCTEMBI
rOCyAapCTBeHHOTIO yrpasaeHus [9].

B Poccum npobGaema  opraHmsanuy — Me>KBeJOMCTBEHHOIO
B3alIMOAENCTBUSI ~ OCAOXKHSETCS ~ MacIiTaboOM — POCCUIICKOTO
rocyJapcrsa  ”  paclpeseAeHHOCTM TOCOPraHoB, HaIlpumep,
TeppPUTOPUAABHON. /451 TEpOPraHOB cAeAyeT BBOAUTL MeXaHU3MBbI
CHMHXPOHU3AIUY MHPOPMAIINN C TOAOBHBIM OPTaHOM.

Tak, mpeaaaraercs pasaeanTh aAMUHUCTPATUBHBIE PErAaMeHTBI
Ha CTaTUMYecKyl0 M AMHAMMYECKYIO YacTu MO MHQOPMAaIIUA.
Hanpumep, «aMHamMmueckoii» 4acThIO peraaMeHTa ABASI0TCA agpeca
TepPUTOPMAABHBIX OPTaHOB, MEHATh KOTOpPble PEeKOMEHAYeTCs
0e3 IpOXOKAEeHMs CAOXKHON IpolLelyphbl COrAacoBaHI, a TakKe
MecTa IpeAoCTaBAeHNs TOCYAapCTBEHHBIX ycayr. B 1o >xe Bpems
UM3MeHeHNe AOTMKM OKa3aHWUs yCAYTM B peraaMeHTe OTHOCUTCA K
«CTaTUYeCKO» JacT, a 3HaUMUT, TpeOyeT COraacoBaHIsI.

Eme ogHOM  MHOTeHIMaABHO  yAOOHON  (PYHKIIMOHAABHOI
BO3MO>KHOCTBIO PTY AOAXKEeH cTaTh KOHCTPYKTOP
aAMMHUCTPATUBHBIX  perdaMeHTOB. DTOT MO4yaAb  AO0AXKeH
I103BOAUTH (POPMIUPOBATh HOBbIE aAMUHICTPATUBHbIE peridaMeHThl
13 6A0KOB MAM DAEMEHTOB, y>Ke CyIIeCTBYIOIINX U OMNMCaHHBIX B
PT'Y. DTO MO3BOAUT CyIIIeCTBEHHO COKPATUTDh BpeMeHHbIe U3Ae P KK
U YIPOCTUTD pabOTy IO CO3JaHUIO HOBBIX PeTrAaMeHTOB.

Ilepexoa or «OymMa>kHOTO» COTJacoBaHUs U3MEHEHUI B
aAMMHICTPaTUBHBIX perdaMeHTax K 91eKTPOHHOMY TpeOyeT TeCHO
nnarerpauun PIY co CMDB, korga a44s coraacoBanus M3MeHEHUI
Ka’KAbIM BeAOMCTBOM OyAyT pa3dpaOoTaHbl COOCTBEHHBIE CePBICHI,
Jepes KOTOpHBIe AaHHbIe 00 M3MeHeHIsIX Oy AyT IIOCTYIIaTh OT OAHOTO
BeAOMCTBa K APYIOMY UAM OT OAHOIO TePPUTOPUAABbHOIO OpraHa
B TOAOBHOI1 OpraH BaacTu. /sl TOro mpejaaraercs MHTerpanus
PI'Y u CMDB uepes Moayab ToCyAapCTBeHHON MH(POPMAIVIOHHO
CHCTEMBI TEXHOA0TTUYECKOTO ME>KBE10MCTBEHHOTO B3alIMOAEICTBIASI,
B CTPYKType KOTOpOI OIMCaHMe AAsd BceX MH(POPMAaIIVIOHHBIX
CepBIICOB BCeX BE4OMCTB CTaHeT YHIBEepCaAbHBIM I € ATHOOOPa3HbIM.
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3akao4deHmne

B cratee mnpuBeseHBI OCHOBHBIE STallbl pas3BuTusA Peectpa
rocygapcrseHHblx  ycayr B Poccuiickonn  Pegepanum:  OT
dpopMmpoBaHUs 40 IIAaHUPYEMOTO pacHIMpeHus (QyHKIIMOHaAa
pabotel. OcHoBHBle TIpoOaembl pasputuss PIY  ynmpaiorcsa B
HeCOBepIIeHCTBO o0ecrIeunBaloIiell HoOpMaTUBHO-ITPaBOBOI Oa3kl,
KOTOpas BAUSET Ha pacIipeHue ncrnoap3osanns PI'Y xak cucremer
ME>KBe/OMCTBEHHOTO B3aIMOAEIICTBISL.

Crpykrypa PI'Y Oyger ycAOXHATbCA U AeTaAU3UPOBATLCA B
1Ay OOBEeKTUBHBIX YTOYHEHUII B OIMCAHUM COOTBETCTBYIOIINX
aAMMHIUCTPATUBHBIX  PEr4aMeHTOB  TOCYyJapCTBEHHBIX  yCAYT.
Pasaeaenmne cBeseunmit PI'Y Ha aAmMHaMu4yeckme 1 CTaTUYECKUe
II03BOAUT IPOU3BOAUTL CBOEBpeMeHHOe OOHOBAeHIEe AaHHBIX B
PT'Y, MuHMMM3upysl opraHusalliIOHHble I HOPMaTUBHO-IIPaBOBLIe
UBAEPKKIA.

Pry IIPOAOAXKaeT CAY>KUTD CIIPaBOYHO-KOHTPOABHOM
MHPOPMAIIMOHHOI CUCTEMON AAsd TOAAEP>KKU  ITOAHOIIeHHOI
paboTBl  €AMHOTO  POCCUIICKOTO  (pegepalbHOTO  IIOpTasa
rOCyAapCTBEHHBIX yCAyT. PadsuTne pakTuku MeXXBeA0MCTBEHHOIO
B3aIMOJENCTBUSA 4451 (PeJepalbHBIX OPTaHOB MCIIOAHUTEABHBIX
BAaCcTM  MOXeT  cgeaarb PIY  49acTei0  TpaHCIIOPTHOM
MHQPPaCTPYKTYyphl MeXXBeJOMCTBEHHOIO OOMeHa 9AeKTPOHHBIMU
AOKyMEHTaMM ¥ WHBIMM AAHHBIMM IIyT€M OITUMM3aLUU U
yHUPUKaINI MeXBeJ0MCTBeHHBIX MH(POPMaIIMOHHBIX CEPBICOB.

Cnucox UCNOAD3YEeMbLX UCTNOUHUKOB

Ob6 obGecrieyennu goctyna K wuHpopManum O AeATeAbHOCTU
rOCy4apCTBEeHHBIX ~ OpraHOB UM OPTaHOB  MeCTHOTIO
camoynpasaenus: PejepaabHbiii 3akoH oT 09 ¢espaas
2009 r. Ne 8-@3.

O06 opraHmsanun IpejoCTaBAeHus IOCyAapCTBeHHBIX U
MYHUIIMITAABHBIX ycayr: PejepaabHbIll 3aKOH OT 27 MIOAS
2010 .

O ¢eaepaapHoil 1eaeBoii mporpamme «DaekTpoHHas Poccus»
(2002-2010 TOABI): ITocranosaenne  IlpaBuTeancTBa

Poccuiickon Peaepanyu ot 28 ssaBaps 2002 r. No 65.



O6 yrBepxaenun Ilpasua B3suMaHmUsA I1AaThl 3a IIpejoOcCTaBAeHIe
nHpopMaIu o AeATeABHOCTU TOCyAapCTBEHHBIX OPTaHOB
I OpraHOB MeCTHOIO caMoympasaeHus: IlocraHoBaeHne
IIpasureanctBa Poccuiickoit Pegepauyu or 24 OKTAOps
2011 r. Ne 860.

O6 obGecrieyennu goctyna K wuHpopManuu O AeATeAbHOCTH
IIpasuteancrBa Poccuiickoit ®egepanun u ¢pesepaabHbIX
OpTaHOB  WCIOAHUTEABHON  BaAacTy:  IlocraHOBAeHMe
ITpaButeancta Poccuitckoin Pegepanum ot 24 HOsA0ps
2009 r. Ne 953.

O rocyaapcrsenHoit mporpamme Poccuiickoin  Peaeparium
«VIndpopmarimonHoe 0OI11eCTBO»: Pacniopspxenne
IIpasuteanctBa Poccuiickoit Pegepauym ot 20 OKTAOps
2010 r. Ne 1815-p.

O KoHuenumum agMuHucTpaTusHOn pedopmer B Poccuiickorin
Deaepanun B 2006-2010 rojax: Pacniopstxenne
IIpaBureanctsa Poccuiickont ®egeparum ot 25 OKTAOps
2005 r. No 1789-p.

OO0 OCHOBHBIX HaIlpaBAEHMSIX COBEpPIIIeHCTBOBAHMS CHCTEMBI
rOCyAapCTBEHHOTO  ympasaenus:  Yka3  IIpesuaenta
Poccuiickoin ®egepanum ot 7 mast 2012 roga Ne 601.
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COMPARATIVE ANALYSIS OF PUBLIC ADMINISTRATIONS
REFORMS IN FORMER SOCIALIST COUNTRIES OF CENTRAL
AND EASTERN EUROPE!

Juraj Nemec?

Introduction

Public administration reforms in Western Europe after 1980 were
based on relatively common problems (Pollit and Bouckaert, 2004),
two of which were evaluated by most authors as crucial. The first
problem was macro-economic: too big a proportion of government
in GDP, significant deficits, and a perceived lack of public sector
performance contributing to GDP. The global crisis, which became
visible in 2009 in the form of the financial crisis in the USA, created
new challenges. States need to react effectively to existing global and
local problems with short-term anti-crisis measures and especially
with long-term strategies, including a further revitalization of their
public administration systems. The second problem was a drop in
trust and legitimacy in public institutions, including politicians;
both issues are still a challenge for all CEE governments.

In CEE countries, the position from which reforms were initiated
was quite different; the main objective was the creation/re-creation of
democratic public administration systems. The strategies of the CEE
countries were also different: either they were heavily influenced by
the prospect of becoming an EU member or they were not. Building
democracies, organizing transitions, and in some cases preparing
pre-accession were shared objectives to be achieved, but methods,
tools, timing, and concrete targets were only a relatively shared
problem. CEE governments all changed drastically. Political systems
changed from centralised or dictatorial systems to democracies.
Democratic checks and balances were established. State structures
were reshuffled, often toward more decentralisation. Economic
systems changed, e.g. from state monopolies to market systems
with private firms. Societal and social systems with NGOs, not-for-
profit organizations, and citizen action groups were established that

" This paper is based on the background Vpa er prepared for the c‘c}pacit -deve-
lopment workshop “DEVELOPING GOVERNMENT AND GOVERNANCE
CAPACITIES FOR SUSTAINABLE DEVELOPMENT”, Yerevan, Armenia,
8. -9.10. 2014

2 Prof. Dr., Masaryk University Brno Czech Republic and Matej Bel University
Banska Bystrica, Slovakia
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are designed to participate actively in public debate and to become
stakeholders in their society and their communities (Peters, 1996).

The goal of this paper, heavily based on NISPAcee research
projects’, is to identify shared and varied public administration
reform trajectories and briefly assess the outcomes of public
administration reforms in the CEE region. It discusses whether New
Public Management is the best solution for the CEE region today
and its final part provides indications of the general requirements
and conditions that will allow national public administrations to
overcome the challenges of the post-2015 period and meaningfully
contribute to the process of achieving objectives of sustainable
development.

1. CEE public administration reform trajectories: commonalities
and differences

Public administration reforms in CEE are not carried out as one
uniform process, neither in their contents nor their time frames. In
this part of the paper, we discuss patterns of reform trajectories.

1.1. Reform beginnings and phases

Available information about reforming public administration in
CEE indicates that the national patterns differ somewhat in terms
of the beginning and the contents of their reforms, depending on
local, political, social, and other environments. Two subgroups are
tully visible:

1) Countries in Central Europe, including the Baltic States

2) Countries of the former Soviet Union (NIS region)

In Central Europe, the first democratisation phase, which was
focused on building new public administration systems and started
in early 1990, was relatively similar in phasing and reform contents.
It focused on replacing old “socialist’ structures with new democratic
ones, establishing real local self-government system, democratic
elections, etc.

The second common aspect for this region was the EU pre-accession
phase at the end of the 1990s and the beginning of the 21st century
(Romania was slightly later). Although the public administration

! Network of Institutes and Schools of Public Administration in Central and Eastern Europe
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system was not an explicit part of the Acquis Communautaire,
several targets were set by the EU regarding administrative/
management reforms in the public sector. Typical common tasks
were: establishing a civil service; further decentralisation, especially
creating regional self-governments; introducing e-government
services; and improving the system of financial controls in order to
be able to utilise EU funds.

The situation in other CEE countries does not fit any uniform
pattern. The content and timing of their reforms were individual
and depended on the country’s specific internal and external
environments.

The limited local stability in the Kyrgyz Republic meant that basic
administrative reforms in the country were initiated only in 2001.
For the first time, Public Management Reforms were articulated
as a government priority in the Comprehensive Development
Framework up to 2010 (2001) and reflected in the National Poverty
Reduction Strategy (NPRS) (2003). Apart from those two strategic
documents, a Public Management Strategy was developed in 2003
that focused on the basic mechanisms needed to create a system of
public administration.

In Ukraine, some changes began in the 1991-1997 period,
characterised by the chaotic reform of both the socio-economic
sphere and the state machinery. Several decrees and regulations
were prepared later, but increasing political instability limited their
success and even their chances of being implemented.

In Kazakhstan, the main aims of the public sector reform agenda
were set within along-term vision for Kazakhstan, announced by the
President in 1997, and called ‘Kazakhstan 2030’. Reform strategies
comprised several main goals, such as increasing the effectiveness
of the government, implementing modern information technology,
eliminating bureaucracy in government bodies, and restricting state
interventions in the economy. The early civil service reform efforts
of Kazakhstan by 1999 were first among former soviet countries to
introduce important innovations, like the division of civil servants
into political and career officers; open and mandatory competitive
selection into civil service and the protection of career civil servants
whenapoliticalleadership changes. Specialized Civil Service Agency
has been created during this period. The second wave of significant
reforms and professionalization was in 2013 when Kazakhstan again
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was first among the CIS countries to introduce the following. In 2013
President decided to decrease the number of political appointees by
8 times, which has been considered by international experts as an
unprecedented manifestation of the political will and as a clear sign
of a move towards professionalization of the civil service. With the
President’s order the senior executive core «A» was established. The
special competitive selection procedure into the personnel reserve
serves as the only source of appointment, retention and termination
of civil service, based on special qualification requirements. So, out
of total 97,000 civil servants in Kazakhstan 550 positions currently
belong to senior executive core «A». Thanks to the country’s relative
political stability and wealth, all planned reform targets were
successfully achieved.

In Armenia, the reform efforts might be characterised by their long
interruptions and sporadic nature. The first attempts at a legal
framework for the civil service were articulated in 1994 — the
concept of civil service was re-developed by the government in
1997 — but its implementation was again delayed after the 1998
change in power. The final version of the Civil Service Law was
enacted only in December 2001. Under such conditions during the
first reform stage (1999-2003), only basic systems for managing the
core government apparatus were established. The second reform
stage (2003-2008) focused on improving broader public services.

Russia is an unusual case. According to Obolonskij (2009), there
were several attempts to reform Russia’s public administration and
civil service system. The first attempt was made in 1991, when the
Civil Service Office (Glavnoe upravlenije po podgotovke kadrov)
was established by presidential decree; it was supported by French
experts. This Office was abolished in late 1994 because of its limited
success, due to a combination of the influence of ‘old’ cadres and
unhelpful French advice. The second attempts are connected with
the 1997-1999 period, when President Yeltsin established the
Committee for Administrative Reforms, which formulated a reform
strategy. However, this document was never implemented because
of major political changes. In the 1999-2002 period, especially at
the beginning, public administration reform was discussed and
analysed many times, but concrete steps were not taken until 2002.
President Putin first presented the need for radical reform in the
Parliament, and in November 2002 he approved the document
‘Federal Programme of the Civil Service Reform 2003-2005". In spite
of some implementation delays, the Civil Service Law was accepted
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by the Parliament in 2004, the Civil Service Office was established
in 2007, and most of planned Presidential decrees were adopted.
However, the real impact of these changes will only be visible later.

A simplified picture of what happened and when — based on the
cluster analysis method — is provided in Table 1, below.

