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Dear Reader,

We are pleased to present you with the 
8th issue of the International Journal 
of Civil Service Reform and Practice 
published by the Astana Civil Service 
Hub.

This issue opens with the article of Dr. 
Yoon, Professor at the National Human 
Resource Development Institute in 
South Korea. The author presents a brief 
historical account of COTI’s (Central 
����]}q	 �^]�����	 ��q{�{�{~�	 ���{^���{���	
to civil servants’ training followed by 
suggesting some new strategies for 
further development of training for the 
human resources in the country’s public 
sector.

��~	 �~�{	 ]^{��}~	 �q	 �^��~�	 �|	 �]���	
Caiden, Professor Emeritus at the 
Department of Political Science of 
the California State University in Los 
Angeles. This paper discusses the 
importance and necessity of including 
courses on administrative law in the 
curriculum of the Master’s Degree in 
Public Administration.

Notes from the Editor’s Desk

Jahi Jahija, State Secretary of the Ministry 
of Information of the FYR of Macedonia 
and Marija Nikoloska Arsovska, 
Associate National CAF (Common 
Assessment Framework) Coordinator at 
the Ministry of Information Society and 
�`����q{^]{���	�^~q~�{	{�~�^	��`���q	��	
the CAF model implementation in public 
institutions of the FYR of Macedonia.

Last, but not least, Konstantin Belyaev, 
a lawyer and senior consultant for 
Korn Ferry/Hay Group in Kazakhstan, 
~�]���~q	{�~	�~�~�{q	��	��{^�`�����	���	
~_]}�]{���	 �~{��`�}���~q	 ��	 q~����	 {�~	
remuneration levels for civil service jobs 
with a view to improve civil servants’ 
performance and human resources 
management in the public sector.

We hope that the content of this edition 
of the Journal will be of value to anyone 
interested in the issues addressed by the 
above scholars.

Yours sincerely,
Editorial Team.
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NEW STRATEGIES TO DEVELOP HUMAN 
RESOURCES IN THE PUBLIC SECTOR: 
WITH A FOCUS ON THE TRANSITION 

FROM THE COTI1 TO NHI2

Yoon Byeong-soo3

Abstract

UVXZ	 Z[\]^	 _`qx{[Z	 [|	 _}Z~q�	 �\qZ[X|}Z	 {q�[_X}X}�	 [|	 V\x_}	 �qZ|\��qZ	
development in the public sector based on general theories and perspectives 
about human resources development. It also examines the role training of public 
|��X_�Z	V_Z	{�_^q]	[|	xqq[	[Vq	]qx_}]Z	|�	�q^	�|�q�}xq}[	{|�X�XqZ	|�q�	[Vq	
past 60 years in Korea. Then, it looks at the rationale behind renaming COTI 
as the National Human Resources Development Institute. Last, it discusses 
a new paradigm for human resources development and what strategies are 
employed to achieve its goals. 

Key words: Human resources development, COTI, NHI, Korea, civil service.

Introduction

Recent changes in the administrative environment are characterized by 
informatization, openness, globalization, regionalization, specialization 
and democratization (Kim, 1997; Ha, 1998). Fierce competition between 
countries, accelerated development of science and technology, as well 
as industrialisation and urbanisation have made public issues more 
complex. As a result, there is a growing demand for human expertise 
that could address such complex issues and to respond proactively in 
enhancing national competitiveness on many fronts; at the same time, 
increasing the competitiveness of the Administration.  

1	�q}[�_�	>��X_�Z	U�_X}X}�	�}Z[X[\[q	*�>U�3�
2 National Human Resource Development Institute (NHI).
3 Professor, National Human Resource Development Institute, South Korea. Dr Yoon was 
awarded a PhD in Public Administration from the University of Exeter, UK.  He specialises 
in human resources management and development, public personnel policy, governance and 
new public management issues. He has also served as a civil servant for 30 years where he was 
engaged as an educator and researcher adding a practical dimension to his academic achieve-
ments. Contact email : bsydr58@korea.kr, seoulitedr@yahoo.com. 
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One of the key elements that determine the competitiveness of public 
administration is discovering and developing excellent human 
^~q��^�~q@	«�~�	���}��	����]}q	]^~	�^�_�`~`	��{�	]`~¬�]{~	{^]�����=	
they can strengthen their job capabilities and help the government 
become more competitive, which inevitably leads to a greater level 
��	�]{���]}	����~{�{�_~�~qq@	��~^~��^~=	���}��	����]}q	{^]�����	�]q	{�	
continuously go through experimentation, change and development. 
Everyone would agree that Korea’s development has been closely 
correlated with the growth of education and training and that 
~`��]{���	]�`	{^]�����	�]_~	�]`	]	�^~]{	���~��~	�_~^	���}��	����]}q@	
��~	�~�{^]}	����]}q	�^]�����	��q{�{�{~	������=	�����	�]q	~q{]�}�q�~`	
]q	 {�~	 }~]`���	 ��q{�{�{~	 ��^	 ���}��	 ����]}q	 {^]�����=	 �]q	 q~^_~`	 ]q	 ]	
����~~^	��^	���}��	����]}q	{^]�����	��	{�~	�]q{	®V	|~]^q@	

¯�^���	 {��q	 �~^��`=	 ¡�^~]°q	 ���}��	 ����]}q°	 ~`��]{���	 ]�`	 {^]�����	
has advanced along with the transformation taking place in both the 
domestic and international environments. New government policies 
introduced and adapted good education systems of advanced countries 
(COTI, 2009). However, it is now time to establish a creative and 
practical education and training system and globalize our institutions 
and practices. Thus, there is a need to upgrade the education and 
training sectors. Rrecognising the urgency for the introduction of a 
�~�~^	{^]�����	q|q{~�=	����	^~#~q{]�}�q�~`	�{q~}�	��	±]��]^|	²V�®	��{�	
{�~	��]}	��	�~������	]	��^}`#�}]qq	��q{�{�{~	��^	���}��	����]}q	{^]�����@	
Congruent with this change of course, COTI was also renamed as the 
“National Human Resource Development Institute (NHI)” 

This study examines the characteristics of the training programmes 
����	 �]q	 �^�_�`~`	 �_~^	 {�~	 �]q{	 ®V	 |~]^q	 ]�`	 �{	 �^~q~�{q	 ]	 �~�	
paradigm for human resource development, in line with the evolving 
administrative environment. It also suggests new strategies to 
develop the education and training system in order to enhance the 
competitiveness of the civil service.

Methodology of the Study and Theoretical Background 
�������	
���
	�����	�	��

Methodology

���q	 q{�`|	 ~��}�^~q	 q~_~^]}	 �qq�~q@	 ¢�^q{=	 ��]{	 ^�}~	 ���}��	 ����]}q°	
training has played in meeting the expectations and goals of key 
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��_~^��~�{	��}���~q	�_~^	{�~	�]q{	®V	|~]^q@	µ~���`=	��]{	�q	{�~	̂ ]{���]}~	
for renaming COTI as the National Human Resource Development 
Institute (NHI). Third, what is the new paradigm for human resources 
development and what the strategies need to be adopted to achieve its 
~�_�q���~`	��]}q@	¢��^{�=	{�~	q{�`|	�^�_�`~q	]�	]�]}|q�q	��	{�~	®V#|~]^	
history of COTI, focusing on the role it may have played in establishing 
national development strategies. Fifth, the study presents the results 
of research on the current demand for the education and training of 
���}��	����]}q@	¶]q{=	�{	~�]���~q	{�~	��^^~�{	q{]{�q	��	����	]�`	q��~	
still outstanding issues.    

�	��	�
�
���������	
���
	�����	�	���

�^]�����	 ��^	 ���}��	 ����]}q	 �q	 ^~�]^`~`	 ]q	 ��~	 ]q�~�{	 ��	 ���]�	
^~q��^�~q	`~_~}���~�{	]�����	]{	~�]�}���	���}��	����]}q	 {�	]�¬��^~	
knowledge and expertise in their respective duties and develop a set 
��	��q�{�_~	_]}�~q	]�`	]��{�`~q@	���q	�q	����^�~�{	��{�	{�~	_�~�	{�]{	
{^]�����	 �q	 ]�	 ]�{�_�{|	 {�	 �^�_�`~	 ~��~^{	 ·���}~`�~	 {�]{	 �q	 ^~¬��^~`	
��^	���}��	����]}q	{�	�~^��^�	{�~�^	^~q�~�{�_~	^�}~q	�¡]��=	²VVV¸	�®V�@	
However, the importance of training is growing, as it is increasingly 
_�~�~`	]q	]	����^~�~�q�_~	q~{	��	]�{�_�{�~q	��{	��}|	{�	�^�_�`~	q�~����	
���	 ·���}~`�~	 ��{	 ]}q�	 {�	 �~}�	 ���}��	 ����]}q	 `�q��_~^	 ]�`	 ^~]}�¹~	
{�~�^	 ��{~�{�]}	 ]�`	 `~_~}��	 ��q�{�_~	 ]��{�`~q	 ]�`	 _�~�q	 �\]=	 �ººº¸	
�»²�@	���q=	{^]�����	��^	���}��	����]}q	q���}`	����q	��	~��]�����	{�~�^	
�]�]��{|	]�`	�]�]��}�{|	{�	~¼~�{�_~}|	�`~�{��|	]�`	^~q���`	{�	��]�����	
administrative environments and to promoting positive values and 
}~]`~^q���=	 ]q	�~}}	 ]q	 q{^~��{�~����	 {�~�^	 ]��}�{|	 {�	]�¬��^~=	�]�]�~	
and use knowledge and information. In this context, the NHI should 
^~~�{	 {�~q~	 �~�	 {^~�`q	 ��	 �{q	 ���]�	 ^~q��^�~q	 `~_~}���~�{	 ��}��|	
and its capacity development training systems. 

���
����������	
���
	�����	�	��

����^`���	{�	]	����~^	��	q{�`�~q=	{�~	~¼~�{q	��	���}��	����]}q°	{^]�����	
��	��_~^��~�{	~¼~�{�_~�~qq	]^~	{�~	��}}�����4:

�� �x{�|�q]	q��Xq}�^	_}]	{�|]\�[X�X[^	|�	[Vq	�|�q�}xq}[

�^]�����	 �~}�q	 ���}��	 ����]}q	 `~_~}��	 ]��}�{�~q	 {�	 �~^��^�	 {�~�^	
respective job duties and to realize their full potential. In this way, 

4 Choi, 2000 : 6 ; Kim, 2000 : 85~86.
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{�~|	�~{	��{�_]{~`	{�	��^·=	�~���~	��^~	q]{�q�~`	��{�	��]{	{�~|	`�	
and thus improve their productivity, which ultimately leads to greater 
~���~��|	]�`	�^�`��{�_�{|	��	{�~	��_~^��~�{@

�� Improved ability of the government to respond to changes

Training provides sets of new knowledge and expertise that is 
�~�~qq]^|	{�	̂ ~q���`	~¼~�{�_~}|	{�	{�~	̂ ]��`}|#��]�����	]`����q{^]{�_~	
~�_�^���~�{q=	 ]{	 {�~	 q]�~	 {��~=	 �^���{���	 ��q�{�_~	 ]��{�`~q	 ]�`	
values. This, in turn, enhances the government’s ability to adapt to 
environmental changes.

�� Enhanced transparency and reliability of the government

�^]�����	~�]�}~q	���}��	����]}q	{�	��]��~	{�~�^	���`q~{	]�`	]��{�`~q	
��	]	�]|	{�]{	�]·~q	{�~�	��^~	q]{�q�~`	]�`	�^�`��{�_~	��	��]{	{�~|	
do. It also establishes ethical standards in public service, which leads 
to higher transparency and reliability of the government.

�� Enhanced ability of the government to manage organizations and 
human resources

Surveys conducted, as part of training, provide an opportunity to 
identify issues in the management of organizations and their human 
^~q��^�~q=	���}�`���	q���	{����q	]q	���	����~{~��|=	]��{�`~q	��	���}��	
����]}q=	��^]}~	]{	��^·=	��������]{���	��{�	��}}~]��~q=	}~]`~^q���	
and job design. This information allows the government to manage 
�^�]��¹]{���q	 ]�`	 ���]�	 ^~q��^�~q	 ��	 ]	 q|q{~�]{��	 ]�`	 ~���}~	
manner.

The 60 Year History of COTI (1949~2010)

���q	q~�{���	~�]���~q	���	���}��	����]}q	{^]�����	�]q	��]��~`	]�`	
what improvements have been made, focusing on COTI’s role in 
�]^{���}]^@	��~	�^q{	{^]�����	��q{�{�{~	��^	���}��	����]}q=	{�~	�]{���]}	
����]}q	 �^]�����	 ��q{�{�{~	 ������=	 �]q	 ~q{]�}�q�~`	 ��	 �º¾º@	 ��	 �{q	
~]^}|	|~]^q=	�{	�^�_�`~`	�]q��	��#{�~#���	{^]�����	{�	����]}q	`�^���	{�~	
probationary service period. Training was limited to the most basic 
courses, as interest in training and capacity to provide it were limited 
]{	 {�~	 {��~	 ����	 �]q	 ~q{]�}�q�~`@	 \��~_~^=	 �|	 �º®V=	 {^]�����	 �]q	
recognised as an important part of human resources management and 
development. Thus, through the Acts on Education and Training of 
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¿��}��	����]}q	]�`	��	Àq{]�}�q��~�{	��	{�~	�~�{^]}	����]}q	�^]�����	
��q{�{�{~	������=	���}��	����]}q°	{^]�����	q{]^{~`	{�	{]·~	q�]�~@			

COTI’s Key Functions and Achievements in Training

COTI’s key functions can be broadly categorised into moral education 
]�`	��#{�~#���	{^]�����	�^��^]��~q@	��~	�^q{	�]{~��^|	�]q	{�	�^�_�`~	
training on the Administration’s principles and culture that public 
����]}q	 q���}`	 ]`�~^~	 {�@	 ��~	 ��}�{]^|	 ����	 `°Á{]{	 ��	 �º®�	 ]�`	 {�~	
~q{]�}�q��~�{	 ��	 {�~	 »^`	 Â~���}��	 ��	 �º®»	 �]_~	 ^�q~	 {�	 {�~	 �~�~qq�{|	
of ideological education. During the early days of the 3rd Republic, 
training focused on “education emphasizing a revolutionary spirit and anti-
communism.” COTI became the provider of such education. Since then, 
����	�]q	�^�_�`~`	��^]}	]�`	�`~�}����]}	~`��]{���	{�	���}��	����]}q	
��~�~_~^	]	�~�	]`����q{^]{���	{��·	���~@	

The second category of training programmes aim at helping public 
����]}q	`~_~}��	�^~]{~^	~��~^{�q~@	��~|	�~�]�	{�	�~	`~}�_~^~`	��	{�~	
�º®Vq	�^�_�`���	{^]�����	��	�~�	]`����q{^]{�_~	q·�}}q=	���}�`���	��}��|#
planning skills and on modern methodologies of administration. In 
the 1990s, COTI provided more systematic job training for enhancing 
�_~^]}}	 �]�]��}�{�~q	 ��	 ��}��|	 ^~q���q~=	 q�	 {�]{	 ���}��	 ����]}q	 �]�	
improve their administrative skills in a comprehensive manner. From 
2010 onwards, with the advent of the digital age, COTI introduced 
various training methods utilising ICT modalities.

����=	 �^��	�º¾º	{�	`]{~=	�]q	`~}�_~^~`	�=®T²	���^q~q	{�]{	�]_~	�~~�	
reiterated 3,940 times reaching over 280,000 trainees5. However, only 
about 10 courses were conducted every year until the late 1970s. 
This number increased slightly during the mid-1980s, reaching 
approximately 20 courses delivered annually in the mid-1990s. Since 
{�~�=	{�~	����~^	�]q	^�q~�	q�]^�}|	��{�	]^���`	ÄV	���^q~q	�¼~^~`	��	
²VV®	]�`	�VV	���^q~q	�^��	²V��	���]^`q@		

The increase in the number of courses in the early 1980s was a result 
of introducing new job training programmes for newly-appointed 
����]}q=	 {�~	 ~��]�q���	 ��	 ��^]}	 ]�`	 �`~�}����]}	 ~`��]{���	 ]�`	 {�~	
addition of commissioned training courses and education programmes 
��^	 ��^~���	 ���}��	 ����]}q	 �¶~~=	 ²V�V¸	 »�Å¾V�@	 ��	 {�~	 �ººVq=	 �^~]{~^	
emphasis was given to specialized training and international training. 

5 COTI, Annual Reports 2015, 2007 and 1991.
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In the late 1990s, specialized training comprised of common specialized 
training and optional specialized training. In the early 2000s, the 
curriculum encompassed general, common specialized, optional 
specialized, special and international training. In 2005, training 
courses on innovation were added and common specialized and 
optional specialized training were integrated back into one segment, 
as specialized training.

�������������	����������������	
	����������	
���
	�����	�	��

¿��}��	 ����]}q	 {^]�����	 ��	 ¡�^~]	 �]q	 `~_~}��~`	 ]��`	 ��]��~q	 ��	
{�~	 `��~q{��	 ]�`	 ��{~^�]{���]}	 ~�_�^���~�{=	 ]q	 �~}}	 ]q	 q��q~¬�~�{	
changes in the Korean Government’s policies. In fact, it has been 
enhanced as the role of the government has expanded and ensuing 
��]��~q	��	��_~^��~�{	�~^~	^~~�{~`	��	{�~	{^]�����	�^��^]��~q	]�`	
their curricula. 

���	]q�~�{q	�}]|~`	]	�]��^	^�}~	��	{�~	`~_~}���~�{	��	���}��	����]}q	
training (COTI, 2009). First, whenever a new administration took 
���~=	 ]�	 ~�{~�q�_~	 ^]��~	 ��	 {^]�����	 �^��^]��~q	 �~^~	 ��{^�`��~`	
in order to secure political legitimacy of the new government and 
present the direction the Administration wished to follow. For this 
^~]q��=	 {�~	 ����~^	 ��	 ����]}q	 ^~�~�_���	 {^]�����	 ���^~]q~`	 q�]^�}|	
��	 {�~	 |~]^	 ��~�	 ]	 �~�	 ¤�_~^��~�{	 ]qq��~`	 ���~@	 ¢�^	 ~�]��}~=	
��~�	 {�~	 �~�	 �������{|	 Æ�_~�~�{	 {��·	 ���~	 ��	 �ºÄ»=	 ]	 ��~	
week long “New Community Course” was included in all basic job 
training programmes. In 1975, an independent programme on the 
�~�	�������{|	Æ�_~�~�{	�]q	]}q�	�^~]{~`@	��	²VV®=	{�~	Â��	Æ��#
Çyun Administration initiated courses on government innovation and 
as a result an extensive range of innovation training programmes were 
�^�_�`~`@	 ¯�^���	 {��q	 �~^��`=	 {�~	 ����~^	 ��	 ����]}q	 ���	 ^~�~�_~`	
training witnessed a dramatic increase once again (COTI, 2009). 