Table 1: Country clusters; reform contents and timing

Cluster Main Features Countries

1 First PA reforms began in the early Czech Republic,
1990s; early reforms were supported Estonia,
by many international donors to Hungary, Latvia,
supplement limited local experience. Lithuania,
From the mid-1990s, the dominant goal Poland, Slovakia,
was EU accession and the necessary Slovenia

administrative adjustments. After 2004,
the speed of reform more or less slowed

down.

2 Similar to 1, but with a few years’ time Romania,
delay. Bulgaria

3 A stable and strong presidential system | Kazakhstan
allows for relatively successful changes,
especially after 2000.

4 The reform systematically blocked or at | Russia

least slowed by “old cadres’. Necessary
legislation adopted only recently; its
impact cannot yet be assessed.

5 Too much local instability continues to Armenia, Kyrgyz
prevent needed reforms. Republic,
Ukraine

Source: Bouckaert et al, 2009
1.2. Reforms’ reasons and driving forces

As with the phasing and main contents, the purpose of the reforms
and their driving forces are relatively similar in Central Europe, but
there are also some important similarities in the Eastern European
states.

The first reform phase in Central Europe, at the beginning of the
1990s, represented a clear attempt for democratisation, including
the democratisation of public administration, fulfilling the need
to establish standard administrative structures which function in
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developed countries. This phase was dominantly supported and
also supervised by SIGMA, OECD structured, and financed by the
PHARE programme. Other international donors were also very
active during this period, such as the World Bank, the International
Monetary Fund, and country-specific donors. For example, the
Estonian public management reform practices were influenced by
relevant solutions in Germany (the legal framework, in particular),
the UK, and the Nordic countries (individual management tools).
Such help was necessary because of the shortage of human and
financial resources, the lack of experience, and the urgency for
solutions.

However, compared to Eastern Europe (see later), the major decisions
about the design and operation of public administration systems in
Central Europe have remained very much ‘home-grown’, thanks in
part to the effective reform coordination activities of SIGMA and
OECD. Policy transfer was an important policy tool in the 1990s, but
it has been gradually replaced by a more knowledgeable process of
policy-learning in recent years.

As already described above, the second phase of reforming
public administration systems in Central Europe was very closely
linked to the EU accession process. The role of other international
organisations diminished, and only a few dominantly sectoral or
very specialised activities (e.g. the establishment of a cost centre
system in the Slovak public administration supported by German
funds) remained supported by bodies such as the World Bank, the
International Monetary Fund, and country-specific partners.

After accession, the EU pressure for changes almost disappeared,
and reforming public administration became a more ‘voluntary’
and nationally motivated process (sometimes funded from EU
structural funds). The reaction to such new conditions varied
among the new EU member states. Some continued to try to
implement more complex reform plans (Latvia and Lithuania) and
others significantly slowed down, making only a few small changes
instead of the required complex reforms (Slovakia and the Czech
Republic).

A simplified picture of the principal reform reasons and driving
forces in Central Europe, based on the cluster analysis method, is
provided in Table 2.



Table 2: Central Europe country clusters: reforms,
reasons and driving forces

Cluster =~ Main features Countries

1 First PA/PM reforms represented the need for | Czech
democratisation, a switch from the old system | Republic,
and a demonstration of the will to change. Lithuania,
From the mid-1990s, the most important Poland,
reason and driving force for reform was EU Slovakia
accession. After accession, there were few
initiatives.

2 First PA/PM reforms represented the need for | Latvia,
democratisation, a switch from the old system | Lithuania,
and a demonstration of the will to change. Hungary

From the mid-1990s, the most important
reason and driving force for reform was EU
accession. After accession, reforms continued.

3 First PA/PM reforms represented the need Estonia
for democratisation, a switch from the old
system and a demonstration of the will to
change. From the mid-1990s, the important
reason and driving force for reform was EU
accession, but many or most changes would
happen without EU pressure. After accession,
reforms continued, but on a limited scale.

4 Reforms began mainly in relation to EU Romania
accession and are still connected to it.

Source: Bouckaert et al, 2009

The situation in most areas of Eastern Europe (Russia may be an
important exemption) shows that the majority of reform changes
in this region were driven by international donor agencies.
Compared to Central Europe, where local reform capacities were
created incrementally and most funds were provided by the EU in a
relatively coordinated form, in this region, little progress would be
possible without external help. Many positive changes would not
be possible without the use of international expertise and funds,
as local capacities and financial resources were, and still are, very
limited.

However, several evaluations of foreign assistance highlight several
negative features. For example, there are frequently too many
donor agencies sitting at the neck of an individual ministry. In
such a situation, the application of ‘best global practice’ is almost
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meaningless. Moreover, most projects are built upon the “client’s
needs’ as identified for the government by external experts, rather
than responding to the actual needs and demands of the present
day.

Shakarashvili (2005) adds to this: “Especially at the early phases of
the post-Soviet reforms, these countries were strongly attracted by
the idea of “westernisation” and were open to close collaboration
with international (predominantly Western funded and Western
influenced) organisations. Often, this collaboration resembled a
teacher-pupil type of relationship, when governments would not
objectto following the recommendations of external partners without
questioning their validity or appropriateness for the local context,
whilst the Western agencies were not shy to reveal the ‘consultant
knowsitall’ attitude. The policy design recommendations were often
based on the specific experience and knowledge of international
experts in their own countries.’

2. Selected reform outcomes

Public administration and management reforms in the CEE region
can be evaluated from many different angles, but it is necessary to
accept that they delivered many important and necessary positive
changes and improvements compared to the pre-reform situation of
1990s. Effective practices were established in many cases and areas,
and the gap between the quality of administration in developed
countries and in the region is becoming smaller and smaller.
However, as Mayer-Sahling (see below) and other authors indicate,
regressive trends are clearly visible today in some countries (for
example, there is recentralisation in Hungary and the abolishment
of the civil service offices in Poland and Slovakia). We will highlight
selected important developments in crucial public management
sectors.

2.1. Public financial management

From a macroeconomic point of view, it is necessary to admit that
all EU member countries significantly improved their financial
discipline, in part thanks to the implementation of modern
budgeting methods. Until the financial crisis at the end of 2008, very
few countries had to cope with excessive deficits and large debt
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levels, beyond the Maastricht criteria (Hungary, Poland). Slovenia
and Slovakia managed to join the Euro zone.

However, since the start of the financial crisis, the financial health of
most CEE and former Soviet Union states has deteriorated markedly,
reflecting the ongoing crisis as well as the packages of economic
stimulus adopted in several countries. Latvia, Hungary, Romania,
Serbia, Belarus, and Ukraine found it necessary to approach the
International Monetary Fund for financial assistance.

Typical public financial management reforms in the region are a
full accrual medium-term programme and performance budgeting,
contracting, outsourcing, public procurement, and even public-
private partnerships projects. The results of such attempts differ
significantly and depend on concrete local conditions and the
environment. High levels of corruption are one important barrier
to success. Cost-benefit analysis and impact analysis are more and
more commonly practised, partially because of the requirements of
the EU structural funds.

A relatively weak point is the efficiency of financial controls and
auditing in CEE. Probity — compliance — legalistic approaches
dominate, and auditing value for money is still a limited practice.

2.2. Decentralization and fiscal decentralisation

Decentralisation and fiscal decentralisation is a particularly
common feature in the language of public management reforms in
the CEE region (this may also be due to pressure from the Council
of Europe — Congress of Local and Regional Authorities). However,
its scale and reality differ significantly. The most radical changes
of decentralisation can be found in Estonia and Slovakia. After
2000, decentralisation was the main motto of reforms in Slovakia.
The opposite can be found in the eastern countries. In many
eastern cases, the initiatives of decentralisation (especially fiscal
decentralisation) have not been implemented. For instance, Ukraine
has not yet created ‘real’ self-governments.

The most important changes of formal decentralisation are

connected with the creation of regional and local self-governments
and the transfer of competencies and resources to these levels.
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The impact of these changes is mixed, reflecting the opportunities
and limitations of decentralisation as a reform tool as well as the
need to tailor decentralisation to a particular reform environment.
An improper allocation of responsibilities limits the chance for
economies of scale and increases transaction costs. Too small
government units suffer from a lack of competence and financial
resources. Therefore, during the process of fiscal decentralisation,
‘the administrative capacity of sub-national governments and the
administrative and compliance costs of decentralisation” should be
taken into account (Allen and Tommasi, 2001).

2.3. Civil service and human resources management

A recent comparative study of the civil service systems in selected
CEE states found significant variations in the progress of civil
service reforms and their sustainability after EU membership
(Meyer-Sahling, 2009). It was possible to distinguish three groups
of countries, varying in terms of their current fit with European
standards of administration and in terms of the professionalization
trajectory (see Table 3 below).

Table 3: Fit with European Principles: Comparison Across Countries
Current

Fit & Post-
accession

High fit

Medium
to high
fit

Medium
fit

Medium
to low fit

Low fit

pathways
Constructive
continuation
of reform
Constructive
reform
reversal
Destructive
reform
reversal

Latvia,

Lithuani .
rhuania Estonia

Hungary,
Slovenia

Czech
Republic

Slovakia,
Poland

Source: Meyer-Sahling, 2009

The fit with European principles was found to be the highest
in the three Baltic states (Lithuania, Latvia, and Estonia), which
constructively continued their civil service reforms. Slovakia,
Poland, and the Czech Republic share a relatively low fit with
European principles of administration; they are the destructive
reform reversal cases (Meyer-Sahling, 2009).
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Outside the new EU member states, progress in the civil service
area has been even more limited. In the absence of an effective
conditionality of EU membership, the civil service reforms of the
former Soviet republics (except the Baltic States) have been driven
by international donors and domestic political forces. Despite some
efforts to modernise the civil service systems, public administration
professionalism remains rather low and there were frequent
incidences of administrative corruption, with these countries at the
bottom of the 2008 corruption perception index. A weak democratic
state, stemming from the ability of the post-communist political-
administrative regime to retain its power, was found to be one of the
main reasons for failed public management reforms in this region.

3. New Public Management and CEE region

During the times of transition, and also now in times of austerity,
many CEE countries decided that a smaller state is a better state.
However, this NPM-based issue is not simple, as discussed in
this part. There exist two concepts connected with NPM, NPM
as the way of internal and NPM as the way of external workings
of government. These concepts have a rather different focus,
despite their common denominator in market ideology. Whereas
Osborne and Gaebler (1992) wanted primarily to improve the way
government works vis-a-vis society, which would in their view only
be possible if the public sector would withdraw and leave service
delivery to the private sector; Hood (1995) emphasized the meaning
of NPM as a set of recommendations in order to make the public
sector better organized and managed internally. Reading both of
these frequently-cited publications with the benefit of hindsight,
one can see that NPM became the heading for two related but
simultaneously rather different streams of reform: on the one hand
aimed at improving the quality of the public service delivery on
behalf of its customers, and on the other hand emphasizing the
need to downsize public service, because in neo-liberal terms there
is no way out for the public sector except to leave everything to the
private sector.

The internal and external workings of the public sector present an
important, albeit somewhat neglected, distinction between two
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dimensions of NPM. Looking at the external workings, we feel that
NPM s really a dead philosophy. However, recent research provides
evidence that many NPM tools, if properly implemented, may still
support important efficiency improvements. In our opinion, better
efficiency is still an adequate tool to help balance the currently
seriously imbalanced governmental finances. Spending less and
taxing more is very risky, from the economic, political, and social
points of view. Spending better may help. All this implies that NPM
is not dead in terms of the recommendations it gives for improving
the internal workings of government.

The recent literature on this subject indicates that many NPM-
generated tools and instruments are alive all over the world. The
results of their implementation depend on the quality of preparing
and implementing respective reforms. The most common and
frequently used NPM tools and instruments, with their positives and
bottlenecks, are the use of performance measures, the emphasis on
output and controls that objectives are met (performance audits and
controls), contracting and outsourcing, the disaggregation of and
competition within the public sector, the emphasis on the quality
of service delivery, and e-government tools. In many cases, private
sector management styles are copied by public organizations:
hands-on management, input discipline, more product-oriented
instead of function-oriented management, careers organized on a
professional instead of formal-legal basis, mobility increases, and
flexible work contracts.

Many authors have evaluated the appropriateness and suitability of
NPM principles and tools for the transitional countries. Most authors
have not been very optimistic, for example: ‘In Central and Eastern
European (CEE) transition countries...public administration has
had to face special challenges because both the creation of a political
democracy and the implementation of the principles of efficiency
and effectiveness have become crucial tasks of modernisation at the
same time’ (Jeneiand Szalai, 2002). 'NPM is particularly bad if pushed
upon transition and developing countries because if it can make
any sense, then it is only in an environment of a well-functioning
democratic administrative tradition” (Drechsler, 2005). “The greater
the shortcomings in a country’s established management practices,
the less suitable the [NPM] reforms’ (Schick, 1998). “Once a so-called
Weberian administrative system is institutionalised, then it may
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make sense to consider how best to move from that system towards
a more modern system of PA’ (Peters, 2001).

These quotations indicate that NPM as a reform ideology may not be
the proper approach for reforms in transition countries, but this does
not mean that many NPM-based policies and instruments cannot
be implemented as soon as possible. For example, performance
evaluation methods, especially benchmarking, may really help to
improve transparency and accountability. Following statements
summarise existing knowledge:

*  When reforming administrative systems in transitional countries,
overestimating the role of NPM and implementing NPM as a reform
ideology and main goal is an evident mistake.

® Results from the use of concrete NPM-type tools and mechanisms
vary significantly by instruments used and by countries and depend
on concrete local conditions and the environment.

e The implementation of any NPM mechanism should be deeply
investigated for pervasive effects and other ‘ex-ante’ dysfunctions. Ex-
post corrections are costly, if they are possible at all.

3.1. What was missing; what was and is different in CEE?

In order to be successful — to deliver positive outcomes and
impacts — the use of NPM in transitional countries has to reflect
specific transitional circumstances, which may limit the possible
positive impacts of NPM on reforming public sectors and may
exaggerate its negative features. Both ‘external’ and ‘internal’
capacities of CEE governments differ significantly from the situation
in developed countries. Tables 4 and 5 show the differences for main
macro-indicators.

The subsequent text discusses some of these differences in more
detail. From the point of competitiveness, the early phases of
transformation from a command economy to a market system are
clearly characterized by the fact that even potentially competitive
markets in transitive countries were not well developed and
were dominated by monopolistic or oligopolistic structures
and behaviours. Given this, it is rather optimistic to expect
that competition could help to improve the performance of the
public sector: one of the main arguments for NPM’s competitive
arrangements is cost-savings as a result of competition.
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From the point of democracy, the expectations at the beginning
of the transformation were optimistic, but today we know that
democratic institutions and norms were not fully developed in
CEE during the twenty-year transformation period. The structures
exist, but the behaviour is still semi-socialist. A lack of a sense of
individual responsibility along with paternalism and fiscal illusion
remain important features of citizen behaviour. For example, in
Slovakia, 67% of respondents believe that their problems need to be
solved by the state (Buncak et al, 2009).

In these conditions, the rent-seeking behaviour of politicians and
bureaucrats is fully effective (from an economic point of view), as it
is the simplest way to maximize individual benefits, at least from a
short-term perspective.

The possible success of NPM is connected also with the ‘quality of
the state of law’. The state is switching from the role of the provider
to a regulatory function: such a change is technically possible,
but cannot deliver results in conditions where regulations and
guidelines do not exist and where the law is not respected. There is
currently excessive evidence that respecting the law is not the rule
for governmental officials and is not required by citizens.

Another core problem is corruption. It is difficult to measure
corruption. The most frequently used Transparency International
CPI indexes describe opinions about corruption, but do not
measure it directly. Many methodologies are sensitive to the level of
awareness — when respondents become more aware of the problem,
results worsen. In any case, the risk of corruption in CEE is relatively
high.

Several CEE countries also suffer from extreme territorial
administrative fragmentation. Two classic examples of this are
Slovakia, which has only 5.5 million inhabitants, but almost 2,900
municipalities, 68% of which have less than a thousand inhabitants,
and the Czech Republic, which has almost 10 million inhabitants, but
close to 6,000 municipalities, 80% of which have under a thousand
inhabitants. According to Davey (2002), such municipalities
struggle with large implementation deficits: ‘Reform programs
are challenged by the inability of such communities to provide
administrative and financial capacity and the scale economics and
catchment areas necessary for essential services’. For this reason,
we feel that territorial fragmentation, in the absence of effective
inter-municipal co-operation, may also be an explanatory factor in
the limited success of NPM.
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3.2. Conclusions: Where to go?