��`=	q~���`=	��~�	�]��^	��_~^��~�{	��}���~q	�~^~	�^q{	��{^�`��~`=	
relevant training programmes were also introduced and added to the 
~��q{���	��~q@	¢�^	~�]��}~=	��	�º®²=	{�~	¤�_~^��~�{	}]����~`	�{q	�^q{	
�_~#|~]^	 ~�������	`~_~}���~�{	�}]�	]�`	 �{	 �^~]{~`	 {�~	¿}]�����	È	
Coordination Bureau. At the same time, such training programmes 
as the Planning Course and the Information Planning Course were 
��{^�`��~`	��	�^`~^	{�	�~}�	����]}q	~��]��~	{�~�^	�}]�����	�]�]��}�{�~q@	
��~�=	��	�º®Ä=	��~�	�{	�]q	��q~^_~`	{�]{	�]�|	q~���^	����]}q	}]�·~`	
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analytical and policy decision-making capabilities for implementing 
{�~	 �_~#|~]^	 ~�������	 `~_~}���~�{	 �}]�=	 q~���]^#�]q~`	 {^]�����	
courses were created in addition to existing lecture-based training 
modality in order to strengthen their analytical ability. As such, the 
{^]�����	�^��^]��~q	~�]�}~`	���}��	����]}q	{�	`~_~}��	]�`	~��]��~	
�]�]��}�{�~q	{�]{	]^~	^~¬��^~`	{�	�]·~	]�`	~�~��{~	��_~^��~�{	��}���~q	
q���~qq��}}|	�¶~~=	²V�V¸	¾�Å¾®�@

From a macro perspective, as the role of the Korean government 
expanded while the Korean economy was growing, the number of 
���}��	 ����]}q	 ]}q�	 ���^~]q~`@	 ¿��}��	 ����]}q	 {^]�����	 ]}q�	 ·~�{	 ��	
with this trend and went through further changes and developments 
(COTI, 2009).

Changing Paradigm in Administration and the Growing Need 
for Education and Training

Changing Paradigm in Administration

«~	 �]���{	 ]`~¬�]{~}|	 ^~q���`	 {�	 ��]��~q	 ��	 {�~	 ]`����q{^]{�_~	
environment utilising the traditional paradigm that emphasizes 
“planning” and “control”. Nowadays, a new paradigm is needed in 
organising and operating the Administration. The crucial elements of 
this paradigm may be summarized as follows®

�� Democratic and Transparent Administration  

There is a growing demand for democratic and transparent policy 
decision-making processes, open to public scrutiny. The practice of 
q�]}}	~}�{~	�^���q	:	��{~�{�]}}|	`���]{��	]�`	�}�q~`#���`~`	:	�]·���	
decisions without consultation entails a high risk for making political 
mistakes and errors. Thus, there is a need to include and enable civil 
groups and other relevant stakeholders to participate in the decision-
making process and their voice and opinion must be taken into 
consideration before a policy is formulated. This is more imperative 
nowadays as policy issues are becoming more complex and there are 
increasing demands for social parity and achieving a high standard of 
¬�]}�{|	��	}��~@	\��~_~^=	��{�	{�~	~�~^�~��~	��	��}��~	��������]{���	
and rapid exchange of information, the public has more opportunities 
to participate in the policy-making process. What is still needed is to 

6  Choi, 2000: 2.
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~����^]�~	���}��	����]}q	 {�	~��]�~	��^~	]�{�_~}|	��{�	��_�}	�^���q	
and the public at large in the policy-making process. Such practices 
will contribute to developing a more democratic process and to the 
reliability of government policies. 

�� Creative Problem-Solving

The growing complexity and diversity in the administrative space 
and environment has led to increased uncertainty and volatility in the 
policy-making process. Thus, the Administration needs to improve 
�{q	 �^�q�q	 �]�]�~�~�{	 �]�]��}�{�~q	 ]�`	 {�	 ]�¬��^~	 �^~]{�_~	 �^��}~�#
solving skills. Administrative systems should be transformed from 
“control-based” system that is rigid and hierarchical, to a “support-
�]q~`É	q|q{~�q	{�]{	]^~	~���}~	]�`	^~q���q�_~	{�	��]��~q@

�� Administration Led by Specialists 

Besides the growing complexity of issues dealt by the public sector, 
the emergence of the Internet has introduced changes in the way that 
���}��	����]}q	�]�`}~	{�~�^	��^·@	���q~¬�~�{}|=	~��q{���	��_~^��~�{	
and administration structures that are function-oriented, rigid and 
hierarchical need to be transformed into systems that emphasize 
~���~��|	]�`	~���}~	��^·���	^~}]{���q���q	^~q~��}���	�^��~�{	{~]�q	
or network organizations (OECD, 1997). Advances in science and 
technology have culminated to a knowledge-based society. Thus, there 
exists a growing demand for human resources that possess technical 
knowledge and specialised expertise. In this context, it is necessary 
to develop a human resources management strategy that focuses on 
collaboration, delegation of authority and merit-based evaluation. 
Therefore, in order to introduce this new paradigm in administration 
a transition from a human resources management system that focuses 
on “generalists” to a system that focuses on “specialists.”

�� Merit-Based Management of Human Resources 

With competition intensifying both domestically and internationally, 
the principle of competition, as it is used in the private sector, is 
being introduced to the public sector including the government 
administration (Kim, 2000: 85-87). Thus, the Korean Government is 
�]·���	]	���q����q	~¼�^{	{�	~q{]�}�q�	]	���]�	^~q��^�~q	�]�]�~�~�{	
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system that provides rewards based on individuals’ competencies and 
achievements, which entails “open recruitment systems”, “contract-
based recruitment” and “merit-based remuneration”. It is also striving 
{�	]`��{	~}~�~�{q	��	~����}�{|	]�`	~���~��|=	]q	{�~|	]^~	���}~�~�{~`	
in the private sector through “public-private exchange of human 
resources schemes” and by enhancing the learning capabilities of the 
public sector (OECD, 1997). 

Current Status and Issues of COTI (2011~2015)

It has already been mentioned that COTI and its training programmes 
have undergone a constant transformation along with the changes that 
have taken place in the government and the administration for the past 
six decades. Thus, it seems appropriate to examine its current status, as 
�~}}	]q	]qq~qq	�{q	�^�q�~�{q	��^	{�~	�~�{	®V	|~]^q	�^	q�@	

Current Status

Àq{]�}�q�~`	 ��	 �º¾º	 ]q	 {�~	 �]{���]}	 ����]}q	 �^]�����	 ��q{�{�{~	 ]�`	
^~�^�]��q~`	��	�º®�=	]qq�����	�{q	��^^~�{	{�{}~	����	�]q	�]`~	̂ ~�]^·]�}~	
�^��^~qq	��	�^�_�`���	{^]�����	��	_]^���q	�~}`q@	�{	^~�]��q	{�~	}~]`���	
��q{�{�{���	��^	���}��	����]}q	{^]�����	]�`	�{	�q	{�~	`^�_���	��^�~	�~���`	
the development of the country’s administration. Together with its 
relocation to its new premises in Jincheon (Chungbuk Province), in 
²V�®=	����	�]q	~��]^·~`	��	]	���^q~	{�	~��]��~	~`��]{���	q{]�`]^`q	
and infrastructure with an eye to the future. This includes a new 
organisation structure and the development of facilities aiming to lay 
the foundation for long-term growth, as well as the goal to remain a 
leading institution for training public sector human resources (COTI, 
2015).   

Issues

�{	 ]��~]^q	 {�]{	 {�~	 {^]�����	 �^��^]��~q	 ����	 �¼~^q	 ^~~�{	 ¬��{~	
accurately human resources development needs and trends, at least 
on the surface. This is demonstrated by the high rate of satisfaction 
provided by registered participants in training courses7. However, 
�{	 q~~�q	 {�]{	 q~}~�{���	 ��	 {^]�����	 ���^q~q	 �¼~^~`	 �]�	 �~	 ��^{�~^	
improved. For this to happen, the following issues should be urgently 
addressed (COTI, 2014). 

7 For instance, the average satisfaction rate of 2014 Director Candidate Program was 92.8
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Ê	 ��]`~¬�]�|	��	{^]�����	��	���}��	q~^_��~	_]}�~qË

��~	_]}�~q	���}��	q~^_]�{q	��}`	]¼~�{	{�~�^	�_~^]}}	��^·	�~^��^�]��~	
]q	 {�~|	 ]^~	 ��^^~}]{~`	 {�	 ~¼~�{�_~	 ��^·	 �^]�{��~q	 ]�`	 `~_~}���~�{	
of trust by the public. COTI’s training programmes on public service 
values have been enhanced in line with the government’s commitment 
to establishing discipline in the public sector. However, the proportion 
of training on public service values is still low at the basic training 
programmes level. It only represents 5% approximately of all training 
programmes, even though the number varies by course (COTI, 2014). 
Furthermore, the cramming style of teaching, based on a standardised 
~`��]{���	q|q{~�	�q	�^�{���q~`	]q	��]`~¬�]{~	��^	{�~	��^��q~	��	��q{�}}���	
the appropriate values to civil servants entering the civil service (Choi, 
2000).

�� µ�^_~|q	�]�}	{�	^~~�{	{�~	�~~`q	��	{^]��~~q

For training to achieve its intended purpose, the needs of the trainees 
q���}`	�~	]���^]{~}|	�`~�{��~`@	\��~_~^=	��^^~�{	�^]�{��~q	~��}�|~`	
�]�}	{�	�`~�{��|	q�~����	{^]�����	�~~`q	��	��{~�{�]}	{^]��~~q@	��~	�^��~qq	
of devising training plans and selecting the appropriate trainees is 
�]�`}~`	���}]{~^]}}|	]�`	�{	`�~q	��{	^~~�{	{�~	_�~�q	]�`	�������q	��	
���}��	����]}q=	���	]^~	{�~	Í���q��~^qÉ	��	{^]�����@	�q	]	^~q�}{=	{�~	
{^]�����	�~~`q	��	��_~^��~�{	����]}q	]^~	��{	�^��~^}|	^~~�{~`	��	{�~	
content of training programmes introduced, nor the most appropriate 
{^]��~~q	]^~	q~}~�{~`	��^	q�~����	 {^]�����@	Î�`~^q{]�`]�}|=	 {��q	 }~]`q	
{�	��]`~¬�]�|	��	{^]�����	���^q~q	�^�_�`~`	]�`	]	�]q{~	��	{�~	��`�~{	
designated for training. 

�� ��~#q�¹~#�{q#]}}	�^��^]�q	�~�{^~`	��	������	·���}~`�~

µ���~	��^^���}]	]^~	��^�~`	�]q~`	��	�~~`�]�·	^~�~�_~`	�^��	��~¼~�{�_~	
training needs surveys, a long list of training courses exists that public 
����]}q	 ]^~	 ��^�~`	 {�	 {]·~	 ��{���{	 �]_���	 {�~	 ��{���	 {�	 q~}~�{	 {�~	
���^q~q	 {�~|	 ]^~	 ��q{	 ��{~^~q{~`	 ��@	 µ���	 ��~#q�¹~#�{q#]}}	 ��^^���}]	
focus on the provision of common knowledge instead of providing 
��^{�~^	~`��]{���	]�`	 {^]�����	���^q~q	 {]�}�^~`	 {�	 {�~	 q�~����	�~~`q	
individual public servants may have. 

�� ��q����~�{	{^]�����	��^	̀ ~_~}�����	q~���^	����]}q°	�]�]�~^�]}	
skills
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Managerial capabilities and capacity building training courses are 
��^~	����^{]�{	]{	{�~	`�^~�{�^°q	}~_~}	^]{�~^	{�]�	q�~����	·���}~`�~	
and skills ones related to their respective roles. However, current 
q~���^#}~_~}	 {^]�����	 �^��^]��~q	 `�	 ��{	 �^�_�`~	 q����~�{	 {^]�����	
on developing managerial skills and expertise. Moreover, current 
�^��^]��~q	 `�	 ��{	 ��_~^	 q���	 ���^q~q	 ]q	 ��	 �����{	 �]�]�~�~�{=	
]^��{^]{���	 {~����¬�~q	 ]�`	 �~��{�]{���	 q·�}}q=	 �^	 ��	 `~��q���#�]·���	
processes, policy analysis and problem-solving skills. Hence, training 
���^q~q	 ��	 `~_~}�����	 {�~	 �]�]�~^�]}	 �]�]��}�{�~q	 ��	 q~���^	 ����]}q	
q���}`	�~	�¼~^~`	�\]	et al=	²VV¾¸	�ºTÅ�ºº�@

�� Lecture-based, cramming-style in-class training

��	�^`~^	{�	�]����q~	{�~	~¼~�{q	��	{^]�����=	{�~	{^]�����	�~{��`q	]�`	
content selected should be the most appropriate considering its scope 
and purpose. Furthermore, training participants should be nominated 
through the use of set of solid selection criteria, so that they represent the 
{]^�~{	�^���	��	���}��	����]}q=	�����	�~~`	{�	��`~^��	{^]�����@	���q=	
the current practice of lecture-based training may not be as suitable in 
{^]�����	�^��^]��~q	{]^�~{���	�]�]�~�~�{#}~_~}	����]}q=	]q	�{	`�~q	
not encourage such an important element as trainees’ engagement in 
the training process. The proportion of such training programmes is 
increasing; however, most training programmes are still lecture-based. 

�� Lack of modern education infrastructure

���^]q{^��{�^~=	{^]�����	�]��}�{�~q	]�`	~¬����~�{	���q{�{�{~	{�~	��|q��]}	
^~q��^�~q	{�]{	q����^{	~¼~�{�_~	̀ ~}�_~^|	��	{^]�����	�^��^]��~q@	��~|	
]^~	]	·~|	~}~�~�{	]¼~�{���	{�~	~¼~�{�_~�~qq	��	{^]�����@	���q	�q	]�	�qq�~	
{�]{	�~^q�q{q	 ��	 {�~	]^~]	��	���}��	����]}q°	 {^]�����	�¿]^·=	²V�²¸	²®T�@	
\��~_~^=	`~q��{~	����°q	���{�����q	~¼�^{q	{�	 ���^�_~	{�~	��|q��]}	
resources through which its training programmes are delivered, it 
q{�}}	 �q~q	 ��{`]{~`	 ~¬����~�{	 {�]{	 `�~q	 ��{	 ����{���	 �^��~^}|	 ]�`	
its classrooms and facilities are not conducive to interactive training 
�~{��`q	]�`	{~����¬�~q@	��	q��=	���}��	{^]�����	��q{�{�{���q	��|q��]}	
resources compare poorly to their private counterparts.   

�� Absence of World-Class International Leadership Programmes

����	 �]q	 �^~]{~`	 {^]�����	 �^��^]��~q	 {]^�~{���	 ��^~���	 ����]}q	
aiming to share Korea’s experience in national development policy 
formulation and implementation and its administrative public 
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�]�]�~�~�{	 {~����¬�~q@	 ��~q~	 {^]�����	 �^��^]��~q	 ]}q�	 �^�_�`~	
~�]��}~q	��	��}���~q	��	_]^���q	�~}`q	]�����	{�	q����^{	{�~	̀ ~_~}���~�{	
~¼�^{q	��	{�~	�]^{����]�{q°	����{^�~q@	¶]q{=	��{	��{	}~]q{=	q���	]�{�_�{�~q	
�~}�	¡�^~]	{�	~q{]�}�q�	��{�]}}|	�~�~���]}	^~}]{���q���q	��	q~~·���	{�	
`~_�q~	q{^]{~��~q	��^	��#�^��{�@	��~	�^q{	��	{�~q~	{^]�����	�^��^]��~q	
�]q	`~}�_~^~`	{�	Æ]}]|q�]�	����]}q	��	�ºT¾@	��	`]{~=	��^~	{�]�	¾=VVV	
����]}q	 �^��	 �²V	 ����{^�~q	 �]_~	 ����}~{~`	 q���	 {^]�����	 �����=	
2015). Furthermore, COTI has been cooperating with other nations, 
i.e. China, France, Japan, Kazakhstan, Russia, Singapore, USA and 
Vietnam in delivering training programmes, since 2008. More recently, 
COTI has engaged in discussions with Chile, Germany, Turkey and 
the UAE to jointly develop similar training activities. However, simply 
sharing Korea’s experience and transferring knowledge is no longer 
q����~�{@	�{	�q	���	{��~	{�	���^�_~	{�~	�]�]��}�{�~q	]�`	����~{~���~q	
��	 ¡�^~]�	 ���}��	 ����]}q	 ��	 �^`~^	 {�	 ���^~]q~	 {�~�^	 ����~{�{�_~�~qq	
at the global level. There is an urgent need to develop and introduce 
��^}`#�}]qq	 }~]`~^q���	 �^��^]��~q	 {�]{	 ��}}	 �~}�	 ���}��	 ����]}q	 {�	
enhance their global competitiveness dramatically and thus be able to 
respond proactively to challenges at the global level.  

A New Paradigm and Strategies for the National Human Resource 
Development Institute (NHI)

Need to Change the HRD Paradigm

�{	�q	���~^]{�_~	{�	]^{���}]{~	]	�~�	���}��	����]}q°	{^]�����	q|q{~�	��	
order to satisfy the changing needs for further education and training 
rising from a paradigm shift in public management and administration. 
Such training systems will facilitate the transition from simply 
“Training” to “Human Resources Development”. The perception that 
humans are passive beings is diminishing, as nowadays humans are 
���^~]q���}|	 _�~�~`	 ]q	 ]�{�_~	 �~���q	 :	 �]^{�~^q	 {�]{	 �^��	 {��~{�~^	
with organisations. Thus, there is a need to move away from a passive 
concept of “training” to an active, future oriented concept, that of 
“human resources development”. 

In this context, NHI should establish a human resources development 
paradigm that will:

�� Strengthen the values of the civil service in these complex 
]�`	 `�_~^q��~`	 ]`����q{^]{�_~	 ~�_�^���~�{q=	 {�	 q]{�q�|	 {�~	
need for enhancement and reinforcement of public trust, an 
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important element in pluralistic societies with omnipotent 
diverse interests.

�� Put in place a pre-emptive national human resources 
�^]�~��^·	{�	���~	~¼~�{�_~}|	��	{��q	~^]	��	~�`}~qq	����~{�{���	
at the global level8. Public administration needs to enhance 
its global competitiveness skills in order to support Korean 
����]��~q	 {�	 ����~{~	~¼~�{�_~}|	]{	 {�~	�}��]}	 }~_~}	 ]�`	�~	
]�}~	 {�	 ^~q���`	 ]�{�_~}|	 {�	 q{^���	 ^~¬�~q{q	 ��^	 ��~����	 ��	
domestic markets.  

�������	�������������	��	�������	
���
	�����	�	����!����������"��
NHI

The new training systems should consider the following: 

�� Systematic Training on Public Service Values 

It has already been mentioned that COTI’s training courses on 
public service values are not provided systematically. They are 
simply a part of broader training programmes and such courses are 
`~}�_~^~`	 ��{~^���~�{}|@	 \��~_~^=	 ]q	 _]}�~q	 ]�`	 ]��{�`~q	 ��	 ���}��	
����]}q	]^~	��~	��	{�~	��q{	����^{]�{	~}~�~�{q	���~�����	�]{���]}	
competitiveness, training programmes should be overhauled. In doing 
this, there is a need for: [i] political support and a legal basis for public 
q~^_��~	_]}�~q	{^]�����	���^q~q	{�	�~	�^�}|	~q{]�}�q�~`Ë	Ñ��Ò	]}}	^~}~_]�{	
`����~�{q	{�	�~	̂ ~_�q~`	]�`	��`]{~`	��	�^`~^	{�	̂ ~~�{	~�_�^���~�{]}	
changes that have taken place, i.e. Code of Ethics, Code of Conduct and 
À{���q	^�}~q=	À{���q	��]^{~^	��^	¿��}��	����]}q	��ºTV�=	��`~	��	¿^]�{��~	
��^	 À{���q	 ��]^{~^	 ��^	 ¿��}��	 ����]}q	 ��ºT²�Ë	 ]�`	 Ñ���Ò	 �^~]{���	 ��	 ]�	
organisation dedicated to training on public service values, which 
will plan, coordinate and evaluate all relevant training programmes 
and develop standard curricula on public service values, standard 
diagnostic tools and standard textbooks.  