Public administration reforms in CEE countries have achieved a mix
of successes and failures. However, the reform process proved to be
more difficult and slower than expected at the outset of political
and economic transition as well as EU accession. The purpose for
such limited progress might be that the reform process in many
CEE countries was dominated by short-term political interests of
ruling political parties, negatively affecting the reform process as
well as producing ups and downs in the government policy. This is
in contrast to Western Europe, where the zigzag or action-reaction
trajectories of public management reforms were based on competing
administrative doctrines (NPM reforms based on the principles of
‘letting and forcing the managers to manage” followed by post-NPM
reforms focusing on renewed hierarchy-type, market-type, and
network-type mechanisms) (Bouckaert, 2009).

Economic crisis: the call for the new role of the state

The world economy, and particularly the advanced economies,
slowed substantially in 2008 and went into deep recession in 2009.
The forecast was for a return to positive growth in 2010, but this is
not true for most countries even today. Many authors speak about a
‘global systemic crisis’ rather than a short term temporary economic
and fiscal imbalances.

Many transition countries of Central and Eastern Europe have been
significantly affected by the current crisis. It could be argued that
the impact of the crisis was greater in countries lacking necessary
the institutional and human resource capacities of national public
administrations. Two standard types of measures —increasing taxes
and decreasing public expenditures — have been and are used to
cope with fiscal problems by almost all governments involved.
However, it is very clear today that such solutions have only a short
term perspective: we need sustainable long term solutions; we need
to rebuild governments and subsequently improve the public trust
in governmental structures; we need to switch from traditional
government to modern governance.

Governments should act according to the criteria of good governance.
The UNDP sees five good governance principles: legitimacy and
voice, including participation and consensus orientation; direction,
including strategic vision; performance, including responsiveness,
effectiveness, and efficiency; accountability, including transparency;
and fairness, including equity and rule of law. The World Bank
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has given six dimensions to the concept: Voice and Accountability,
Political Stability and Absence of Violence, Government Effectiveness,
Regulatory Quality, Rule of Law, and Control of Corruption. The
EU sees the characteristics of good governance as: a government’s
reliability, predictability, coherence; its openness and transparency;
its accountability and responsibility; its professionalism; the extent
of participation; and its effectiveness. If government would proceed
to thus improve itself as much as possible in these dimensions, it
would be sufficient for eradicating societal problems.

The criteria of a Neo-Weberian state also follow the same line; see
Table 6.

Table 6: The Neo-Weberian State (summary)

Shift from an internal orientation [but:] Reaffirmation of the role of the
towards bureaucratic rules to state as the main facilitator of solutions
an external orientation towards to the new problems of globalization,

meeting citizens’ needs and wishes.
The primary route to achieving
this is not the employment of
market mechanisms (although they
may occasionally come in handy)
but the creation of a professional
culture of quality and service;

Supplementation (not replacement) | [but:] Reaffirmation of the role of
of the role of representative representative democracy (central,
democracy by a range of devices regional, and local) as the legitimating

for consultation with, and direct element within the state apparatus;
representation of, citizens’ views

technological change, shifting
demographics, and environmental
threat;

In the management of [but:] Reaffirmation of administrative
resources within government, a law — suitably modernized — in
modernization of the relevant laws preserving the basic principles

to encourage a greater orientation pertaining to the citizen-state

towards the achievements of

results rather than merely the relationship, including equality

correct following of procedure. befgre t.h.e law, legql security, and the_
This is expressed partly in a shift availability of specialized legal scrutiny
from ex ante to ex post controls, but | of state actions;

not a complete abandonment of the

former;

A professionalization of the public | [but:] Preservation of the idea of a
service, so that the ‘bureaucrat’ public service with a distinct status,
becomes not simply an expert culture, and terms and conditions.

in the law relevant to his or her
sphere of activity, but also a
professional manager, oriented
to meeting the needs of his or her
citizens/users;

(Pollitt and Bouckaert 2004, p 99-100)
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Building the necessary institutional and human resource capacities
for modern governance involves many elements, especially:

An ‘“appropriate’ (the size of the state shall respect local conditions) and
‘strong’ state, delivering evidence-based public policies, consulted with
citizens and focused on citizens: there are many areas where the role
of the state and its bodies is inevitable, and in non-competitive
industries and social policy, focusing on inequality, the core
problem of the current society. Switching from politics to policy is
conditional upon the political and administrative elites of the post-
communist countries becoming more willing and able to reform
the very foundations of their political systems and overcome their
short-term political interests.

An effective state: the principles of economy, efficiency, and
effectiveness should rule all ‘macro’ and “micro’ governmental
actions, properly implemented on a case-by-case basis. Public finance
sustainability is a core part of total sustainability and depends on
many factors connected with the allocative and technical efficiency
of public expenditures (answering questions like: What do we
spend resources for? How do we spend resources? And, what do
we achieve from resources used?’). One of the core issues here is
combating the corruption that is a core problem of contemporary
societies, especially in our region. A ‘social state’: inequalities need
to be properly addressed and basic social rights guaranteed to all
citizens.

A state of the ‘rule of law”: social and economic problems of modern
societies cannot be solved in conditions where the legal system is
weak and enforcement impossible.

A state that is responsible for continuously improving service delivery
systems, with a focus on access, efficiency, quality, co-production, and
results: public service delivery modes should change in many
aspects. Basic services (such as health care, as described in this
paper) should be available for everybody, optimum modes of
financing and production should be sought example for communal
services, quality and results checked internally and externally, and
all of this should be done with much more involvement of citizens
and the third sector.

A state that systematically improves its administrative and regulatory
services: European principles clearly define main standards.
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Possibly the issue most lacking are compliance costs (Russia is a
good example, with its attempt to estimate the most important
compliance costs for state services, at least waiting times, fees, etc.).
There are many tools for achieving these targets. The most important
include informatisation in public administration: e-governance;
optimization of administrative structures; citizen and third sector
participation and co-production; proper management of human
resources in the public sector, including sustainable and effective
training and retraining; and economization, focusing on improved
allocative (“for what do we pay?”) and technical efficiency of public
expenditures (“how much do we pay?”).
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COMPARATIVE ANALYSIS OF INSTITUTIONAL REFORMS
AND HUMAN RESOURCE CAPACITIES OF PUBLIC
ADMINISTRATIONS IN POST-SOVIET COUNTRIES!

Yernar Zharkeshov?
Introduction

In order to understand the sustainability of the development of
a country one needs to define what sustainable development is.
The term ‘sustainable development” has been controversial in the
global development dialogue between developed and developing
countries. The World Bankcites the definition of it as “Development
that meets the needs of the present without compromising the ability
of future generations to meet their own needs.” from the World
Commission on Environment and Development’s (the Brundtland
Commission) report Our Common Future dated 1987 (World Bank
official website, 2014) °It is a rather vague definition that gives raise
to questions of whose and what needs, short term as opposed to
long term issues.

The recent Report of the UN Secretary-General* highlights the
importance of the economic, social and environmental dimensions
of sustainable development. The Rio Summit and subsequent
Sustainable Development Goals stand for marrying these seemingly
incompatible dimensions of development.

Arguably, too often the debate over sustainable development boils
down to environmental issues linked to economic issues. The
institutionaland humanresources capacities of publicadministration
systems are often given limited attention although these appear to

"'This paper is based on the background paper prepared for the capacity-development works-
hop of UNDESA “Developing Government And Governance Capacities For Sustainable
Development”, Yerevan, Armenia, 8. — 9. 10. 2014. The views and analysis prsented in
this article are of author’s only and do not represent the views of the Regional Hub of Civil
Service in Astana by any means. Full text can be obtained online at, http://www.unpan.

org/Events/Conferences/tabid/94/mctl/EventDetails/ModuleID/1532/ItemID/2639/

Default.aspx
2 Yernar Zharkeshov is a Head of Research Centre of the Regional Hub of Civil Service in

Astana, previously Director of Research Institute of the Academy of Public Administration
under the Presidents of Kazakhstan. Holds Master in Public Policy degree (MPP) from the
Lee Kuan Yew School of Public Policy, National University of Singapore

3 World Bank official website online at http://www.worldbank.org/depweb/english

sd.html

1.A/68/79-E/2013/69
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be decisive in setting the development agenda and implementing
development objectives. There needs to be political acceptance by
politicians and civil servants of sustainable development which
depends on its capacity to find effective solutions to pressing
societal issues.

It is therefore the quality of governance and institutions that needs
a closer look when one attempts to understand the trajectory of
a country’s efforts towards sustainability. Thus, this paper takes
the personnel management in civil service and its underpinning
institutional (public administration) reforms as subjects of
investigation when taking certain post-Soviet countries as case
studies. The transition to market economy, social reforms, public
administration and civil service reform and the fight against
corruption will be the points of comparison for each country
studied below with the time period starting from the early nineties
to present.

The Washington Consensus' and the state role

Interestingly, Fukuyama (2004: 19) argues that the alluring life in
industrialised nations based on liberal democracy with individual
political liberty and on market economy with meritocracy and
material prosperity is the very desire of many people in the world.
Therefore, as he argues, there is one-way migration from less
industrialised to more industrialised nations. However, it can be
argued that such a sophisticated recipe of institutional and societal
structures is neither affordable nor appropriate for developing
countries to follow, at least in the early stages of their development.
A good example of this asymmetry would be the notorious
Washington consensus which argued that state intervention into
markets resulted in deadweight losses and market distortions, and
government’s role had to be minimised to avoid these inefficiencies
(Stiglitz, 2004; Einhorn, 2001). The state was increasingly depicted
as the rival of the free market, and therefore had to be significantly
downsized, if developing countries were to enjoy economic

It was a Western economies’ prescribed set of policies with heavy reliance on market
mechanisms as an efficient means of fostering economic development. The term refers to
such restructurings as privatization, liberalisation of capital markets, and minimising the
size and role of government (Rodrik, 2006: 973; Stiglitz, 2004; Einhorn, 2001: 26).
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development (Bofinger et al 2009). Thus, the belief in the magic
of markets dominated the wave of reform in many developing
countries worldwide. Developing nations of Latin America, Eastern
Europe and the former Soviet Union nations wholeheartedly
embraced aggressive privatisation, deregulation and trade
liberalisation (Rodrik, 2006: 974). These resulted in rapid increase
in inequality as public assets were privatised through widespread
corruption; moreover, as new private owners were likely to be
incompetent in developing the assets they had privatised, they
failed to advance their businesses and participate meaningfully
in new markets (Stiglitz, 2004). Subsequently, instead of growing,
national economies were slowed down. Thus, particularly in
developing countries with weak market economic records, the
reliance on market mechanisms did not result in efficiency and
equity (Stiglitz, 2004). This paradigmatic change resulted in the
reduction of not only the scope of the state but also its strength and
capacity (Fukuyama, 2004). Market forces with ‘the invisible hand’
were expected to bring about social equity and progress. However,
the global financial turmoil has undermined this belief. Some now
therefore argue for a highly interventionist and controlling state.
Bofinger argues for ‘a shaping state’ which is to be seen as a partner
of the markets, and not a rival. Its functions would be to supervise
the markets so that the latter would result in long-term economic
development (ibid). Indeed, markets by nature are necessarily short-
term oriented, and it is therefore the state’s role to keep the markets
at arm’s-length and ensure long-lasting equal opportunities within
society. From this viewpoint, ‘the visible hand’” of government has a
principal importance. In this sense, the state should be sufficiently
autonomous from market and societal pressures. It can be argued
that the truth is somewhere in the middle: that the centralisation
and high autonomy of the state will likely lead to economic and
political development in a developing country if: the ruling elite is
developmentally-oriented and the economic bureaucracy is efficient
and insulated. All these developments impacted the former Soviet
Union countries differently with some doing relatively better than
others. Below certain countries are given a closer look.
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Kazakhstan
1.1. Transition to market economy

Kazakhstan, an upper middle income economy, with a land area
of 2.7 million sq kilometres, GDP per capita just over 13 000 USD,
and a population of over 17 million, is the 9" largest country
by territory in the world and one of the least dense populated
countries (World Bank, 2014).Over the years of its independence,
Kazakhstan underwent a great path of political, socio-economic
and administrative transformations.

Negative Initial Conditions

Before independence, the economic output and trade of Kazakhstan
used to be decided in Moscow. Remote economic planning led to
little concern for efficiency and strategic focus on competitive
advantages of Kazakhstan. As one of the 15 constituent republics,
Kazakhstan was closely tied to the rest of the republics and was
a major provider of some goods (eg. military components, crude
oil, metals) and a major receiver of other goods and considerable
subsidies. Such a high interdependence led the economy into severe
financial and socio-economic depression upon breakup of the
union. No access to seaand climate and ecological disadvantages
exacerbated the initial challenges the country faced. Systemic
corruption was a major barrier to meaningful transition.

Positive Initial Conditions

Abundant natural resources.Even though this factor is sometimes

classified as neutral conditions, in the case of Kazakhstan it must

be considered as a positive factor for the following reasons, among
others:

¢ there is plenty of evidence that revenues from oil, gas, coal,
and other minerals allowed the government to reach adequate
macroeconomic climate, to increase government spending on
social safety, education, agriculture, and to escape total collapse
of the economy;

e transition to market-based economy requires spectacular
restructuring of the economy that was often financially
prohibitive to developing countries. Revenues from mineral
resources facilitated faster transition process compared to
the neighbouring countries in Central Asia.One should bear
in mind, though, that heavy reliance on mineral resources’
revenues retarded progress in non-commodity sectors that the
government of Kazakhstan is now attempting to tackle by forced
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economic diversification schemes like cotton, wine and fish
clusters (Abdygaliyeva et al 2007). Human capital in Kazakhstan
was relatively high as a result of comprehensive Soviet system
of education and healthcare that ensured traditionally very
high literacy; average years of schooling and female labour
participation rates (see WDI, 2010).

Economic Development since Independence

During the early years of independence (first half of the 1990s), the
economy contracted significantly as a result of the sharp increase in
unemployment and inflation. The output decline in CIS countries
was so severe due to a number of factors including the regional
political conflicts and the absence of necessary institutions to
propel the shift to market economy. The chaotic privatisation of
SOEs meant to generate growth and investment was accompanied
with rampant corruption and contributed to decline (Stiglitz, 2006).
Thus, it took until second half of 2004 for Kazakhstan (as it did for
Azerbaijan) to regain the previous 1990 real GDP level, whereas
2006 enjoyed almost 130 percent of the 1990 level as a result of
favourable global economic environment and commodity prices in
contrast with Russia that did not reach its 1990 output level (see
Figure 1). Unemployment during the first half of the 1990s was
due to the closure of unproductive firms and privatisation of state
enterprises as the shift from a centrally planned to market economy
started (See Figure 2).

Figure 1 Output Profile, 1991-2006 Figure 2 Employment, 1991- 2006
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Importantly, the main source of economic growth of Kazakhstan
has been revenues from crude oil export. As can be seen from Table
1 below, oil revenue to GDP ratio increased from above 7 percent



119

in 1998 to above 30 percent in 2004 (Agrawal, 2008). Given the fast
rising GDP in the 2000s, oil industry was indeed a crucial part of the
propelled economic activity and job creation in the country.

Table 10il export revenue of Kazakhstan

Year Oil Exports Oil Price Oil Export GDP current Oil Export

(million (S/barrel) Revenue (billion S) Revenue as
barrels) (billion S) Percent of GDP

1998 125.95 13.1 1.65 22.14 7.45

1999 120.00 18 2.16 16.87 12.80

2000 156.03 28.2 4.4 18.29 24.05

2001 183.54 24.3 4.46 2215 20.13

2002 246.41 20.9 5.15 24.64 20.90

2003 254.35 27.6 7.02 30.83 22.77

2004 331.56 37.7 12.5 40'74 30.68

GDP = gross domestic product.
Sources: World Development Indicators (World Bank, various years); IMF Country Reports (IMF, various years)

Source: Agrawal (2008: 104)

Quality of Economic Growth

Since 1991, Kazakhstan has had both negative and positive annual
growth rates of between -12.6% and 13.5% (See Figure 3). The
1991 — 95 negative growth rates can be attributed to a series of
events, mainly the end of centrally planned economy and closure of
inefficient state owned enterprises, chaotic macroeconomic situation
in the country, and heightened unemployment. The devastating
effects of the Asian financial crisis did not leave Kazakhstan
untouched leading the country to experience a negative growth rate
of 1.9in 1998. Yet, the economy recovered quickly by bouncing back
to a positive 2.7% in 1999.