�� ¯�_~^q���]{���	 ��	 {^]�����	 �~{��`q	 ]�`	 �{�}�¹]{���	 ��	
Information and Communication Technologies (ICT)

A major drawback of current training programmes is that they 
are lecture-based and they use a cramming-style training system. 
8  Although, Korea is a global leader ranking 11th in the world in terms of GDP, its competitive-
ness ranking still stands at the 28th position (IMD, 2015).
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Therefore, there is a need to develop and utilise alternative training 
methods and expand training programmes that encourage trainees’ 
active engagement and participation, e.g. seminars, case studies, 
group discussions and project-based training. There is also a need 
to expand training programmes delivered jointly with the private 
q~�{�^=	q�	{�]{	���}��	����]}q	�]�	�~�~^	��`~^q{]�`	^~]}#��^}`	�qq�~q=	
develop a business mindset, learn more about business innovation and 
]�¬��^~	·���}~`�~	��	 {�~	 }]{~q{	�]�]�~�~�{	 {~����¬�~q@	Æ�^~�_~^=	
there is a need to make the transition from “face-to-face, in-class 
training” to “online, individual training” by taking advantage of ICT. 
��	 {��q	 ^~�]^`=	 ]	 ��q{	 ~¼~�{�_~	 �]|	 ���}`	 �~	 {�	 ��{^�`��~	 _]^���q	
training programmes that are provided through the internet. Training 
~¼~�{�_~�~qq	 �]|	 ]}q�	 �~	 �]����q~`	 �|	 ��^{�~^	 ���^�_���	 ��^^~�{	
virtual training programmes, cyber education methods and content 
and distance learning modalities. 

�� Expansion of training programmes that can be applied to the 
work environment 

¿��}��	����]}q	{^]�����	q���}`	����q	��	]}}�����	{�~�	{�	]��}|	��]{	
they have learned during training at their work place to achieve more 
in what they do. Senior Executive Programmes aimed at nurturing 
{��	 q~���^#}~_~}	 ����]}q	 �]�	 �^�_�`~	 ��^��q	 ��{�	 ��^}`#^~����~`	
scholars, private-sector CEOs and political and economic leaders to 
enhance policy-decision making and management capabilities (Ha et 
al,	 ²VV¾¸	 �ºT�@	 ��	 ]``�{���=	 �]q~	 q{�`�~q	 ��	 q�~����	 ��}���~q	 ���}`	 �~	
��^~	~¼~�{�_~	{�]�	}~�{�^~#�]q~`	{^]�����	��	�^`~^	{�	`~_~}��	�^]�{��]}	
skills for policy management.

�� Evaluation of training programmes 

�	 �~]·	 }��·	 ��	 ���}��	 ����]}q	 {^]�����	 ��	 ¡�^~]	 �q	 {�]{	 {�~^~	 �q	 ��	
~_]}�]{���	q|q{~�	��	�}]�~	{�	]qq~qq	~¼~�{�_~�~qq	��	{^]�����@	¢�^	��q{	
training programmes, a satisfaction survey is conducted among the 
trainees at the completion point of a programme. However, there is a 
�~~`	{�	���`��{	~¼~�{�_~�~qq	]�]}|q�q	]�`	�~]q���}�{|	q{�`�~q	��	{^]�����	
�^��^]��~q	~¼~�{�_~�~qq	��	]	^~��}]^	�]q�q=	]q	�~}}	]q	{�	~q{]�}�q�	]�	
evaluation system that would assess the impact of training programmes 
following their delivery. For this purpose, a research and development-
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oriented organisation should be established to monitor and assess the 
{^]�����	q|q{~�	]q	]	���}~=	]q	�~}}	]q	q�~����	{^]�����	�^��^]��~q9.  

�� Recruitment of World-Class trainers 

����	 £	�\�	��^^~�{}|	~��]�~q	�_~	 {�	q��	 ��}}#{��~	�^��~qq�^q@	���q=	
it relies mostly on externally invited trainers to deliver most of the 
training programmes. Although it is good to utilize a pool of external 
trainers, there is also a need to engage full-time professors trained in 
various disciplines to provide professional and specialized training. 
Each full-time professor, will be in charge of a particular competency 
area and should possess expert and up-to-date knowledge through 
continuous research, so that they can actively respond to changes, 
if and when they take place in the training realm. In particular, the 
NHI needs to recruit professors, who possess global competencies 
and foreign language skills in order to deliver such global training 
�^��^]��~q	]q	{�~	¤}��]}	¶~]`~^q���	¿^��^]�	:	{�	�~	��{^�`��~`	��	
{�~	�~]^	��{�^~@	��	]�^]�{	����	¬�]}�{|	�^��~qq�^q=	 {�~	�\�	�~~`q	{�	
���^�_~	{�~	��]���]}	]�`	�{�~^	���~�{�_~q	�{	�¼~^q	]�`	�{�~^	~}~�~�{q=	
e.g. tenure guarantee, etc.

�� Establishment of a modern education infrastructure 

Most of NHI’s training programmes are delivered in classical style 
�}]qq^���q	���]`]|q@	���q=	 {�~^~	 �q	]	�~~`	{�	]�¬��^~	�~�	�]��}�{�~q	
]�`	 ��`~^�	 ~¬����~�{	 {�]{	 �]�	 q����^{	 _]^���q	 {|�~q	 ��	 {^]�����	
including policy case studies, forums, seminars, exercise-based 
training, action learning and simulations. Many private companies 
with a global presence have a dedicated training organization along 
with state-of-the-art facilities such as videoconference systems, 
interactive cyber training and data search systems. 

Ê	 Development of a world-class Global Leadership Programme 

In order for the Korean civil service to successfully adapt to globalisation 
and follow closely the rapid changes taking place in the international 
arena, it is imperative to develop their skills and competencies in order 
{�	 ��`~^q{]�`	 ��{~^�]{���]}	 ��^�q	 ]�`	 �]�`}~	 ��{~^�]{���]}	 ]¼]�^q	
9	�X}�q	�>U�	_��q_]^	|{q�_[qZJ	\}|��X_��^J	_}	|��_}X�_[X|}	[X[�q]	��qZq_��V	�	�q�q�|{xq}[	
�q}[�q�J	X[	~|\�]	�q	_	�||]	X]q_	[|	x_�q	X[	|��X_�	_}]	q�{_}]	X[Z	�\}�[X|}Z	_}]	Z[_�	�\�[Vq�	X}	
order to assume this monitoring and assessment role (COTI, 2014). 
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~¼~�{�_~}|@	 Ó|	 `~_~}�����	 ���}��	 ���]�	 ^~q��^�~q	 {�]{	 �]�	 �]�`}~	
global competitiveness issues, the competency of the government and 
the administration will also be upgraded at the global level in such 
]^~]q	]q	�]{���]}	`~�~��~=	~�������	]¼]�^q=	�~}�]^~	��}���~q=	��}{�^]}	
policy, science, technology, etc. Furthermore, competencies needed 
{�	 `~]}	 ��{�	 ]¼]�^q	 ^~}]{~`	 {�	 `��}��]�|=	 ����~^�~=	 {^]`~=	 ��}{�^]}	
exchange, health and sports at the international level should also be 
enhanced. The achieve the above-mentioned goals, the NHI should 
develop a world-class Leadership Programme that will include the 
Korean-style leadership norms, as well as examples concerned with 
national and social integration. In this endeavour, it also needs to 
]�^]�{	 ���}��	 ����]}q	 �^��	 �{�~^	 ]`_]��~`	 ����{^�~q	 ]�`	 �À�q	 ��	
private companies to deliver training courses, so that Korean public 
����]}q	 �]�	 ~��]�~	 ]�`	 ��}}]��^]{~	 ��{�	 q���	 ��`�_�`�]}q	 ]�`	 {��q	
enhance their global competitiveness.  

Conclusions

Although Korea is already responding actively to informatization 
and to the advent of the knowledge-based society, some concerns 
are raised concerning the fact that Korea is at risk losing its national 
����~{�{�_~�~qq	 `�~	 {�	 �~^�~	 ����~{�{���	 ]����	 ����{^�~q	 ]�`	
increasing volatility and uncertainty in both the domestic and 
international environments. Such concerns are not groundless. Korea 
is currently experiencing an economic slowdown and numerous 
evaluations conducted on national competitiveness have yielded 
negative results for the country. Therefore, it should be a priority to 
enhance national competitiveness in order for Korea to continue on 
the path of sustainable development. In this context, it is imperative 
that the competitiveness of the public sector should also be improved, 
�]^{���}]^}|	 {�]{	 ��	 {�~	 �`����q{^]{���@	 ¿]^{���}]^	 ]�~�{���	 q���}`	
�~	��_~�	{�	~`��]{���	]�`	{^]�����	��	���}��	����]}q	��{�	{�~	]��	{�	
discover and develop exceptional human resources, as they are key 
elements in enhancing government competitiveness. 