Figure 3
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Kazakhstan struggled with the annual average inflation rate which
topped 168 percent in the period of 1993 - 2006. This was due to
hyperinflation during 1994 — 1996 when the annual rate averaged
almost 700 percent. In subsequent years from 1997 to 2006 the
inflation rate averaged 9 percent which was still high for enhanced
economic growth (WDI, 2009).

As mentioned above, the closure of unproductive firms and
the production becoming more resource-efficient resulted in
considerable job losses. Most CIS nations saw a significant shift
in labour from public to private sector. However, the reduction
in employment in the public sector was not proportionate to the
increase in employment in the private sector. Such asymmetry
resulted in the unemployment rate during 1994 — 2006 averaging at
10.7 percent per annum (WDI, 2009). Here it is important to note that
the engagement in the informal economy has always been a norm in
the Commonwealth of Independence States, including Kazakhstan.
The ILO estimates that the employment in shadow economy in CIS
could account for as big as 50% of total employment. Therefore,
these estimates might contain a degree of exaggeration.

During the period of 1993 — 2007, Kazakhstan had an average
Gini coefficient of 0.339. While this figure is higher than that in
Kyrgyzstan (0.329), it is lower than Russia’s Gini coefficient of 0.375
(WDI, 2009). UNDP’s Human Development Index of CIS captures
the extent of difficulty of the transition and its associated social
costs. HDI of Kazakhstan in 1993 was valued as 0.614 which was
well below the pre-independence level of 0.848 in 1990. The number
reached 0.702 in 2006 ranking the country the 71 out of 179 countries
(whereas in 2010 it reached 0.714 placing the country into the high
human development category). Despite this improvement, the life
expectancy was stagnant not reaching the Soviet level, and standing
at 67.1 years in 2008. The government expenditure on healthcare in
2003-2006 stood at 2.27% of GDP (WDI, 2009), half the minimum
recommended level of state healthcare expenditure for middle
income economies. As a result, some 10% of the population suffers
from healthcare deprivation (Crisis Group Asia Report, 2011).
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1.3 Public administration and civil service reforms

Pro-growth economic policies

During the early years of independence, the Kazakh government
had to tackle a number of issues at once: creating a new constitution,
creating a private banking system, developing a national currency,
restructuring many industries and agriculture to fit the market
economy, tackling inflation, reducing poverty, maintaining political
stability, and so on.

Fast privatisation was advised by the World Bank and IMF to all
transition economies, including Kazakhstan, within the framework
of the “shock therapy” of the Washington Consensus. Over a short
period of time there was thus created a new class of oligarchs,
rich businessmen who managed to privatise hundreds of billions
of dollars worth public assets (Stiglitz, 2006). This transfer was
expected to allow private hands to run the enterprises more cost-
efficiently; however, under the fear of unprotected property rights,
investors invested minimum amounts and channelled as much
profits as possible out of the country. Subsequently, lack of sound
regulations and strong tax laws allowed the outflow of those assets
to be irreversible. Fortunately, Kazakhstan managed to survive this
policy mistake largely as a result of skyrocketing oil revenues (ibid).

Reforms of financial sector in accordance with prudential and capital
requirements stemming from Basel Agreement of 1995 led to the
spread of private, foreign and public banks in the economy. Public
financial assets to GDP increased as did the credit to GDP ratio from
10 percent in 1994-95 to high 30 percent in 2005 (Agrawal, 2008).
Adequate credit combined with influx of foreign direct investment
revived the industrial sector substantially, generating much needed
employment not only in oil sector, but also in transportation and
construction. Foreign direct investment, which increased from
annual US$100 million in 1992 to more than US$6 billion in 2006
(Azam, 2009), were primarily attracted to the oil sector and totalled
US$35 billion during 1993-2006 (UNCTAD, 2007: 102).

1992-1993 saw government spending controlled and taxes being
raised. This was achieved by curbing salaries to civil servants,
subsidies to industries, public investment outlays, and reducing
government consumption by 20 percent.

As a commodity trading economy Kazakhstan enjoyed a
considerable boom in trade terms during the 2000s as a result of
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rising commodity prices. As can be seen from the Figure 4 below,
Kazakhstan saw an almost 40 percent increase in its terms of trade
during 2003 — 2006, which explains the double digit growth rates of
GDP discussed earlier and increased government revenues (IMF,
2010), whereas countries like Chile, Russia, and Nigeria enjoyed

even higher trade surpluses.
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to use parts of oil revenue to decrease its public debt (see Figure 6)
and save some 60 percent of the revenues in the National Oil Fund
(which topped $27.5billion in 2008). This displayed the government’s
ability to keep government expenditure under discipline (ibid).
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The National Fund of the Republic of Kazakhstan is an important
instrument established in 2000 to buffer the effects of unstable world
commodity prices on the national economy and save oil revenues
for next generations (ibid). The fund’s reserves are not included in
the budget and are used for overseas investment. The institution
keeps more than half of its reserves in US dollars, whereas the rest
are kept in euros, UK pounds, Japanese yen, and Australian dollar
(ibid). Notably, part of the reserves was also used to fund social
security net and reduce poverty during the 1990s (Agrawal, 2008).

Economic output is inextricably linked with inflation. Price level
increase was an inescapable result of ceased subsidies from other
former Soviet Union republics to Kazakhstan and of prices catching
up with the world prices. The hyperinflation skyrocketing to almost
3,000 percent in 1992-94 was gradually overcome by launching the
national currency, the tenge, and by subsequent use of instruments
of monetary regulation by the central bank (e.g. high interest rates
& low available credit) and of fiscal austerity. By 1996 the central
bank managed to decrease inflation to 26-28 percent (ADB, 1996)
and the exchange rate of the tenge against US dollar was stabilised.

Another long-term growth strategy of the government is President’s
international scholarship “Bolashak” (from Kazakh means ‘future’),
which was established in 1993 despite economic stagnation and
social problems. Many talented young Kazakhstanis are annually
selected on merit basis: through rigorous academic examinations,
interviews and psychometrictests. The selected scholars are then sent
to study at world renowned universities such as Harvard, Oxford,
Columbia, Sorbonne, LSE, and others. The main purpose was to
groom a new generation of leaders who upon return would help
sustain the achieved results and further propel smooth transition
to market economy and fully functioning democracy (Center for
International Programs, 2010). Since inception, more than 10,000
students became Bolashak scholars. Thus, the scholarship furthers
government’s equal opportunities policy and levels the playing
tield across different income groups of population.

The Evolution of Civil Service
An integral part of the political, socio-economic and administrative

transformations was the civil service reform. It is worth noting that
Kazakhstan inherited a patronage-based system from the soviet
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past, where officers were all political appointees, and a society with
distorted values. Intensive study of international experience and
analysis of own problems allowed the country to determine the
main directions of the first stage of reforms of late-nineties (ACSA,
2014).

As a result in 1999 Kazakhstan passed the Civil Service Law and 11

Presidential Decrees which led Kazakhstan to be the first among

the post-soviet countries to introduce the following innovations in

legislation:

¢ Division of civil servants into political and career officers;

* Open and mandatory competitive selection into civil service;

* DProtection of career civil servants when a political leadership
changes;

¢ Creation of a specialized Civil Service Agency (Baimenov, 2000).

Taking into account the features of the transition period a position
based civil service model was chosen in Kazakhstan. The adopted
law ensured the stability of personnel. Whereas in the mid-1990-s
the staff turnover in government agencies amounted for 60%, in
2013 it has decreased to about 11-13% (ibid, ACSA, 2014).

Since the adoption of the law over 550 thousands citizens have
participated in the competition procedures to enter civil service,
among them 130 thousands were appointed for the posts. Here
it is important to note that the legislation test as part of selection
procedure was a very important step in a country, where the
traditions of the rule of law was downsized. So, in short, the first
stage of reform was directed towards elimination of patronage-
based system (ACSA, 2014).

As the country implemented the adopted legal framework the

government faced certain issues to tackle. Among them are:

¢ Jack ofan wunbiased approachof competition commissions
(sometimes the results of a competition were predetermined);

¢ usingloopholesinthelegislation forso-called “team movements”
bynewly appointedminister/governor;

* Jow efficiency of using personnel reserve;

¢ high corruption;

* Jow role of personnel management services.
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Taking these and the best international practices as well as
the increasingexpectations ofsociety into account, President
Nazarbayev approved in 2011 the Concept ofa new modelof civil
serviceby definingitsbasic principles asmeritocracy, efficiency,
transparency and accountability to the society (ibid). Following this,
principalchanges in the legislationand 18 Decrees of the President
were adopted in Kazakhstan in March 2013. Thus, in short, the new
stage of reform was focused on introducing new instruments and
mechanisms in human resources management. The main ones of
them are as follows.

1. Measures have been takento improve the transparencyand objectivity
ofcompetitions

For the first time, the government introduced the practiceof
observersand experts.Observers canattend theinterviewswith the
candidates, review the workof competition commissionsandprovide
their opinion ontheir work to public body’s management. The media
and non-governmental organizations can perform as observers as
well.

2. Restriction of out-of-competition movements.

Changes in the legislationthat limit out-of-competition
movementsallowedsolvingthis issue fundamentally. As a result, the
number of rotationsbetweengovernment agencies has decreasedby
30 times.At the same timetransfers withindepartmentshave been
enabled.

3. Professionalization ofHR units.

In order to professionalize the state apparatus there is a need to
professionalize HR units in state agencies and implement and
properly enforcethe new staffingtechnologies in civil service. An
automatization of HR units’ activities is expected to become possible
with the introduction of “e-Kyzmet” information system in 2015.
Importantly, specialized training courses for the staff members
of those HR units have been developed at the Academy of public
administration under the President of Kazakhstan.

4. Professionalization of the civil service

In 2013 President decided to decrease the number of political
appointees by 8 times which has been considered by international
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experts as an unprecedented manifestation of the political will and
as a clear sign of a move towards professionalization of the civil
service (G-global, 2014).

With the President’s order the senior executive core “A” (similar
to Senior Executive Service of the USA) was established. There
are a special competitive selection procedure into the personnel
reserve that serves as the only source of appointment, retention
and termination of civil service as well as special qualification
requirements. So, out of total 97,000 civil servants in Kazakhstan
550 positions currently belong to senior executive core “A” (ACSA,
2014).

There is a significant attention devoted to civil service competency
tests. Given the lack of experience in this field and the lack of
scientific developments in Kazakhstan and companies specializing
in these tests, one of the leading global companies HILL International
has been involved in development and improvement of competency
tests.

Now on the results of testing the National Selection Commission
tasked to select candidates into core “A” reserve will have
information about the eligibility of each candidate to 4 distinct
groups - strategic, organizational, economic, expert-analytical, financial
and auditing, as well as its relative ranking among all applicants.

Such open and competitive selection into core “A” helped the
decision-makers explore ways of maintain the adequate human
resources capacity of the national public administration and find
new potential managers who previously under the patronage
system went unnoticed. Other innovations included training, job
rotation, and performance appraisal of the core “A” civil servants.

Kazakhstan also pays considerable attention to training of civil
servants as a factor of professionalization of the civil service.
In the soviet past there were very few HR experts; research on
human resources management was not encouraged as it was the
‘business of the Communist party” (Baimenov, 2000). The country
is now putting considerable efforts into modernizing the training
of civil servants and fostering Kazakhstani research on public
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administration and civil service. Training programs of the Academy
of public administration are being developed taking into account
the real practical needs of civil servants (APA, 2014).

5. Strengthening the system of ethical and disciplinary control.

The law “On civil service” has been added with a new chapter on:
Code of ethics and anti-corruption behavior of civil servants.

An increased role of disciplinary committees of state agencies
Coordination of their activities with the Civil Service Agency.
Importantly, political civil servants, who are heads of state bodies,
governors are now to resign in case of corruption offenses made by
their subordinates. Along with this, the new edition of the Law on
civil service provides personal responsibility of the top officials for
illegal HR management decisions.

6. Improving the quality of public services delivery

Law on public services delivery was adopted in 2013. The Agency
has been given an authority to audit and externally monitor quality
of public services. Importantly, a Public Council on public services
delivery under the Agency was established that now includes
representatives of academia, NGOs and the mass media. To assess
the publicservices delivery since 2012 the Agency started satisfaction
surveys among the recipients of public services (APA, 2014).

Notably, Kazakhstan has identified priority areas as next steps:

* increasing the protection of meritocracy (for instance, by
creating a special Commission);

* increasing the effectiveness of ethics and disciplinary control
(for instance, introduction of the Ethics Commissioner for the
state authorities)

¢ Implementing talent management system and improve the
quality of civil servants education;

Overall, it is important to mention that the key performance

indicators of the new model of civil service are defined as the

following:

1) The level of public trust in the system of competitive selection
of civil service personnel;

2) Thelevel of civil servants’ trust in the principle of meritocracy;

3) The level of citizens’ satisfaction with the availability and
quality of public services.

INTERNATIONAL JOURNAL OF CIVIL SERVICE REFORM & PRACTICE #4 DEC. 2014



128

Along with international cooperation, Kazakhstan is making
significant efforts to promote regional cooperation. For this purpose,
by the initiative of Kazakhstan and UNDP the Regional Hub of Civil
Service in Astana was established, bringing together 33 countries
and partners, including 13 countries of the CIS, the advanced
economies, and international organizations such as the OECD, the
EU, the World Bank, USAID and others. Regional hub is seen as an
institutional platform for a continuous exchange of knowledge and
experience in the civil service field. The hub is now expanding as
other countries are noticing its value and joining as new participants
(ACSH, 2014).

President Nazarbayev within the efforts of implementing the
Strategy Kazakhstan-2050 and reaching the development of top 30
developed countries guides Kazakhstan to comply with the OECD
international standards. Recently, a special Council on OECD under
the President was established, and this underlines the priority
of this field of international cooperation. Within the framework
of fostering international cooperation Kazakhstan annually
organizesthe Astana Economic Forum attracting global thinkers for
discussion of solutions to the problems of the world economy;, civil
service etc (G-global, 2014).

Armenia
1.1. Transition to market economy

The transformation to a market economy was started in the early
1990s, with Armenia rapidly developing as one of the strongest
reformers of the former Soviet states. The change from a centrally
planned welfare state to a market economy was very costly in terms
of providing insurance and security for citizens. Russia could not
supply these countries with budgets. The republics of Armenia,
Moldova, Georgia, Ukraine, and Belarus were measured as middle-
to-low-income states (Grais, Wafik 1992). Hyperinflation of the
ruble, the absence of the tax collection base, diminish in income
from output and the rise in the unemployment all contribute
to the lack of financing the administrations needed to actualize
these changes in the early 1990s (Grais, Wafik 1992). Structural
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changes were presented, starting with a wide privatization
program and the establishment of a transparent legitimate system
for the improvement of a developing private sector, with an early
concentrate on opening the banking and energy sectors. Amid
this early period of transition, the generally instructed Armenian
workforce, numerous with specific specialized abilities, assumed
an important part and gave a paramount stimulus to quickening
the reform program. The arrangement of 10 activities spreading
a dozen years —backed Armenia’s economic reform program to
restore and keep up macroeconomic strength, make conditions
for financial development, and enhance living conditions. These
expansive ranges would structure the establishment for the change
of the economy from an unified model to a business based one. The
project incorporated a recovery credit for 1995-1996, five structural
change credits somewhere around 1996 and 2004, two structural
adjustments technical assistance credits around 1996 and 2002,
and two neediness diminishment help credits starting in 2004 and
ongoing. The technical assistance tasks backed the usage of the
eight modification operations by giving the important expertise to
reinforcing organizations (IDA, 2007).

Armenia had different barriers, which confounded its transition to
a market economy. Reliance on oil imports and energy resources
made Armenia vulnerable. It expends a lot of oil every year and
is greatly vulnerable to oil costs. Political circumstances and
geographic clashes have aggravated Armenia’s situation. The land
argument about the enclave of Nagorno-Karabakh with Azerbaijan
resulted in an economic blockade forced by Azerbaijan in 1988 on
Armenia. This blockade made Armenia even more vulnerable to
its oil needs and foreign imports. In1988 Armenia also experienced
a setback because of devastating earthquake. The blockade kept
support from Russia and the West from entering Armenia.. The
principal IMF credit to Armenia was made in 1994 and aggregate
giving reached at about $210m. The vast majority of this loan was
under Poverty Reduction and Growth Facility (PRGF), which used
to be known as the Enhanced Structural Adjustment Facility (ESAF)
(Odling-Smee, 2001).

The economic growth in Armenia had peculiarities that can be
considered as sources of vulnerability of economic performance
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during shocks. The Armenian economy could be described as: (i)
narrowly based; (ii) lowly diversified by sectors; (iii) microeconomic
biases with low share of small and medium-size enterprises, which
would facilitate the entry of new firms and the growth of
small enterprises and consequently contribute to faster job creation,
employment growth and unemployment reduction; (iv) one in
which remittances play an important role in the economy and
mitigate the impact of the transition on the welfare of households;
and (v) an economy in which the share of informal sector is large
(CRRC-Armenia, 2011).

1.2. Public administration and civil service reforms

* Armenia’s public administration system development, in
conjunction with political and socio-economic reforms,
necessitated the re-conceptualisation of the role of the state.
Gradually, the state shifted from directly influencing the public
administration to a partner that regulates, stimulates, assists
and sets “the rules of the game.” As a result, the following
contemporary principles and approaches have been given more
attention:

¢ the decentralisation of vertical structures of administration and
the strengthening of horizontal connections;

¢ the delegation of more authority, functions and responsibilities
to lower levels of government;

¢ the improvement of communication and information flow in all
directions;

* emergency and crisis management;

* programme-oriented management, prioritised to cope with
contemporary problems (e.g., reconstruction of the earthquake
zone, strengthening of border areas, protection of Lake Sevan,
creation of market infrastructures and the development of small
businesses);

¢ the streamlining and merging of public administration bodies
to achieve maximum efficiency and effectiveness.

Thereorganisation of the public administration led to the elimination
of several tasks that were no longer necessary, while expanding and
adding other duties. The following issues formed the basis of public
administration reform efforts:
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¢ the identification of the volume and types of activities of the
public administration in relation to the current state of political
and economic development;

¢ the election of adequate bodies of public administration;

¢ the distribution of administrative functions between various
public administration bodies in order to avoid both duplication
and “vacuums” whereas certain tasks are not covered by any
administrative division.

The new role and responsibilities of the public administration
required new mechanisms of effective functioning, as well as
new legal and organisational approaches. In particular, the public
administration was at least partially responsible for the creation of
favourable conditions for market competition, the implementation
of anti-trust policies and for the management of the civil service.

The extent of the participation of any given body in the complex
system of public administration is also very important. Public
administration organisations in Armenia, according to the nature of
their functions, are divided into the following groups:

¢ central authorities (the government of Armenia);

e functional administrative bodies;

e sectoral administrative bodies;

* territorial administrative bodies.

The mergers of ministries were designed to improve the ministerial
structure, eliminate duplication of functions, downsize the
management and enhance the effectiveness and efficiency of the
administration. In general, these mergers involved decentralising
administrative functions, delegating tasks to lower levels of the
administration and achieving a new balance between centralisation
and decentralisation (Annual reports of the Ministry of Statistics).
The results of these mergers and subsequent procedural reforms led
to the following results:

1) Administrative reforms in the manufacturing sectors
(agriculture, industry, construction) were tightly connected
with the privatisation process. More than ninety-five percent of
agricultural land and production means, more than half of industry,
and a significant part of the construction sector was privatised. As
a result, many economic entities emerged — approximately thirty-
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eight thousand organisations and forty thousand individuals have
registered with the appropriate authorities.

2) In the agricultural sector, three hundred and twenty-one
thousand personal farms and two hundred and seventy-three
collective farms replaced eight hundred collectives. In addition,
economic organisations were granted the right to independent
economic activity.

3) The means and methods of exercising power in the sectoral
administration also changed — sectoral ministries ceased directly
influencing the manufacturing and agricultural sectors and assumed
a new role appropriate to contemporary needs, including:
¢ developing and implementing sectoral development strategies;

¢ ensuring legal regulation of economic activities;

¢ implementing foreign economic policy;

® encouraging investment;

* creating a competitive environment in the given sector.
Tajikistan

1.1. Transition to market economy

During the last years of the Soviet Union, Tajikistan decided to
follow others and started a move from the traditional Soviet model
to a market economy. In 1991, Tajikistan authorized the renting
and privatization of governmental enterprises (except the ones that
were critical to national security). However, not everyone liked
this move; especially individuals who had influential positions or
possessed technological secrets in the industry and some politicians
who were against any kind of market reforms. These people assured
that the old system was still efficient and that everyone just needed
to work a little bit harder. This opinion was popular after the rapid
increase of inflation rates caused by the initial reform stage. The
transition itself was slow because of distrust, fear, and anger people
expressed to state government after the economic shock. As a result,
during the first year of independence, less than five private farms
were created.

In 1992, Tajikistan established the Tajikbankbussiness, its first
commercial bank created with the goal to invest in the country’s
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economy. The bank tried to set up international links with many
countries including the United States, China, Saudi Arabia, and
United Kingdom. The Soviet ruble was used in Tajikistan until it
was replaced with the new Russian ruble in 1994. When the country
joined the Russian ruble zone, Russia wasn’t able to send enough
currency to keep Tajikistan’s economy in good shape. In 1995,
Tajikistan finally quit the ruble zone and introduced the Tajikistani
ruble. The initial exchange rate was about 50 Tajikistani rubles to
$1 USD, but by January 1996 the rate was already 280 per $1 USD
(Curtis, 1996).

1.2. Public administration and civil service reforms

Considering the Tajik model of civil service, it represents a positional
model. It is characterized by such features as selection on civil
service on a competitive basis and rapid promotion is not possible
as it is necessary to maintain competition to any position despite
the length of service and experience. One of the signs of the Tajik
model is competitive selection on civil service. For understanding
of features of the Tajik civil service, a place and a role in policy of
the state it is necessary to track the main stages of its development
which can conditionally be divided into four stages (Djamshedov
D. N. 2004):

1stage (1991-1995). Declaration of independence of Tajikistan set the
task for the young state - to improve qualitative structure of cadres
of civil service, to adapt it for new realities. However, in the period
from 1991 to 1995, there was no legislation on the principles of the
civil service in Tajikistan. In practice, only Soviet-era nomenclature
principles of gradual advancement and adoption of the civil service
to meet professional requirements co-existed (ibid).

With acceptance in 1994 Constitutions of the Republic of Tajikistan
the institute of civil service got a strong constitutional and legal
basis (p.2, p. 7) the citizen can carry out the right for participation
in government directly or through representatives (p.1, p. 27 of
the Constitution) (Constitution of the Republic of Tajikistan,2003).
The right for civil service is connected with direct participation
of citizens in government. The constitution of the Republic of
Tajikistan, establishing the equal right for access of citizens to civil
service, any requirements for arriving on civil service were not
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fixed, for example: abilities, suitability to service, an education
level, progress in office activity of candidates, etc. Realization of the
specified constitutional law is in details regulated in acts.

2 stage (1995 - 1999). The further development of constitutional
norms about equal access of citizens to civil service in legislative
practice of the republic was implemented with adoption of the
law of the Republic of Tajikistan on November 13, 1998 No. 677
“On civil service” (The law of the Republic of Tajikistan No. 677,
1998) which played a noticeable role in stabilization of government
activity, definition of the status of civil servants, initiated the process
of formation of civil service in the Republic of Tajikistan. In this
law which worked within nine years, the modern understanding
of essence of civil service for the first time was standardly issued.
During its existence it was much made for formation of civil service.
It is important to note that civil service became object of attention
of arising institutes of civil society. Formation of organizational,
scientific and methodical, educational and information
infrastructure of civil service began. Civil service as social and legal
institute became object of scientific researches and among scientists
and experts (Karimov K. M., 2007).

3 stage (1999 — 2007). During this period the law “About Civil
Service” of the Republic of Tajikistan on November 13, 1998 No.
677 became invalid and the new law “About Civil Service” enters
in force from March 5, 2007 No. 233 which conforms to new
requirements and standards to civil service, and also in 2001 the
Constitutional Law of the Republic of Tajikistan on May 12, 2001
No. 28 “ About the Government of the Republic of Tajikistan” was
adopted in a new edition, which became the basis for structural
changes in executive power. According to it for short term were
developed and accepted next changes: The decree of the President
of the Republic of Tajikistan on June 4, 2002 No. 853 “About system
of central executive authorities of the Republic of Tajikistan”; Decree
of the President of the Republic of Tajikistan on October 9, 2002.
No. 926 “About creation of Institute of professional development
of civil servants of the Republic of Tajikistan”; Register of the state
positions of the Republic of Tajikistan and annex to it “Qualification
requirements for the state positions of civil service” 2002 and 2008;
The Provision on the HR department, approved by the Decree of
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the President of the Republic of Tajikistan on March 10, 2003 No.
1031, and a set of other normative legal acts of local character.
All above-mentioned regulations made a certain contribution to
improvement of office climate of government and improved the
legal status of civil servants, order revenues to civil service and its
performance, the role of HR department etc.. However, despite all
this the regulatory base on civil service there remained some room
for improvement. Adoption of regulations in various directions the
most important of which were acts of social guarantees, preparation
and retraining of civil servants and the concept of civil service was
necessary for this purpose.

4 stage (2007 - to present). Continuation of reforming of system
of civil service in the Republic of Tajikistan is carried out, new
changes and additions are entered into the Law “On Civil Service”,
in particular obligatory competitive selection to administrative
positions is established, qualification requirements to civil servants
are established, the certain head of ethical control and performance
appraisal of civil servants has been recently introduced (Official
website of the Department for civil service affairs under the
President of Tajikistan, 2014).

Azerbaijan
1.1. Transition to market economy

The years after the independence, economically can be divided into
two main periods. The period of 1991-1995 was characterized by
economic chaos and regression. The period after 1996 was anincrease
in macroeconomic stability and dynamic economic development.
The first period was strongly aggravated by political (unstable
political situation during 1991-1993), military (20% of the territory
of Azerbaijan was and still is under the occupation of Armenian
military forces as a result of Armenia’s military aggression against
Azerbaijan. The majority of the one million refugees from Armenia
and internally displaced persons from the occupied regions of
Azerbaijan are still forced to live in unbearable conditions in refugee
camps. Even though most of the refugees and IDPs are capable of
working, they do not have permanent jobs and have to make their
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living on random incomes and meager governmental allowances)
and economic (the break up of mutual cooperation ties and economic
relations that were formed over decades between the former Soviet
states, have led to a rapid decline in production rates, limitation
or suspension of production activities by most of the enterprises,
widespread unemployment and reduction of salaries, as well as
the rise of inflation. The actual economic capacity of Azerbaijan
was disregarded in governmental efforts to increase salaries and
improve the social security climate together with the introduction
of numerous benefits for various groups of the population, in
which this further encouraged inflation which ultimately led to
hyperinflation) problems faced by the Republic of Azerbaijan.

The process of liberalization of price policy and foreign economic
activities was started in the Republic of Azerbaijan over that
period. The liberalization processes led to abrupt raise of prices
in Azerbaijan until 1995. The price of consumer goods increased
in 1991 by 2.07 times against figures of 1990, and was growing in
several times every year (10.12% times in 1992, 12.3 times in 1993,
17.63 times in 1994).

The legalization of economic reforms was also reflected in adoption
of the State Programme “On Business Development in Azerbaijan
(1993-1995)” in 1993.Considering that only sporadic unmethodical
activities were taken in place of serious reforms in business sector
until 1993, the adoption and implementation of the programme
played an important role in the achievement of positive results in
that area (increase in the number of small and medium enterprises,
expansion of foreign trade relations, etc.). Within a short historical
period after the independence and even in spite of the unfavorable
starting conditions, significant results were achieved in the fields
of socio-economic development and integration into the world
economic system as the result of far-sighted policy and intensive
activities of the late President of Azerbaijan, the national leader
Heydar Aliyev. The greatest achievement was that the Azerbaijani
model of the state system establishment and development was
established over the past period.

The second stage of economic reforms in the Republic of Azerbaijan
was based on a number of large-size political documents (concepts,
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strategies and programmes) which were either adopted and
successfully realized (the State Assistance Programme to Small and
Medium Businesses in Azerbaijan (1997-2000), the State Programme
of Small and Medium Business Development in the Republic
of Azerbaijan (2002-2005), the State Programme of Mechanical
Engineering Industry Development in the Republic of Azerbaijan
(2002-2005), the State Programme of Agricultural Development in
the Republic of Azerbaijan (2002-2006), the Concept of Demographic
Development in the Republic of Azerbaijan, the State Programme of
Tourism Development in the Republic of Azerbaijan during 2002-
2005, the State Programme of Poverty Reduction and Economic
Development in the Republic of Azerbaijan (2003-2005), the State
Programme of Socio-Economic Development of the Regions
of Azerbaijan (2004-2008), etc.) or at the stage of adoption (the
Employment Strategy of the Republic of Azerbaijan, Integrated
Strategy of Trade and Investments in Non-oil Sector, etc.). Among
the principle directions of consecutive and systematic economic
reforms in Azerbaijan was the privatization of state properties and
establishment of favorable conditions for free businessmen. Land
and agrarian reforms are institutionally completed already. Over
1695.1 thousand hectares of land were passed free of charge to
villagers, while kolkhozes and sovkhozes were transformed into
farms. 99.8% agricultural products are currently produced by the
private sector. This process encouraged significant socio-political
changes and increased economic efficiency of various agricultural
sectors. This has also led to significant reduction in importation of
food products (e.g. meat and dairy products, potatoes and onion,
etc.) over the last few years (Portal, 2010).

1.2. Public administration and civil service reforms

Azerbaijanhas been done a lot in political reforming and institution-
building, particularly with respect to establishing afunctioning
market economy, a healthy financial and banking system as well
asensuring high and sustained levels of GDP growth. These steps
forward in the economic realm have allowed the Azerbaijani
government to decrease poverty levelsfivefold; implement
privatization as well as ensure social stability, all being keyconditions
for successful political change. Beyond the market, however, theneed
totackle directly political reform has become increasingly apparent.
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Another important part of institutional reform is the rationalisation
and improvement of publicadministration structures. In this regard,
some measures have been taken to rationalise through themerging of
government agencies. So far nearly 30 central government structures
have been eitherliquidated or merged and new ones established.
The government aims to provide key social and economic services
for the citizens and help to remove impediments to growth and
employment in the non-oil sectors through efficient management
of the country’s natural resource wealth. In order to achieve this
it is important to improve the existing governance, policies and
institutions for public expenditure management. The overall aims
of public administration reform are:

¢ Toimprove governance, financial discipline and transparency

¢ To improve resource allocation and use

¢ To improve the efficiency of programmes and services

Although 30 central government structures have been reformed,
it is still considered necessary to continue with these reforms in
order to rationalise the existing government structures. Public
administration reform envisages a close review of the mandates
and expertise of separate government agencies since there is still
significant duplication of functions in most of the government
agencies dealing with economic issues. Therefore, it is intended to
continue structural reforms with a view to ensuring the efficient
functioning of different government agencies particularly in the
agricultural sector. (World Bank, 2003).

Ukraine
1.1. Transition to market economy

After the Soviet Union collapse Ukraine was one of the poorest
countries among former Soviet Union states. Statistics for the
time are notoriously uncertain, but the best ones available show
Ukraine’s GDP at just $1,307 per capita. Only Azerbaijan, Georgia,
Kyrgyzstan, Tajikistan, and Uzbekistan lagged behind Ukraine; even
Moldova and Turkmenistan, generally regarded as very poor Soviet
republics, were ahead of Ukraine. Ukraine inherited relatively good
infrastructure and capital stock, in many respects what was built
then was not maintained.
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Ukraine’s economy contracted annually between 9.7 and 22.7
percent in 1991-1996. The country faced with hyperinflation and
an exceptionally huge production cut for a country not ravaged by
a major war. Official GDP collapsed by almost half from 1990 to
1994, and slow decline continued throughout the decade. Economic
growth would not resume again until 2000. The budget deficit was,
at 14.4 percent of GDP, exceptionally large. Barter and the use of
surrogate moneys and foreign currencies prevailed. Ukraine had
introduced a sovereign currency, the hryvnia, but it was little used. A
shadow economy swelled and compensated for an unknown share
of the economic collapse. Political instability hindered the building
of functional administrative institutions like tax authorities, and
escaping into the untaxed shadow economy was easy. Corruption
also helped ease that transition. As the tax base grew narrower,
attempts to increase tax revenue often meant that what could be
taxed was taxed too heavily. It forced many people and enterprises
into the shadow economy. In the process, any respect for law tended
to evaporate. This was not a good environment for competition,
investment, and growth of new industries (Sutela, 2012).