�{	 �q	 ]}^~]`|	 ·����	 {�]{	 ���}��	 ����]}q	 {^]�����	 �}]|~`	 ]	 �^�{��]}	
role in national development during the era of economic expansion. 
However, the traditional education system has shown that it has 
�]�|	}���{]{���q=	]�`	]q	]	^~q�}{	�]�	��	}���~^	�~	~¼~�{�_~	��	{�`]|°q	
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world, in which informatization, private sector competitiveness, the 
���^~]q���	����}~��{|	��	]`����q{^]{�_~	����{���q	]�`	`�_~^q���]{���	
����{	{��]^`q	]	�~�	q~{	��	{^]�����	�~~`q	{�	�~	q]{�q�~`@	��	�^`~^	{�	
�]��}�{]{~	�]{���]}	`~_~}���~�{=	���}��	����]}q	{^]�����	q���}`	�~	]q	
����#¬�]}�{|	 ]q	 ��qq��}~=	 ]{	 {�~	 }~_~}	 ��	 {^]�����	 {�]{	 �q	 �^�_�`~`	 �|	
globally competitive private entities to their employees. However, it 
q~~�q	 {�]{	 {�~	 ��^^~�{	 q|q{~�	��	���}��	����]}q	 {^]�����	 �q	 q{�}}	�}`#
�]q����~`=	}~�{�^~#�]q~`	{^]�����=	��{�	��~¼~�{�_~	{^]�����	�^��^]��~q	
`~}�_~^~`	]�`	��]`~¬�]{~	~_]}�]{���	q|q{~�q	{�	�~]q�^~	{�~�^	���]�{@		

A multi-pronged strategy should be deployed. First, enhance training 
��	���}��	q~^_��~	_]}�~q	��	�^`~^	��^	���}��	����]}q	{�	`~_~}��	��q�{�_~	
_]}�~q	 ]�`	 ]��{�`~q@	 µ~���`=	 ���`��{	 {^]�����	 ]qq~qq�~�{	 �~~`q	
q�^_~|q	 ]����	 ���}��	 ����]}q	 ��	 �^`~^	 {�	 ]���^]{~}|	 �`~�{��|	 {�~�^	
q�~����	 {^]�����	 �~~`q	 ]�`	 {��q	 `~q���	 {^]�����	 �^��^]��~q	 {�]{	
truly cater for such needs. In addition, these training programmes 
should be delivered by utilising a variety of training methodologies 
]�`	{~����¬�~q=	]q	�~}}	]q	���@	¢�^	{��q	{�	�]{~^�]}�q~=	{�~	��_~^��~�{	
needs to invest resources and, at the same time, actively support the 
achievement of such goals. Third, expand training programmes in such 
a way that can be practically administered at the actual work place. 
¢��^{�=	 ���`��{	 �~^��`��	 ��q{#~¼~�{�_~�~qq	 ]�]}|q~q	 ]�`	 �~]q���}�{|	
studies of training programmes and establish a system to evaluate 
{�~�^	 ~¼~�{�_~�~qq	 ��}}�����	 ���}~�~�{]{���@	 ¢��{�=	 ^~�^��{	 ��^}`#
class trainers and develop world-class global leadership training 
programmes. Sixth, upgrade the physical resources by introducing 
q{]{~#��#{�~#]^{	{^]�����	�]��}�{�~q	]�`	~¬����~�{@	

If such strategies are implemented, they will contribute to the new 
Institution becoming a world-class leading training institution, but it 
��}}	]}q�	~�]�}~	¡�^~]�	����]}q	{�	~��]��~	{�~�^	�}��]}	����~{�{�_~�~qq	
��	 ���q{]�{	 ��{~^]�{���	 ��{�	 ���}��	 ����]}q	 �^��	 �{�~^	 ]`_]��~`	
countries and private sector executives. 

Successful establishment of the NHI can only be possible if all 
stakeholders involved provide their comprehensive and continuous 
support and cooperation to achieve this goal. 
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THE MISSING PIECE: THE CASE 
FOR ADMINISTRATIVE LAW 
IN THE MSPA CURRICULUM

Naomi Caiden1

Abstract

Why is administrative law so neglected in the curricula of graduate public 
administration in the United States? In the light of professed adherence to 
democratic administration and rule of law, this gap in the academic education 
of public service professionals seems surprising and somewhat disconcerting. 
Public servants are not only empowered but obligated by law to use the power 
of the state to make decisions and take actions in the public interest. Yet, study 
|�	[Vq	[Vq|�^J	{�|�qZZqZJ	_}]	{�_�[X�qZ	|�	_]xX}XZ[�_[X�q	�_~	ZqqxZ	[|	{�_^	�X`�q	
or no part in their preparation for these tasks.

Key words: administrative law, public administration education, MPA 
curriculum

Introduction

Why is administrative law so neglected in the curricula of graduate 
public administration in the United States? In the light of professed 
adherence to democratic administration and rule of law, this gap in the 
academic education of public service professionals seems surprising 
and somewhat disconcerting. Public servants are not only empowered 
but obligated by law to create and implement regulations, to use the 
power of the state to enforce public policies, and to exercise their 
judgment and discretion to make decisions and take actions in the 
���}��	 ��{~^~q{	 {�]{	 ]¼~�{	 �^���q=	 ��q��~qq~q=	 ]�`	 ��`�_�`�]}q@	 Ö~{=	
study of the theory, processes, and practices of administrative law 
q~~�q	{�	�}]|	}��}~	�^	��	�]^{	��	{�~�^	�^~�]^]{���	��^	{�~q~	{]q·q@	µ���}`	
administrative law be included in the Master of Public Administration 
(MPA) curriculum?

This article begins with the case for administrative law in the study of 
public administration. The following section discusses how it might be 

1  Professor Emeritus, Department of Political Science, California State University, 
Los Angeles, ncaiden@calstatela.edu
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integrated into the public administration curriculum. The third section 
uses the example of Amanda Olejarski’s (2013) book Administrative 
Discretion in Action: A Narrative of Eminent Domain to illustrate the 
potential of case studies in constitutional and administrative law for 
public administration education. The article concludes with brief 
examples illustrating the relevance of administrative law in public 
administration education today.

The Case for Administrative Law

�`����q{^]{�_~	}]�	�q	������}|	̀ ~��~`	]q	{�~	�^]���	��	}]�	��_~^����	
the operations of government agencies, including rule making and 
enforcement (regulation), adjudication of individual cases (including 
special administrative courts), implementation of public policies, and 
organizational management. It is not a new subject. For example, in the 
early days of the United States, Treasury Secretary Alexander Hamilton 
labored long hours regulating the details of lighthouse construction 
and operations, and to produce directives for the new Customs Service 
������	�~^~	q{�}}	��	�q~	��{�	{�~	�º®VqÙ�	��]�`~�=	²VV®�@	�q	��_~^��~�{	
functions grew, the role of public administration grew with them, and 
so did the volume of regulations, administrative adjudications, and 
court cases involving citizens’ rights and interests. Administrative law 
became an accepted and complex specialization for legal education, 
as witnessed by the number of large, expensive, and multi-edition 
administrative law texts.

Why should public administration students, who do not intend to 
become lawyers, study administrative law? The reasons lie in the 
�]{�^~	 ��	 ~¼~�{�_~=	 `~���^]{��	 ���}��	 ]`����q{^]{���=	 �����	 �q	 ��{�	
~�]�}~`	]�`	���q{^]��~`	�|	{�~	^�}~	��	}]�@	��	�]�{=	�~	����{	^~`~��~	
administrative law in more general terms as the interface of public 
administration and law: concern for due process, the role of judicial 
review, the supremacy of the constitution, and professionalism in 
exercising administrative discretion.

Due Process

¯�~	 �^��~qq	 ��	 ]`����q{^]{�_~	 }]�	 �]q	 ��`��~`	 ��	 {�~	 �º¾®	
�`����q{^]{�_~	 ¿^��~`�^~	 ��{	 ��¿��	 ]�`	 q��q~¬�~�{	 q���}]^	 q{]{~	
laws. The APA sets standards and regularizes procedures for federal 
rule making, agency adjudications, hearings, administrative courts, 
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`~��q���q	]�`	^~_�~�q=	]�`	����]}	]�{���q@	�{	^~¬��^~q	��~�	�^��~qq~q=	
��{���]{���=	 ���}��]{���	 ]�`	 ���`	 �]�{�	 ����^{���{�~q	 ��^	 ���}��	
comment in making regulations, and protection of individuals against 
]^��{^]^|	�^	�]�^�����q	]�{���q	�|	����]}q@	¯�~	�^��~qq	�q	]�	����^{]�{	
part of public administration, and it seems reasonable that students 
should understand, be able to articulate, and expect to apply it.

Judicial Review

Î�}�·~	�]�|	À�^��~]�	����{^�~q	{�]{	�]_~	]	q~�]^]{~	����~`	q|q{~�	
of administrative courts, in common law countries such as the United 
States, the regular judicial system has the power of review over 
government agencies’ delegated powers. Regulations, decisions and 
]�{���q	��	��`�_�`�]}	����]}q=	]�`	]`����q{^]{�_~	]�~���~q	]^~	q���~�{	
to standards of procedural and substantive review based on criteria 
established and enforced by the courts. The potential for judicial 
^~_�~�	q���}`	���^~]q~	����]}q°	]�]^~�~qq	��	���q{�{�{���]}	]�`	}~�]}	
constraints on their actions, and their obligation to make decisions 
based on reasonable judgment of facts, and knowledge of current 
laws and judicial rulings. The facts and contexts of leading court cases 
touching on public administration, the reasoning of these judicial 
decisions, and their impact on the conduct of administration would 
seem to be an essential part of public service education.