1.2. Public administration and civil service reforms

Independent Ukraine inherited Soviet state machinery with
public authorities formed by representatives of Soviet communist
party nomenclature as well as model and culture of public
administration. Therefore, bad governance and its inalienable
concomitant corruption became a kind of system disease which
emerged as a result of new democratic and market conditions faced
by the state machinery unable to cope with them due to its identity
with soviet model closed from the society. In these circumstances,
transparent and accountable policy could not be provided without
change of the model, the structure of state machine, mechanism of
decision making and reform of public sector. Reluctance to reform
state bureaucracy fostered absence of legitimate procedures of
lobbying interests of different groups of society, of consultations
with citizens concerning policy development and realization, not
to mention direct participation of society representatives in policy
making. This resulted in several sequels, namely, coalescence of
power and big business; regulatory policy oriented at interests of
separate influential groups; negligence and prejudice of judges. The
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privatization scheme was non-transparent and beyond the rule of
law; this gave birth to lawless clannish monopolistic formations
which by using connections with public authorities ensured own
sky-high profits and great damage for the state and the people.
Thus, independent Ukraine’s elites from one side did not know how
to react to new realities, and from another one — there was absence of
political will to bring about adequate response to those challenges.

The contemporary Ukrainian politics produces an effect of
muddle. During 2005-2008 Ukraine went through four changes
of the Cabinet of Ministers, two parliamentary elections — regular
in 2006 and pre-term parliamentary elections in 2007; numerous
leadership reshuffles in local public authorities. Generally, the
political situation in post-revolutionary Ukraine resembles circle:
parliamentary elections — creation of coalition with appointment of
new government — political crisis and loss of legitimacy by leading
political parties — reelections when partly legitimacy somewhat
restores — and again the beginning of the circle. At the same time,
nobody tries to tear this circle (Popovych, 2012).

Russia
1.1. Transition to market economy

After dissolution of USSR three basic issues emerged fairly quickly:
liberalization, stabilization and privatization. Liberalization was
seen as the first element of transition, consisting of both internal
and external liberalization, meaning eg price liberalization, as
well as the liberalization of foreign trade and entrepreneurship in
the formerly closed and state-controlled economies. Stabilization
was and still is an essential part of any macroeconomic reform
package. Bringing down high inflation and balancing government
budgets were rightly seen as crucial preconditions for future
growth (Gros and Steinherr 1995). The importance of privatization
was partly based on the need to harden the Russia, privatization
was initially based on voucher give-aways, which generally led to
insider ownership and continued political control. In numerous
instances, local politicians and managers in fact seized control of
privatized former state enterprises, giving rise to ‘grabbing hand
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privatization”. The second round of Russian privatization, the large
auctions in the mid-1990s, on the other hand, contributed to the
rise of oligarchs and raised considerable criticism, both inside and
outside of the country (Boyko et al, 1995).

These three issues later formed the backbone of the so-called
Washington consensus, a broad agreement — especially among the
Washington institutions, the IMF, World Bank and US Treasury — on
guidelines for successful transition.” Somewhat later much emphasis,
both in economic theory and in policy analysis, has shifted towards
reform implementation and the institutional arrangements. A wide
range of institutions has been named as essential in successful
transition, including property rights, law enforcement, and social
norms and trust.> A major challenge of economic transition still
today concerns the role of the government and public institutions. In
most variants the socialist economies were overly centralised, overly
regulated and overly bureaucratic but none of the bureaucracies
had any means of efficiently operating in a market environment.
Therefore shifting the incentives of politicians and bureaucrats
towards goals compatible with functioning market economy has
become all more important (Shleifer, 1997). Decentralization of
economic decision-making has been proposed as one potentially
fruitful means of tackling the issue. Due to the vast geographical
area and formally federalist structure, decentralization and evolving
fiscal federalism has indeed been a salient feature of Russia’s
economic transition during the 1990s.

1.2. Public administration and civil service reforms

As other former soviet union countries embarked on administrative
reform, Russia started its own reform that could be divided into 5
time periods (Administrative reform portal, 2014).

1 stage (1992-1993)

At the first stage measures for reorganization of government and
formation of concrete federal executive authorities were taken
which on the typology and competences differed little from the
Soviet ministries and departments.
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2 stage of administrative reform (1996-1998)

In September 1996 a policy memo “On the problem of weak
management of state processes” was presented to the Russian
President. In that paper the need for drafting a concept of new
system of executive power was stressed as the main problem. Key
ideas of this paper found reflection in the State of the Nation address
of the Russian President in 1997 titled “Order in power - order in
the country”.

In May 1997 five working groups of experts were established to draft
the Concept of administrative reform. Notably, from September
1996 to May 1997 twelve versions of the Concept of administrative
reform were drafted.

In the final version of the Concept the following were noted as the
main problems:

¢ citizen and power;

* executive power: new functions;

* problems of civil service;

® corruption in top management.

Discussion of the draft of the Concept of administrative reform
took place on March 13, 1998. Participants of the meeting insisted
that there were no grounds to start its implementation until 2000.
In May 1998 the Concept was handed to the new Russian Prime
Minister S. V. Kiriyenko for the purpose of publication, but it was
left unpublished.

3 stage of administrative reform (1999-2000)

Since fall of 1999 the center of development of problems of
administrative reform moved from the Administration of the
Russian President to the Center of strategic developments - the
election campaign headquarters of V. V. Putin as the acting Russian
Prime Minister.

In the beginning of 2000 the Center prepared the Concept of state
construction which absorbed the main ideas of the Concept of
administrative reform of 1998.

In the section “Power and Society” high degree of disharmony of
the relations between the government and society was emphasised.
It was claimed that the executive power was reproducing the soviet
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management system. In the section “Policy of Changes in civil
service” it was argued that civil service had to be established based
on the principles of meritocracy, openness and free access. These
ideas were short-lived, however. Due to the presidential elections
and the policy shift towards strengthening of the power vertical,
federal relations, change of the upper house of the Federal Assembly
of the Russian Federation, etc. Thus, the administrative reform was
once again postponed.

4 stage of administrative reform (2003-2005)

In 2003-2005 administrative reform was practically carried out in
the following directions:

¢ optimization of functions and structure of executive authorities;
¢ reforming of civil service;

* improvement of administrative procedures;

¢ creation of administrative justice.

5 stage of reform (Program of administrative reform for the period

until 2008)

In the second half of 2004 the Concept of administrative reform in

the Russian Federation for 2006-2008 was approved.

The concept of administrative reform provided among others:

* measures on introduction into the work of executive authorities
of the principles of management by results;

* introduction of standards of the state and municipal public
services;

* increase of system effectiveness of public procurement;
creation and implementation of special regulative measures in
corruption prone fields;

e completion of revision of excess and duplicating functions
of executive authorities and elimination of inefficient state
intervention in the economy;

* ensuring transparency and efficiency of interaction of executive
authorities with civil society.

The concept was aimed, first of all, at enhancing the institutional
capacity of the national public administration to achieve concrete results
and also increase the quality and availability of public services and
minimize the costs of inefficiencies in public procurements.
Immediate results of the Concept implementation were envisioned
to be in the form of:
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1) creation of public administration capable to achieve socially
significant measurable objectives;

2) decrease in costs of doing business due to reduction of
administrative barriers (by three times);

3) creation of the new markets for services by private businesses
as a result of withdrawal of the state from certain spheres where its
presence was not desirable ;

4) improvement of quality and availability of public services to
citizens;

5) increase of trust of citizens and business in public institutions
(Migin S., 2008)

Georgia
1.1. Transition to market economy

The evolutionary and the so-called “shock” methods were in the
initial stages of Georgia’s social-economic reforms transformation
of the economy. Which one would be adopted would depend on
the country’s capacity to undertake evolutionary and revolutionary
transformations respectively.Both options came with supporting
arguments, and researchers into transitional economies had
different opinions. Most socio-political forces supported the idea
of a gradual transition to a market economy, but at the beginning
of 1990" the economies of many transition countries suffered a
severe shock and more radical changes had to be made. It should
be noted that at this period the new economic mindset contradicted
the old stereotypical mindset, and this significantly delayed the
implementation of reforms.The downfall of the Georgian economy
began in 1990 and continued for another five years; this was partly
the result of political conflict and ethno-political wars. During 1990-
1993 Gross Domestic Product (GDP) decreased by 28% a year on
average, and in terms of purchasing capacity fell from USD 4,433
to USD 1,437 per capita. By 1995 production had decreased by 78%
compared to 1990, a fall three times greater than that during the
“Great Depression” in the US. In addition, although the other post-
socialist countries of Eastern Europe suffered the same decline,
it lasted for an average of 4 years in these countries, but 7 years
in specifically post-Soviet countries. Although Georgia’s decline
lasted for a relatively shorter time it was the deepest. Furthermore,
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economic activity largely moved into the shadows, the black market
overtaking the official economy.

Georgia was the last post-Soviet country to begin to peacefully
construct its state andtransform its economy. Not until 1995 did
the Georgian economy begin to recover from crisis, supported by
institutional transformation. The peak of economic growth was seen
in 1997, when GDP grew by 10.7%, the highest rate prior to the “Rose
Revolution”. But the growth rate then deteriorated dramatically,
and the Russian financial crisis of 1998 significantly handicapped
economic development, leading to inflation.This first catastrophic
inflation caused an increase in the value of foreign currency in
Georgia, in particular the US dollar, and in the size of the shadow
economy, which as a coefficient of dollarisation reached its height
by the end of 2003 — at 86% of the whole economy. If fact a two-
currency zone existed in Georgia: local currency was used to cover
immediate expenses, small business transactions and consumer
costs, and the US dollar was used for large business transactions,
larger consumer expenditures and making investments.

The biggest problems in the Georgian economy were the
hyperinflation from the beginning of the nineties, low revenues
accruing to the state budget and the financial crisis of 1998. And
also, Georgia had the fundamental problems characteristic of
an underdeveloped economy: a budget deficit, increasing state
debt, low monetisation, a weak banking system and insufficient
progress on institutional and structural reforms.Transformation
progressed slowly; market mechanisms operated in a poor and
weak manner. Strong administrative interference in the activities
of market institutions prevented the development of a private
sector and stimulated corruption and the formation of a new state
oligarchy. To this can be added the immovability and stagnation in
the attitude of the state; the level of monetisation was very low, and
this indicated the limited role banks were playing. Due to the low
levels of savings, the preponderance of cash transactions and the
high dollarisation coefficient, the development of banks took place
within a limited,closed environment.The low level of investment
also contributed to the instability of the economy, and the high
dollarisation increased Georgia’s dependence on external factors,
which, in case of the devaluation of the dollar, had a negative impact
on the growth of the national economy and the value of goods
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produced in Georgia. These and other indicators demonstrated the
generally weak financial condition of Georgia, but the dynamics
were slowly improving (USAID, 2012).

1.2. Public administration and civil service reforms

In Georgia like in the most post-soviet states, new forces came
to power and their ‘new order’ moved in different directions
in the late 1980s and early 1990s. Due to different conditions in
these states, different social structures and state-society relations
evolved. After national protests against the Soviet regime in 1989,
and breakup of the USSR in 1991 — the first national elections were
held, in which the “Round table, free Georgia” party won and
Zviad Gamsakhurdia became president. This was followed by two
ethnic wars in Osetia and Abkhazia, and a civil war during 1991-
95.In 1992 Eduard Shevardnadze became leader of “Citizen’s union
of Georgia” party and was president from 1995 until the Rose
Revolution. In November 2003 on the wings of this revolution, the
“Nationalists” party came to power, and young Mikheil Saakashvili,
leader of the party, won the presidential elections in February of
2004 with great support from the population (almost 90%). Later,
following political tensions of late 2007, the country has faced out of
turn Presidential elections in January and parliamentary elections
in spring 2008, where Saakashvili and “his party” won again. Later
on, state development was deranged with Russian-Georgian war in
August 2008 for Georgia’s break-away region of South Ossetia.

One of the major issues related to corruption and Georgian political
society, often mentioned was the problem of family clans and
involvement of relatives in power structures (Tsitsishvili, 2010).

THE PUBLIC ADMINISTRATION REFORM TRAJECTORIES:
COMMONALITIES, DIFFERENCES AND CONCLUSIONS

The development of the post-soviet countries since 1991 can be
divided into 3 stages. In the first stage (1991 — 1995) the nations were
gaining political independence, international recognition, accessing
to international organizations etc. Clearly, during this period the
GDP of the countries dropped significantly. The second stage (1996
—2000) was characterized by strengthening of national sovereignty,
creating of the private sector, currency, taxing and customs
systems leading to decrease in inflation and some macroeconomic
stabilization. The third stage (2001 - present) has been witnessing the
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revenue maximization of natural resources, public administration
and social reforms.

By 2010 Azerbaijan, Belarus, Kazakhstan, Turkmenistan and the
Baltic States exceeded the GDP level of 1991. Ukraine, the second
largest economy after Russia failed to ensure continued sustainable
economic development. The recent political crisis exacerbated
the situation. In Armenia, predominantly industrial country with
significant scientific potential, the problems of transition were
exacerbated by the earthquake of 1988 and the armed conflict with
Azerbaijan. Since the early 1990s Armenia found itself in a blockade
as automobile and railway networks between Azerbaijan and
Armenia were terminated, and the railway connection to Russia via
Georgia was also stopped due to the Georgian — Abkhaz conflict.
Tajikistan is suffering from much more serious challenges. The civil
war (1992 — 1996) led to significant human losses of more than 100
thousand (that is more than the country lost during the Second
World War). These all point to the significant decrease of human
resources capacities that complicated the transition.

What is clear is that the undertaken public administration reforms
do not demonstrate a concerted attempt of transition but rather
policy choices affected primarily by domestic political discourses
and initial socio-economic conditions. The available information
about the reform efforts and statistical data that was not collected
regularly inevitably limits the depth of inferences to be drawn.
Having said that certain development trends among the countries
studied appear noteworthy.

Table 2
Country GDP per WGI
TI CPI rating capita USD | government
current prices | effectiveness
1996-99 2013* | 1991 | 2013 | 1996 | 2012
Kazakhstan | 84 (out of 99) 140 | 1512 | 13172 | -1.07 | -0.44
Armenia 80 (out of 99) 94 589 | 3505 | -0.41 | -0.04

Tajikistan 124 (out of 133) | 154 468 1037 | -1.46 | -0.93
Azerbaijan | 96 (out of 99) 127 | 1209 | 7812 | -0.94 | -0.78

Ukraine 69 (out of 85) 144 | 1490 | 3900 | -0.71 | -0.58
Russia 47 (out of 54) 127 | 3427 | 14612 | -0.52 | -0.43
Georgia 84 (out of 99) 55 1310 | 3602 | -0.67 | 0.57

Sources: TI (2014), WGI (2014). * out of 174 countries
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We can see from the Table 2 that Kazakhstan, Armenia and
Tajikistan from the mid 1990s to present progressed on government
effectiveness by about 50 percentile points towards improvement,
although all of them stagnated on their Corruption Perception Index
during the same period. It is worth noting that the GDP per capita of
Kazakhstan and Armenia increased 7 times, perhaps due to natural
resources revenues. Azerbaijan, Ukraine, and Russia remained
relatively slow in increasing the government effectiveness, whereas
among all the above countries Georgia made a meaningful progress
in government effectiveness from -0.67 in 1996 to 0.57 in 2012 which
is backed by its significant improvement on CPI from 84" place out
of 99 countries in the mid 1990s to 55" place out of 174 countries in
2013. The general trend though among the studied countries, except
for Georgia, is the persistently low government effectiveness and
high level of corruption.

The purpose of reforms in these countries was somewhat similar
— fast transition to market economy and solving the accumulated
socio-economic problems (short and medium term). The prescribed
measures of the Washington consensus penetrated the national
agendas of these countries leading to waves of privatization of
public assets and deregulation unfortunately often accompanied
with rampant corruption.

All the countries studied managed to establish some form of civil
service system with Kazakhstan being the first to adopt a law on
Civil service and establish a specialized civil service agency whereas
Russia even until today failed to establish such a specialized state
agency. Overall it can be argued that civil service reforms in these
countries need further development.

Besides Kazakhstan none of the studied countries established
performance appraisal of civil servants in its full form found in the
Netherlands, the UK, Canada, for instance. Kazakhstan is currently
advancing in appraising the performance of its senior executive
core “A” and other mid career professionals. It is also actively using
performance management of state agencies based on certain criteria
such as the quality and timeliness of public services delivery etc.

Overall, the post-Soviet countries since independence have
been witnessing political and socio-economic consequences
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of disintegration of the USSR. Politically countries regained
sovereignty after 70 years, the national elites started enjoying
international recognition. Arguably, the people who were close
to former top management of the countries enjoyed preferential
access to prestigious positions in civil service and public assets.
The new political and business elites of the countries were faced
with the challenges of nation building, mental shift in society and
new geopolitics. The initial years of independence demonstrated
different maturity and human resources levels when it came
to political issues. Internal and international conflicts (Georgia,
Armenia, Azerbaijan, Tajikistan etc) emerged pointing to the lack of
leadership, negotiation skills and credibility of certain leaders.

Coming back to the discussion of sustainable development it is
worth noting that the above analysis of countries” development
trajectories and chosen policies points to the paramount importance
of adequate institutional and human resource capacities. Building
such capacities requires conscious and continuous investments
such as Kazakhstan’s Bolashak scholarship to finance most talented
youth to study at best universities and come back with a different,
progressive, mindset to instill change. Another example of efforts is
anti-corruption measures of Georgia.

To sum up, it is useful to note that the civil service reform in
the studied countries is ongoing and currently needs further
professionalization, depoliticization and capacity building. Political
interference is a common deficiency that exacerbates the weak
institutional capacity to implement long-term reforms. The lack
of a tradition of robust research in the field of HR management
as a consequence of the soviet period results in the significant
lack of institutional and HR capacities. Furthermore, following
the prescriptions of the Washington consensus by the post-Soviet
countries led to the loss of public assets, institutional capacity and
socio-economic distress.

From a broader perspective, one can argue that the trajectories of the
studied countries differ besides other factors partly due to chosen
priorities of national development agenda which subsequently
determined overall socio-economic performance and human
resources capacities of national public administrations.
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THE FEDERAL EXECUTIVE INSTITUTE OF THE UNITED
STATES OF AMERICA: AMID EPocHAL CHANGES &
ON-GoING PuBLic ADMINISTRATION CHALLENGES

Chester A. Newland!

Abstract

Transformation of high levels of Public Service from exclusive elitism
to general inclusiveness, reflecting epochal changes in American
society generally, has been the most visibly sustained aspect of
development of the Federal Executive Institute (FEI) throughout its
46 years of operations. Two other interrelated frameworks of change
dynamics that remain on-going from earlier Public Administration
thinking and practices have also been vital Institute concerns:
(1) shifts from dominant centralized, hierarchical, silo structures of
expert, positivist authority to behavioral theory and practices of
Facilitative Governance, including cross-sectoral developments (but with
growing reversions in recent decades associated with ideological
extremism and partisan politicization); and (2) extension of the
field from near-dominant preoccupation with Executive Branch affairs
of government to governance broadly in digital-era contexts. The FEI
has been impacted importantly by these developments, and it has
contributed to them. Therefore, this paper attempts to analyze the
development of the FEI within the framework of changes towards
general inclusiveness in the American society. It concludes that the
digital era, several decades in development, is now established
globally as Epochal. New opportunities abound for multiplication
of splendid values and reconciliation with them of varied means
for their accomplishment. Challenges are great but many can be
overcome in the years to come.

Key words: Federal Executive Institute, elitism, inclusiveness,
governance, digital era.
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Epochal Transformation: From Exclusive Elitism to Open
Inclusiveness

Upper reaches of civil and military public services were nearly
entirely domains of Anglo males from relatively elite educational
institutions and politically connected sources when the FEI was
created in 1968. It was among the last of President Johnson’s
aspirations for a Great Society facilitated by Inclusiveness. The
Institute was also vitally the handiwork of John Macy, both Civil
Service Commission (CSC) Chairman and White House Personnel
Advisor to the President. He was a topmost exemplar of merit-based,
professionally expert, exclusively elite, senior public service, as broadly
understood by most leaders in public administration in the 1950s
and 1960s.

That exclusivity prevailed during FET’s first years. The CSC Bureau
of Executive Manpower (as it was aptly named at the time) reported
only 1.6% females at the Federal Supergrades 16, 17, and 18 levels
in 1969; 1.5% in 1971; and 1.9% in 1974. Minority groups executives
totaled 2.7% in 1971 (and 3.6% in a Feeder Group) and 4.7% in 1974
(and 5.1% Feeders).

The reality of such white-male exclusiveness was most dramatically
illustrated in one of my earliest sessions after I became a FEI faculty
member in 1971. Only one woman—Linda—was among the 60+
executive participants. And Linda was a total dummy! She was
always ostentatiously seated most visibly on the front row at major
meetings, and she was invariably professionally attired, quaffed,
and unwaveringly attentive. Clearly, Linda was among troubled
beginnings of a gender revolution. The all-male executives in that
session had acquired Linda—a department-store mannequin—
to express the Institute’s dismay with the absence of women and
minorities in their ranks and to encourage inclusiveness of the sorts
aspired to in Great Society ideals.

Both gender and minorities inclusiveness moved slowly not only in
FEI’s initial years but through its early decades. Despite extensive
efforts during my years as FEI's second director (ended in 1976 by
the five-year maximum time allowed at the Institute pursuant to
its “Temporary Society Culture” enforced by the CSC at the time),
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only one FEI session in those years had as many as six women out
of around 65 total participants. Anita Alpern, a powerful Treasury
Department (IRS) GS 18, and others (especially FEI Alumni
Association members) networked extensively in professional
organizations and throughout government to bring about changes.
However, as late as 1981, when I was asked to return to FEI, again to
be alimited-term director for several months to deal with destructive
problems, executive occupations were mostly in fields into which
few women or minorities had entered prior to the late 1960s. Federal
Service fields that accounted for 81.35% of executive occupations
in 1981 were: Administration, 32.25%; Engineering, 14.2%; Physical
Sciences, 12.9%; Other Sciences, 11.2%; and Legal, 10.8%.

That privileged elite of professionally expert white males in public
services reflected America’s centuries of legally enforced and/
or condoned racial segregation and exclusion of minorities and
females from equal opportunities to learn, enter paying jobs/careers,
and advance shared standards and practices in search of human
dignity. Lyndon Johnson and other advocates of inclusive culture
sought epochal change via such efforts as the Civil Rights Act of
1964, the Voting Rights Act of 1965, the Hart-Celler Immigration
and Nationality Act of 1965, and extensive programs of the War
on Poverty. Most central to long-term alleviation of poverty were
not simply the vital welfare programs instituted and extended in
the 1960s and beyond but open job/career opportunities, including
in public services, and learning via education, training, and other
vocational / professional experience to merit workforce inclusion.

Creation of the FEI was a part of that, essential to changing Federal
Executive Service from exclusive to achieve professional merit to
inclusive with enhanced standards of professionalism and expertise.
Doors were to be opened by such methods as Affirmative Action,
not meritless tokenism, but through disciplines of individual and
shared learning, performance, and earned advancement. LBJ relied
upon and sought to advance roles of career civilian and military
executives more than any other American President. In Vietnam
affairs, he became severely criticized at the time and in history for
what many considered wrong-headed dependence on policies and
tactics of professional military leaders and their political advocates.
Meanwhile, however, doors were deliberately opened in those
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years for advancement of minorities and women in military service,
with such examples as Army Colonel Juanita Roberts as Johnson’s
personal White House assistant and Colin Powell’s preparation for
topmost roles. With respect to civilian executive service, LBJ relied
similarly heavily on John Macy to sustain and advance merit, even
though Macy and the Civil Service Commission adhered generally
to merit by exclusion and reliance on traditional elites. Johnson’s
aspirations were in partial contrast. He was a graduate of San Marcos
State Teachers College with initial experience teaching Spanish-
speaking Mexican-American students followed by early life-
defining administrative service in FDR’s National Youth Authority.
He embraced as fundamental merit-based public service, as Macy
did, including reasonable reliance on traditionally grounded elites.
But he strongly opposed traditional Civil Service Commission
exclusion of others and failures to advance affirmative means of
inclusion of promising and qualified people from among non-elites,
including those of diverse backgrounds and cultures. Hopes were
that the FEI would become a force for such development, drawing
on and valuing highly diverse talents and experience of executives
to advance America as racial, gender, and multi-culturally inclusive.

However, as noted above, traditional exclusionary civil service
practices remained hard to change. After all, exclusion of corrupt
Spoils and Incompetence had been much of the essence of Civil
Service reforms since their roots following the Centennial Era.
Advancement was built on cherished ideals of elite public service
based on a combination of specialized and generalist careerists in
leadership positions. Note the depth of this elitist thinking in an
example from early history of the Northern Virginia Branch of the
University of Virginia, now the highly regarded George Mason
University. Two topmost Public Administration leaders, one in
Federal service and the other a most distinguished academician,
withdrew from the institution’s advisory roles when the faculty
first sought to undertake graduate level education for high levels of
public service. It was generally considered at the time that only a few
elite institutions, including the then-all-male University of Virginia
in Charlottesville, Syracuse’s Maxwell School, Princeton, Harvard,
the University of Southern California, and the likes, should provide
graduate education in public administration for topmost Federal
civilian service. It was considered desirable for “lesser schools”
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to train for such public careers as law enforcement, fire services,
public works, and even generalist city management, as at Kansas
University (where Elmer Staats graduated before completing
doctoral study at the University of Minnesota).

Leading books of the 1960s reflected realities, including merits, of
traditional elitism while demonstrating needs for changes. David
Stanley’s 1964 Brookings study, The Higher Civil Service, found
that, of those at high-levels studied, “Only one of the 363 present
employees and three of the 163 former employees are women” (p.
23). John]. Corson and R. Shale Paul’s 1966 Committee for Economic
Development (CED) book, Men Near the Top, sought answers to
questions of how to sustain and increase quality among high Federal
Service levels. Among executives highlighted was one woman, the
Commissioner of Welfare, Ellen Winston, in the Department of
Health, Education, and Welfare—singularly responsible for many
LBJ Era changes, including Medicare. This CED book contributed
importantly to thinking in support of creation of the FEI Forces for
such action grew with publication in 1967 of a second Brookings
study, Men Who Govern, by David T. Stanley, Dean E. Mann, and
Jameson W. Doig.

For well over a decade now at the FEI, realities have been of Women
and Men At and Near the Top. Inclusion of minorities and of foreign-
born professionals of expert talents remains more limited than in
top levels of business and political leadership. But generally, public
service inclusion has reflected epochal changes in racial and gender roles
that have accelerated in the past 25 years, grounded in civic, political, and
professional efforts of earlier generations.

The stand-out exception to changes until recently was strict exclusion
of known homosexuals from public services—reflecting social
values that remained powerful in much of America until recent
decades. President Eisenhower’s Executive Order 10450, issued 27
April 1953, excluded “security risks” not only in former political
terms but rather stressing character: “Any criminal, infamous,
dishonest, immoral, or notoriously disgraceful conduct, habitual
use of intoxicants to excess, drug addiction, or sexual perversion.”
While this E.O. did not refer to homosexuality, it was implemented
as a suitability test to exclude known gays and lesbians. As Civil
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Service Chairman, John Macy wrote to Frank Kameny, an Army Map
Service astronomer fired pursuant to the policy: “Homosexuals or
sexual perverts are not suitable for Federal employment” (National
Journal, 25 January 2014, p. 24). As a contrary example to this view,
when White House aide Walter Jenkins was forced out due to an
alleged homosexual incident, Claudia Taylor (Lady Bird) Johnson
had her photograph taken with him and released it publicly.
The President followed that with support for Jenkins’ private
employment in Austin. The Civil Service Commission aggressively
continued to pursue exclusion of known homosexuals until the
U.S. Supreme Court held the policy unconstitutional in Norton
v. Macy (1969) and in Society for Individual Rights, Inc. v. Hampton
(1973). Comprehensive inclusionary policy finally came with the
appointment by President Obama of John Berry, a prominently out
homosexual, as Office of Personnel Management (OPM) Director.
Exclusionary policies continued in military services, with “Don’t
Ask; Don't Tell” prescribed during the Clinton Administration.
However, in the Obama Administration, following broad changes
in social acceptance, openly out gays and lesbians were finally
accepted in the military.

America’s epochal transformation from a White Supremacist and
otherwise exclusionary society into a broadly inclusive one since
President Truman’s racial integration of military services and vast
changes in laws in the 1950s and 1960s has been topmost among
FEI's contexts. The Institute was created to facilitate varied and
shared capacities of public executives for behavioral and other
leadership to deal with such challenges. Enduring and changing
inclusiveness obstacles remain ever-challenging, along with other
contexts that require executives to balance needs for stability
and vital changes. In short, confounding problems of Temporary
Society that were understood in FEI's founding remain ever-present
in dynamic constitutional democracy. Public executives must be
among foremost facilitators of diverse and shared governance for
society’s multiplication of constructive values and varied talents
and means to their accomplishment. Beyond the epochal American
transformation to inclusiveness, these competencies involve two
other defining sets of American changes related to FEI experience,
each briefly noted next.
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FEI in Changing Contexts: Hierarchical Positivism and Facilitative
Governance

Decades before FEI's creation, at least since realities learned during
and soon after World War Two, American Public Administration had
transitioned from singular domination by hierarchical positivism to
embrace of rapidly expanding knowledge from behavioral sciences.
Among leading studies was the topmost 1960 book by John M.
Pfiffner and Frank P. Sherwood, Administrative Organization. It
examined cutting-edge developments in theories and practices
during the period of FEI’s creation. The authors’ Preface could serve
as a powerful framework of the Institute as a creative engine of
changing contexts of American Federal Government and of public
administration globally:

“Studies of administrative organization tend to cluster at one or
the other of two poles. At one end is the traditional framework of
job content, job structure, and job relationships—the mechanistic,
engineering approach to the problem. At the other end is the human
behavioral orientation, in which the sociologists, psychologists, and
anthropologists have been most prominent. As a result there has
been a need for introductory materials which seek a middle ground
between these two contrasting extremes. To provide such materials
is the essential purpose of this book.” (p. v)

As FEI's inaugural director, Frank Sherwood creatively facilitated
a shared search for informed middle ground, recognizing that
diversely experienced, highly placed Federal Executives have widely
varied talents and much expertise to bring to endeavors. Borrowing
from Malcolm Knowles’s advocacy of Andragogy befitting adult
learning rather than Pedagogy oriented to children, efforts were to
create a diverse community of shared and varied learning.

My initial FEI experience highlighted that vital context. As both
an in-and-out government executive, civic activist, and itinerate
university faculty member prior to arriving in Charlottesville, I
had always identified my role as a teacher. Other Institute faculty
members immediately informed me that, at FEI, I was not to be
identified as a teacher but as a facilitator. Since I had grown up in
Kansas and completed military service mostly in Texas—places
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where a facilitator was a behavioral expert who helped bulls and
heifers in their sometimes challenging intricacies of procreation—
that instruction initially raised professional doubts and troubling
questions about my expected FEI roles. But I quickly caught on and
embraced FEI'sinnovative language and effective practices of shared
and diverse learning and varied applications. They were, after all,
basically like my earlier roles as a teacher in exceedingly dynamic
U.S. Air Force and university contexts, but with vastly deeper
and broader embrace at FEI of human behavioral factors. From
previous work with topmost officials and career executives, I had
long understood that my roles (as teacher or facilitator) consisted of
helping individuals, groups, organizations, and society generally to
achieve constructive successes via self and shared talents and other
diverse resources.

Particularly important subsequently in the 1970s and into the 1990s,
understanding of Facilitative Government and Governance more
broadly that was strengthened at FEI was vital in my professional
responsibilities. Facilitative State theory and practice became central,
for example, in challenging international development activities.
Especially in Polish Solidarity Movement involvements and other
efforts leading to and following the collapse of the Soviet Union,
facilitative competencies were crucial. Facilitative Governance
became a redefining framework throughout over two decades in
United Nations efforts in Central and Eastern Europe, Central Asia,
and in bits in the Middle East.

These theories and practices were three-fold: (1) Civil Societies,
stressingresponsibleselfgovernanceand diversity/multiculturalism;
(2) Global & Local Market Economics and Facilitative Regulation
and Support to limit Market Failures, stressing open markets as in
European Union and NAFTA and workable regime institutions,
such as reserve banks and anti-trust efforts; and (3) Facilitative
Governments and Cross-Sectoral Governance (emphasizing
constitutional limits and authority; devolution and situational
differentiation; and extensive public, private, and personal self
governance).