Constitutional Rights

Ó~�]�q~	q�	�]�|	����]}£��{�¹~�	~�����{~^q	��_�}_~	^���{q	~���~^]{~`	
in the Constitution (especially the First, Fifth, Eighth, and Fourteenth 
Amendments), it is not surprising that many administrative disputes 
easily turn into constitutional disputes. The result is a body of 
���q{�{�{���]}	��`���]}	�^~�~`~�{	{�]{	��_~^�q	]	���}~	��q{	��	�]�~^q	
q���	 ]q=	 ��^	 ~�]��}~=	 ]`��qq���	 �^]�{��~q	 ��	 ���_~^q�{�~q=	 `~���{���	
��	 {~^�q	 q���	 ]q	 �~{}]�`q=	 q{��#]�`#�^�q·	 ]�{���q	 �|	 ��}��~	 ���~^q=	
urban redevelopment, school discipline, discrimination in recruitment 
and hiring, admissibility of cell phone records as evidence, privacy of 
communications, and environmental regulations. Because of the close 
^~}]{���q���	 ��	 ]`����q{^]{�_~	 ]�`	 ���q{�{�{���]}	 }]�=	 {�~	 `~���{���	
of administrative law therefore expands to include relevant aspects 
of constitutional law as well. Future practitioners should not only be 
familiar with constitutional rights in general but be in a position to 
apply and evaluate them in their own areas of expertise and in their 
everyday work.
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Discretion

Administrative law is not only about the rights of individuals but 
]}q�	]���{	���}~�~�{���	}]���}=	��q{��~`	���}��	��}���~q	��	{�~	���}��	
interest and for the common good. In the course of their duties, public 
servants exercise administrative discretion to make decisions based 
��	{�~�^	����]}	]�{��^�{|	]�`	�^��~qq���]}	~��~^{�q~@	�}~�]^q·�	�²V�»�	
`~��~`	]`����q{^]{�_~	`�q�^~{���	]q	{�~	�q~	��	�^]�{�{���~^q°	Í����^�]}	
authority, or their ability to interpret policies, laws, and statutes” (p. 21). 
Administrators are expected to carry out the functions of government 
]�~���~q	 ~�������]}}|=	 ~���~�{}|=	 ]�`	 ~¼~�{�_~}|	 {�	 ]���~_~	 ���}��	
�~�~�{q=	]�`	]{	{�~	q]�~	{��~	��_~	]��^��^�]{~	]�~�{���	{�	��`�_�`�]}q°	
rights. The public is therefore dependent on the ways practitioners 
]��^�]��	{�~q~	^~q���q���}�{�~q	:	{�~�^	��{~�^�{|=	����~^�	��^	{�~	���}��	
interest, professionalism and competence, objectivity, and knowledge 
:	 ��{���	 {�~	 ���{~�{	 ��	 �^�]��¹]{���]}	 ���q{^]��{q=	 ��q{�{�{���q=	 ]�`	
��}{�^~	:	{�~	_~^|	~qq~��~	��	���}��	]`����q{^]{���@

Responsible governments take administrative law seriously. The State 
��	�]}���^��]=	 ��^	~�]��}~=	�]q	]�	���~	��	�`����q{^]{�_~	¶]�	{�]{	
reviews administrative regulations proposed by more than 200 state 
agencies for compliance with the California APA. It “ensures that 
regulations are clear, necessary, legally valid, and available to the 
���}��É	 ��]}���^��]	���~	��	�`����q{^]{�_~	¶]�=	�@`@�@	��~^~	 �q	]}q�	
]�	 ���~	 ��	 �`����q{^]{�_~	 \~]^���q=	 ]	 ¬�]q�#��`���]}	 {^����]}=	 {�]{	
hears between 10,000 and 14,000 administrative disputes annually 
“to provide a neutral forum for fair and independent resolution of 
]`����q{^]{�_~	�]�~^q	~�q�^���	̀ �~	�^��~qq	]�`	̂ ~q�~�{���	{�~	̀ ����{|	
��	]}}É	��]}���^��]	���~	��	�`����q{^]{�_~	\~]^���q=	�@`@�@

The case for administrative law in public service education rests on 
{�~	 �]{�^~	 ��	 ���{~���^]^|	 ���}��	 ]`����q{^]{���	 :	 {�~	 q�¹~=	 q���~=	
and complexity of government; the extent to which formation and 
implementation of public policy depend on professional public 
q~^_]�{qË	 {�~	 �~�~qq]^|	 ���}�q���	 ��	 ¬�]q�#}~��q}]{�_~	 ]�`	 ¬�]q�#
judicial functions in the administrative state; and the important role 
��	�]q~	}]�	��	q~�}���	]`����q{^]{�_~	]�`	���q{�{�{���]}	�qq�~q	]^�q���	
�~{�~~�	 ��_~^��~�{q	 ]�`	 ��`�_�`�]}q	 �¡]���]�=	 ²VV�Ë	 Â��^=	 �ºT®Ë	
Rosenbloom, 1983, 1994).



24

INTERNATIONAL JOURNAL OF CIVIL SERVICE REFORM AND PRACTICE

Approaching Administrative Law

The absence of administrative law in current public administration 
�^��^]�q	�q	�]^·~`	:	{�~^~	]��~]^	{�	�~	�~�	q~�]^]{~	���^q~q	�]}{�����	
there are some programs that include a course on public administration 
and law), and the leading public administration journals rarely 
publish articles on it. One reason is the competition for inclusion in the 
MPA curriculum, with only so many courses to go around. Another 
is that students often express a preference for “practical” subjects, 
“marketable skills,” and “real-world experiences.” Faculty without 
}]�	 `~�^~~q	 �]|	 ]}q�	 �~~}	 ��¬�]}��~`	 �^	 ����{~^~q{~`	 ��	 {~]�����	
administrative law. Neither public management nor public policy, 
which have in recent years largely divided up public administration 
between them, seems an amenable home for it. The composition of 
the student body has also changed to include more students intending 
]	 �]^~~^	 ��	 {�~	 ����^��{	 q~�{�^=	 ���	 �]|	 �~~}	 {�]{	 �]�|	 ]q�~�{q	 ��	
public administration are not applicable to them. Administrative law 
tends to be seen as a narrow specialization, devoid of interest for most 
q{�`~�{q=	]�`	��{�	}��}~	^~}~_]��~	��^	�]^~~^	����^{���{�~q@

\��~_~^=	{�~^~	]^~	q~_~^]}	{~�{���·q	q�~����]}}|	`~q���~`	��^	���}��	
administration students. A forerunner was David Rosenbloom’s 
���~�{�]}	 ¿��}��	 �`����q{^]{���¸	 Î�`~^q{]�`���	 Æ]�]�~�~�{=	
¿�}�{��q	]�`	¶]�	��	{�~	¿��}��	µ~�{�^=	�^q{	���}�q�~`	��	�ºT®=	]�`	���	
��	 �{q	 ~���{�	 ~`�{���	 �Â�q~��}���=	 ¡^]_����·=	 È	 �}~^·��=	 ²V�¾�@	 �{q	
lead in stressing the need to integrate constitutional considerations 
into the decisions and actions of public administrators was continued 
by two other texts, Constitutional Competence for Public Managers: 
�]q~q	 ]�`	 ����~�{]^|	 �Â�q~��}���=	 �]^^�}}=	 È	 �]^^�}}=	 ²VVV�	 ]�`	
Public Administration and Law: A Practical Handbook for Public 
�`����q{^]{�^q	�Â�q~��}���=	�°¶~]^|=	È	��]���=	²V�V�@

Some other books focus more directly on administrative law. Three 
^~�~�{	 {~�{q	 �Ó]^^|	 È	 «��{����=	 ²VV�Ë	 \]}}=	 ²V�¾Ë	 Â�q~��}���=	
2014) cover a similar group of topics: an introduction explaining the 
meaning of administrative law, its history and context; rule making; 
`~}~�]{���Ë	��`���]}	^~_�~�Ë	]�`	������	¬�]}�{�~q	�^	�^�{~^�]=	q���	]q	
{^]�q�]^~��|=	�]�^�~qq=	�^	]�����{]��}�{|@	µ{~_~�	�]��°q	�²VV®�	{~�{���·	
is divided into three parts: politics, democracy, and bureaucracy; 
administrative process; and substantive issues in administrative law. 
All provide case material for discussion. There are also books on legal 
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aspects of administration in special areas such as health, personnel, 
or environment, and more specialized topics such as public servants’ 
liability (Lee, 2005).

These readily available texts are a good start, but by themselves do not 
^~q�}_~	{�~	¬�~q{���	��	���	{�	]`_]��~	·���}~`�~	]�`	��`~^q{]�`���	
of administrative law. Simply “adding a course” or reading a textbook 
�q	��}�·~}|	{�	��}�}}	{��	����^{]�{	]��q¸	��{~�^]{���	]�`	]��}��]{���@	
First, it is necessary to integrate and internalize students’ knowledge 
]�`	 ��`~^q{]�`���	 ��	 ]`����q{^]{�_~	 }]�	 q�	 {�]{	 {�~|	 ^~~�{	 ]�`	
]^~	 ^~~�{~`	 {�^������{	 {�~�^	 q{�`�~q	 �]q	 ����q~`	 {�	 ]	 q{]�`#]}��~	
subject divorced from the rest of the degree). Second, students need to 
understand and appreciate their own role in applying administrative 
law to the everyday exercise of administrative discretion. How might 
these be achieved?

First, administrative law has broad relevance to the contemporary 
world of public service. Almost every subject that may be found in 
the MPA curriculum could include an administrative law aspect. For 
example, the operations of street-level bureaucrats on the front lines 
�q���]}	��^·~^q=	��}��~=	�^�q��	����]}q=	 {~]��~^q�	 ��~_�{]�}|	��_~	 ^�q~	
to frictions with the public, and often to challenges to their discretion. 
Organizational management, behavior, and culture may be approached 
from the need to balance legal constraints and values with other 
considerations. Human resources and budgeting are bounded with 
observance of law and due process. Urban planning, environmental 
management, and sustainable development are involved with issues of 
licensing, permissible land use, and eminent domain. Administrative 
law could have a place in analyzing these and other subjects, as well as 
in the general introduction and conclusion of degree programs.