Importantly, human-behavior dynamics and facilitative-culture
disciplines, as advanced earlier by the FEI and vastly expanded
upon internationally, also became important in American public
administration generally (Newland). However, throughout
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the Carter and Reagan Administrations in American National
Government, public administration became extensively populated
in universities by “free-market” economists and in politics and
government by libertarian thought, as at OPM. Market concerns of
Facilitative Governance became infused with Ilaissez faire doctrine,
depicting Government as “the Problem,” as President Reagan
said at his inauguration. In international public policies, this was
most crucial in International Monetary Fund, World Bank, and
U.S. Agency for International Development (USAID) insistence on
privatization of enterprise throughout former USSR zones in the
absence of Rule of Law institutions in support of responsible private
enterprise. New Public Management (NPM) became a trendy
movement in public administration, advocating a new dichotomy
of policy (via partisan political officials) and management (via
“Limited Term” responders). The UN Development Programme,
with which I was often involved, and the EU’s Technical Assistance
(TACIS) program generally resisted such NPM ideology. But in
America, such institutions as the University of Chicago, Carnegie
Mellon University, the University of Southern California and the
U.S. OMB and OPM were joined by vastly more leaders in its trendy
embrace.

With respect to how all of this relates to FEI, consider the Civil
Service Reform Act of 1978, chiefly the creation of Alan (Scotty)
Campbell, the Economist Dean of the distinguished Maxwell
School of Syracuse University who was Carter’s appointee as
Civil Service Commission Chairman and subsequent Office of
Personnel Management (OPM) Director. Campbell believed in
Economic Man, one of two most crucial theories implemented by
the CSRA. Performance, it is believed, is driven most basically by
self interests (and, therefore, financial bonuses / “merit pay”) more
than by public service values. Thus, if so, working for government
is primarily a job for personal gain. The second most basic CSRA
provision is Presidential Executive Branch Domination of Federal
Government (and, subsequently, responsiveness to enlarged
partisan politicization) that became especially enlarged in the
Reagan Administration under OPM Direction of Dr. Donald Devine.

Laissez faire regimes justified as Facilitative Government and
Dispersed Governance translated into contracting out imperatives.
Under guises of civil service personnel reductions as cut-back
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government despite vastly expanded budgets in many situations,
throw-backs to mechanical, engineering modes of outsourced
performance have characterized some important procurements.
Realities stretch far beyond such negatives, however. Outsourcing
wasold, long preceding OMB’s A-76 that originated on such practices
during the LBJ Administration. With changed government and
private-sector roles and conditions from the 1960s forward, however,
it vastly expanded and isnow a principal way of organizational being
in private for-profit enterprises, non-profit activities, universities,
governments—almost whatever and wherever.

Contemporary Contexts: Outsourced Government; Disaggregation
& Conjunction

Coincident with epochal Digital Era Sciences and Technologies
and accompanying perpetual-motion rhythms of social, economic,
and political complexities, for-profit and non-profit enterprises
are now commonly empowered as preferred performers of
government-provided functions. Government agencies, such as
OPM, that share in provision of legally required or sanctioned
functions, increasingly appear as non-directly-appropriated-fund cost
centers in an “every tub must float financially on its own bottom
world.” That is similar to old practices in many universities and
other contracts-supported research institutions that contain varied
money-earning activities within separated silos while centrally
skimming shared overhead (often large, some doubling “service”
charges). With growing imperatives for collaborative efforts among
formerly distinctively specialized and separated disciplines, this old
“divide and conquer” organizational funding style of centralized
control from the top is no longer suited to many highly advanced
research and development institutions, whether universities, for-
profit businesses, or governmental organizations. However, silos
and skimmed funding to support centralized domination persist,
along with outsourced performance of functions.

Consider the outsourcing example of the FEIAA 2014 Executive
Forum, scheduled for 20 May. The opening speaker will be
John Kamensky, Associate Partner with IBM’s Global Business
Services and Senior Fellow of the IBM Center for the Business of
Government, following his 24 years of public service. Since 2005,
he has been among the most involved and impactful Fellows of the
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National Academy of Public Administration (NAPA). For many
more years, he has been active in the American Society for Public
Administration (ASPA). The afternoon Keynote Speaker at this
year’s Forum will be Warren Blank, the Founder and President of
The Leadership Group, a private training and development firm out
of North Carolina and Florida, and a regular Adjunct Professor
for many years at FEI. Realities are that such expertise appears
difficult (or nearly impossible) to sustain within today’s Federal
Civil Service, although it can be encouraged and nourished, as by
the FEI. Also among realities, such external expertise may displace
internal organizational competencies for dynamic creativity and
accomplishment.

Outsourcing similarly characterizes vastly more of the Executive
Branch of the U.S. Federal Government. Among the most widely
known examples today is the extensive contracting out to for-profit
private enterprise of national security performance, as by Edward
Snowden, employed 2009-2013 by Del, Inc., a privately owned
multinational computer technology company based in Round Rock,
Texas. While Snowden is now notorious as a secret-documents
leaker and the NSA has failed miserably in keeping public trust,
the long history of dispersed responsibility for performance of
vital governmental functions earlier earned mostly sustained
respect. Recall, for example, the Manhattan Project in nuclear energy
developments during World War Two that relied around 95%
on outsourcing. Remember also how the National Aeronautics
and Space Administration (NASA) similarly earned popular and
political support and scientific / technical acclaim while drawing on
universities and mostly for-profit business enterprises for well over
90% of performance.

Conjunction of public and private responsibility, as in the
Manhattan Project and NASA examples, is essential in challenging
affairs of advanced civilization. Authority to match such shared
responsibility —often awesome—is an enduring challenge of
constitutionally democratic and responsible private-enterprise
culture.

That essential match has been found in important measures
historically through exercise of professionally disciplined, highly
diverse, and shared expertise functioning in balance with responsible
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social, economic, political, and legal-systems institutions. Those
were realities behind successes of the Manhattan Project and
NASA: Career Executive Service included the likes of Donald
Stone, Jim Webb, Elmer Staats, and Dwight Ink, working topmost
in Nexus with responsible political officials in Congress and the
Executive Branch. Early FEI participants in eight-week sessions
included Charles Bingman (FEIAA Founder from Session One) and
Anita Alpern (IRS GS518) as well as some presidentially appointed
officials, including George Hartzog (Park Service Director) and
Georgiana Sheldon (DOD and CSC Commissioner). Joe Bartlett
(Marine General and GOP Clerk to the House) was among a few
Congressional staff executives, and he remained active for years in
support of career / political and Congressional / Executive Branch
connectedness through FEIAA and the Institute. While some such
matches of Public Service careerists and political officials survive,
they are no longer the Federal Government standard. Disastrous
consequences include far more than the Snowden Affair. Consider
the astonishingly defective roll out of the Affordable Care Act,
relying for essential digital technologies on private, for-profit
business enterprise—a significant part based outside the United
States.

Today’s divisively partisan politics nationally and globally impacted
business enterprise, lacking shared ethical and legal grounding,
make workable matches of shared responsibility and commensurate
authority —the historic ideal of Public Administration—illusive at
best. However, the search for such responsible accomplishment
remains essential to American society. And precisely due to
troubling changes in conditions since FEI's founding 46 years ago,
the Institute needs to remain in the struggle. Especially through
the FEIAA, it does. Thankfully, it has participated increasingly
effectively in America’s epochal transformation to an inclusionary
culture from earlier centuries-long exclusionary practices.

Ways and means of contributing to solutions of today’s other great
challenges warrant understanding and informed participation by
Federal Executives. And FEI can continue vital contributions in
these, even though some promising executive-workforce conditions
that were a blessing when the Institute was created are now absent.
If skeptical, remember that today’s great blessing of Inclusive
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Public Service was absent during FEI's early years—and We did
Overcome!

Two sets of enduring understandings among effective public
officials and career executives remain vital among many workable
ways and means of public-service effectiveness. These are well
understood by topmost contemporary thinkers, fashionably
termed Disaggregation and Conjunction in today’s Digital Era.
But they have been situationally practiced together by most highly
effective careerists and political officials throughout dynamic
advances in Business and Public Administration. Basically, these
are twin practices analyzed as Differentiation and Integration by
Harvard Business Professors Paul R. Lawrence and Jay W. Lorsch in
Contingency Theory that prevailed when FEI began operations. It
was not new then. Situational performance was explained by Mary
Parker Follett in the 1920s and practiced by Chester Barnard in the
1930s. It was of the essence of the Manhattan Project and NASA'’s
Moon Walk and other accomplishments. Lyndon Johnson was a
political genius in understanding and employing these contingency
means and ends as Senate Majority Leader and as President. Donna
Shalala, HHS Secretary throughout the Clinton Presidency juggled
responsibilities in sustained nexus with careerists and politicians,
drawing on deep understanding of how to disaggregate challenging
complexities for differentiated handling by specialized expertise and
energies. She then called upon diverse experts with twin knowledge
and skills to integrate findings and forces for accomplishment.

Disaggregation / Differentiation has been most deeply researched
and thoughtfully analyzed in recent years by Anne Marie Slaughter,
Princeton University Distinguished Professor and former
Woodrow Wilson School Dean and also Foreign Policy Deputy in
the U.S. Department of State during the first years of the Obama
Administration. In her 2004 Book, A New World Order, Slaughter
explained realities of decades and even centuries of advances
in globally shared Rule of Law by disaggregation of sovereignty
into such diverse elements as Law of the Sea, International Postal
Service, etc. matched with development of workably differentiated
institutions. In short, these are ways and means to get needed work
done internationally, recognizing that a generally comprehensive
Rule of Law is beyond valued differences among varied cultures
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globally. Federal career executives and political officials need to
understand and employ such understandings domestically as well
for shared accomplishment of many vital responsibilities.

Conjunction/Integration has been most succinctly analyzed recently
by H. George Frederickson, Kansas University’s Distinguished Stene
Professor of Public Administration. He focuses on metropolitan
local-government realities of jurisdictions distinctly separated
by laws and politics but in vital need of shared infrastructures
and many conjoined operations. By election and/or appointment,
local government officials remain bound within their separate
jurisdictions, but successes depend on getting needed work done
collaboratively irrespective of borders. This understanding is vital
in Federal service as well. Connectedness is increasingly imperative
not only among agencies and intergovernmentally but among
public and private entities cross-sectorally. Failures among security
providers to “get it together” outside their silo walls were revealed in
the 911 World Trade Center, Pentagon, and hostage plane terrorism
over Pennsylvania. Continued deficiencies in needed integration
are due in significant part to vital importance of differentiation.
Balancing those requirements—matching disaggregation for
multiplication of constructive values and specialized expertise with
conjunction for collaborative accomplishment—remains at the heart
of responsible political and career public service.

Concluding Reflections: Reconciling Ideals and Realities

Transformation to generally inclusive Federal Civilian and Military
Services from extensive racial, gender, and other exclusions has been
FEI's biggest contextual change in the 46 years since its creation.
Epochal changes in American culture and institutions, of which
these Public Service developments have been key parts, should
dispel or at least moderate skepticism and provide inspiration for
other needed advances. Struggles remain between mechanistic
and centralized positivism and behaviorally informed facilitative
governance and diverse creativity as organizational frameworks.
These struggles have intensified following increased extremism in
politics, religions, entertainment, and individual and group self-
indulgences. Even ossification of extremes appears in packaged
prescriptions in education and training conferences and institutional
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venues, drawing on glitzy digital technologies to inculcate trendy
formulations as “executive learning.”

Reconciling ideals and realities discussed above has almost
always been challenging—including in creation, survival, and
developments of FEI. During my first period as Director, 1973-
1976, forced changes included formal elimination of the Institute’s
impressively outstanding Advisory Board, chaired by universally
respected Roger W. Jones, 43+ year Federal official with moderate
GOP credentials, including service as Deputy Secretary of State,
Deputy OMB Director, and CSC Chairman. The GAO’s Elmer
Staats was also among advisors who provided splendid insights.
Congressional action requiring detailed reporting of virtually
all aspects of utilization of such advisory bodies was applied
government-wide, making their use impractical.

Also highly disappointing during that period, extensive University
of Virginia efforts to provide a permanent FEI facility on its grounds
failed, despite thoughtfully expert collaboration in planning by the
University’s Chief Architect and FEI Deputy Director Pat Conklin
and FEI Administrative Officer Mike Carmichael’s informed liaison
with both CSC and UVA. The CSC insisted on having a large parcel
of UVA land for development of a much larger, general training
operation with the Institute merged within it. Also upsetting,
though more understandable given perspectives of Client Agencies
to which I personally went to “sell shares” to attend programs,
the FEI was compelled to reduce its principal Sessions from 8 to
4 weeks. While CSC Chairman Bob Hampton sought vigorously
to protect “academic freedoms” of the Institute, bureaucratic
entanglements and dependencies were ever-present, as was typical
in my experience elsewhere in government and universities.

My second service as FEI Director was understood topmost at
OPM to be probably limited to 15 to 18 months of struggle for the
Institute’s survival. The reserve-fund surplus of a bit over $730,000
when I departed four-years earlier had evaporated, and a deficiency
of over $1 million (Big Money back then) in the revolving fund was
due to legally questionable CSC uses for personnel investigations
requirements. A public scandal would have done no good;
professional correction might. Most urgently, the FEI facility was
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about to be placed in escrow to be sold to General Electric. Despite
earlier termination of FEI's Advisory Board, Roger W. Jones took the
lead and we contacted GE’s CEO, Reginald H. Jones, who stopped
the purchase. The facility owner was understandably dismayed.
He wanted to get rid of FEI and sell the place or, at the least, find
profitable alternatives. Serious threats included efforts to relocate the
Institute, including a proposal by North Carolina’s Senator Robert
Morgan to move it to Rocky Mount, NC, then an isolated town with
limited access. New York’s U.S. Senator Daniel Patrick Moynihan,
with whom I had been a bit involved in study of Federal Labor-
Management Relations (EO 10988) and in archival development
of the LB] Presidential Library in the1960s, had become Chair of
Senate Public Works. He took the lead with Virginia’s Senator John
Warner and Congressman Kenneth Robinson, Charlottesville’s
5™ District Representative, to scuttle that. Following my meeting
with Congressman Levitas” House Public Works staffer, Nancy
Vitali, and other House experts on 24 June 1980, Pat Moynihan
briefly convened Senator Childs’s Appropriations staffer, Mike
Hall, and others, including one other OPM executive and me, on
25 June 1980 to demonstrate support for FEI to continue operations
in Charlottesville. In celebration, the FEI soon got two bushels of
apples delivered personally by the Congressman from the Robinson
Family’s orchards. North Carolina Senator Morgan lost reelection.

It was already clear by late Summer 1980 that President Carter
could not be reelected and that Ronald Reagan would become
President. That facilitated professional networking with Reagan’s
transition leaders, Ed Meese and others, both before and following
the November 1980 election. For strictly limited part time, I
scheduled myself to assist Ed Meese at the Presidential Transition
Headquarters on M Street and then at the EOD, not in my role as FEI
Director but as incoming ASPA National President and as a NAPA
Fellow serving officially on the Academy’s Presidential Transition
Panel. Ralph Bledsoe, a Senior FEI Faculty Member, 1973-1980,
joined Dwight Ink, Chuck Bingman, and me in those efforts.
Ralph had earlier served as Director of the University of Southern
California’s Sacramento Center, where was involved with Governor
Reagan and Ed Meese. As the Presidential Transition developed,
Ralph was selected to become Secretary to the highly important
Reagan Cabinet Council on Domestic Affairs.
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Appointment of Don Devine as OPM Director could not be
prevented, and he was sworn in on 23 March 1981. OPM scheduled
his Director’s Reception on April Fool’s Day, and I participated. Most
importantly for FEI, Loretta Cornelius, a prominent professional
of a respected Virginia political / GOP family and a USC Public
Administration doctoral student, was appointed Deputy OPM
Director with specified authority for all FEI oversight. Ed Meese
arranged that. Meanwhile, throughout this troubled period, FEI's
outstanding administrative staff and full-time professional faculty
and expert adjuncts (mostly distinguished UVA resident faculty
members) kept the Institute on course. A vital aspect of that blessing
was that Bob Matson was splendidly prepared to become the
Director, relatively free to devote his high expertise to substantive
executive-development programming.

That experience is summarized in conclusion here to emphasize that
one should not be naive about challenges of Reconciling Ideals and
Realities. Troubles sometimes abound. Contexts change. Situations
can commonly be altered. Sometimes not! Today, the American
political parties and elections system is seriously fractured if not
dangerously broken, as U.S. Senator Bill Bradley concluded as early
as the 1980s. The Great Recession from 2008 to whenever continues
to be reflected in damaging joblessness and in growing extremes
separating Haves and Have Nots. Remains of NPM ideology continue
to be powerful in some Public Administration venues and politics.

Yet, the Digital Era, several decades in development, is now
established globally as Epochal. New opportunities abound for
multiplication of splendid values and reconciliation with them
of varied means for their accomplishment. Challenges are great
but many can be overcome, as in the Epochal Transformation to
Inclusiveness that has redefined America. These are promisingly
challenging times for FEI. When have they not been?
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