Second, administrative law allows plenty of room for discussion. One 
of my students, with considerable practical experience in the public 
q~�{�^=	{�}`	{�~	�}]qq	�~	���}`	~]q�}|	�]��	{�~	·���}~`�~	^~¬��^~`	�|	
the courses in the MPA by reading books on his own, but he saw as 
essential the interactions and discussions with other students and 
faculty. Where judgment, persuasion, weighing of competing values, 
encountering opposing opinions and interests, and cooperation are 
involved, practical learning takes place. If administrative law is to be a 
vital part of students’ professional preparation, it needs to be presented 
so as to stimulate dialogue, openness, debate, tolerance, and analysis 
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of complex problems as opposed to simple, enforced solutions. In this 
way, knowledge and values will carry over not only to the curriculum 
as a whole (whatever its formal structure) but also into application in 
the practical world of public administration.

I have pondered these concerns over many years of teaching the capstone 
course, “Philosophy of Public Service,” in the Master of Science in Public 
Administration program at California State University, Los Angeles. 
�q	{��~	�]qq~`=	�	��{^�`��~`	��^~	^~]`���q	{�]{	^~~�{	]`����q{^]{�_~	
]�`	 ���q{�{�{���]}	 }]�	 �qq�~q=	 ]�`	 ��	 ²V�»#²V�¾=	 �|	 ��]}	 |~]^	 ��	
teaching, I found Amanda Olejarski’s (2013) book Administrative 
Discretion in Action: A Narrative of Eminent Domain and made it a 
centerpiece for the course. Starting from a single court case in an area 
unfamiliar to most of the students, our class discussions ranged from 
normative considerations of constitutionalism and professionalism in 
public service to empirical aspects of the application of administrative 
law. The book’s purpose was not only to stimulate dialogue about 
an important issue, eminent domain, but it also demonstrated the 
potential of pertinent and interesting case studies to illuminate the 
interface of law and public administration.

A Case for Administrative Law: Administrative 

Discretion in Action

Administrative Discretion in Action (Olejarski, 2013) is built around 
the 2005 Supreme Court decision, Kelo v. the City of New London. Dr. 
Olejarski ably explains the precedents considered by the Court, the 
`~{]�}q	��	{�~	`~��q���=	]�`	{�~	�qq�~q	]{	q{]·~@	Ó�{	{�~	���·	�q	~¬�]}}|	
concerned with the normative and empirical aspects of “administrative 
discretion in action,” the role of practitioners before and following the 
Kelo decision.

The constitutional foundation for eminent domain, the taking of 
private property by governments, is the Fifth Amendment, which 
states “Nor shall private property be taken for public use, without just 
compensation.” This exercise of administrative power may critically 
]¼~�{	��`�_�`�]}q°	}�_~q	]�`	��q��~qq	��{~^~q{q=	]�`	��{q	{�~	̂ ���{q	��	{�~	
public as a whole against those of private property owners. In practice, 
much depends on how administrators use their discretion to determine 
the meaning of “taking,” “public use,” and “just compensation,” and 
whether the courts concur in their interpretation.
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Ó^�~|=	 {�~	 �]�{q	 ��	 {�~	 �]q~	 �~^~	 ]q	 ��}}��q@	 ��	 �ººV=	 {�~	 µ{]{~	 ��	
Connecticut designated the City of New London as a “distressed 
�������]}�{|@É	 ��	 �ººT=	 {�~	 µ{]{~	 q~{	 ��	 ]	 ���}��:�^�_]{~	 ��`|=	 {�~	
New London Development Corporation (NLDC), and approved 
bond funding for redevelopment planning and a park. Early in the 
�^��~qq=	 ¿�¹~^	 ��^��^]{���	 ���{�]{~`	 ]	 �^���q]}	 {�	 ���}`	 ]	 ÎµÚ»VV	
million research and development facility in Fort Trumbull, a modest 
residential neighborhood, and there were plans for other private 
developments (Olejarski, 2013, p. 40). The City granted the NLDC the 
power of eminent domain, which they used to “take” several private 
^~q�`~��~q	��	{�~	�~�����^���`@	µ�¹~�~	¡~}�	]�`	�{�~^	���~���~^q	
sued and lost the case. By a margin of 5-4, the Supreme Court decided 
that “taking” of private property for economic development that 
included private development was constitutional. However, the Court 
also emphasized that “nothing in our opinion precludes any state 
from placing further restrictions on the exercise of the takings power,” 
thereby handing the issue back to the states to legislate (Olejarski, 
2013, p. 41).

¯^@	�}~�]^q·�	�]^^�~`	��{	q~_~^]}	��{~^_�~�q	��{�	����]}q	]�`	^~q�`~�{q	
on the background of the case. While the Fort Trumbull community 
members were initially supportive of improving the neighborhood, 
they wanted to incorporate the existing community into the plan 
��}~�]^q·�=	 ²V�»=	 �@	 ®��@	 \��~_~^=	 `~q��{~	 {�~	 �^�_�q���	 ��^	 ���}��	
hearings, and although several public meetings were held, they found 
{�~^~	�]q	��	�]|	 {�]{	 {�~|	�~^~	]�}~	 {�	~�~^{	]�|	 ���~��~@	Ó|	 {�~	
{��~	 {�~	 ��{|	 ¿}]�����	 ]�`	 Û�����	 ������~~	 �~}`	 {�~	 ��~	 ]�{�]}	
public hearing on the plan in January 2000, at which city council voted 
to grant the power of eminent domain to the NLDC, it was too late 
��}~�]^q·�=	²V�»=	�@	®²�@	�������{|	�~��~^q	�~}{	{�~|	�]`	�]`	��	^~]}	
����^{���{|	{�	���{~q{	{�~	q��q{]�{�_~	�qq�~q	:	{�~	��]^]�{~^�¹]{���	��	
the neighborhood, the tactics of the NLDC, and the taking of private 
residences for private development. The lack of transparency (failure to 
����^�	{�~�	]���{	{�~	�^��~qq�	]�`	]�����{]��}�{|	�{�~	�q~	��	]	���}��:
private organization) struck them as especially unfair and wrong.

What was the impact of Kelo? Judicial decisions are one thing: 
Implementation is another, and in the individual case, implementation 
�q	 ~_~^|{����=	 ~q�~��]}}|	 ��~^~	 {�~	 `~��q���	 ^~¬��^~q	 ��{~^�^~{]{���@	
���q	 {]q·	 �]}}q	 ��	 {�~	 q���}`~^q	 ��	 ���}��	 ����]}q=	 ]q	 �~}}	 ]q	 {��q~	
working for contracted bodies, such as the NLDC. They are called 
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upon to balance public policy and individual rights, provide advice, 
steer processes, draw up documents, clarify, negotiate, facilitate, give 
guidance, supervise, and also account for their actions. The practical 
implementation of eminent domain is particularly tricky because of 
the high stakes involved, the reach and capacity of governments, the 
intertwining of public and private, and the relatively vague guidance 
of the constitution, statutes, and case law. Hence, the importance 
of administrative discretion, and the reliance of property owners, 
`~_~}���~�{	��{~^~q{q=	~}~�{~`	����]}q=	]�`	����~^�~`	��{�¹~�q	��	{�~	
professionalism and good faith of administrators.

How should administrators exercise their discretion? The short answer 
is in accordance with professional values. The second chapter of 
Administrative Discretion in Action discusses professionalism in relation 
to administrative discretion. Public servants should be expert and 
knowledgeable based on their education and experience; should 
recognize the weight of their advice and decisions in policy processes 
and implementation; should not only be objective but also be sensitive, 
concerned, and merciful; should be fair and exercise good judgment; 
and should act with integrity and ethics.

How do administrators exercise their discretion? Olejarski saw 
�^]�{�{���~^q	]q	Í�^�����	 {�~�^	�]|É	 {�^����	]	 {���·~{	��	 �����{���	
values and interests. The results of her survey and interviews 
demonstrated the multiple balances professional administrators were 
called upon to make in the events leading up to the court case and in its 
]�{~^�]{�@	�����	�{�~^	¬�~q{���q=	q�~	]q·~`	�^]�{�{���~^q	{�~�^	_�~�q	
on taking property for economic development, where they looked 
for guidance in making decisions, and how the context in which 
{�~|	��^·~`	���~��~`	{�~�^	^~}]{�_~	����~^�q	��^	{�~	�������{|	�^	
political fallout. All of these provided useful class discussions, and 
might be organized into seven separate but related issues, as follows:

�� Expertise balanced against values, ethics, and morals: Expertise 
and knowledge too easily lead to arrogance, expediency, or self-
interested cynicism. By failing to inform the community of the 
�^��~qq~q	��	~���~�{	`��]��=	 {�~	��{|	]�`	q{]{~	����]}q	 ��	 {�~	
Kelo case used their knowledge to further the interests of one 
side.
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�� Proactiveness balanced against prudence and good faith: 
¿^]�{�{���~^q	 ]^~	 ��q{��~`	 ��	 q����^{���	 ]�`	 �^���{���	
legitimate policies of their agencies, where they believe these are 
for the public good. But the end should not justify the means: In 
Kelo, “going through the motions” to a predetermined decision 
�^~]��~`	{�~	 {^�q{	��	 {�~	�������{|=	]�`	]�~`	��]{	q���}`	
have been a considered and objective decision.

�� Legal compliance balanced against the ethical components of 
complex decisions: Practitioners try to make decisions within 
legal boundaries, guided by their values. In the wake of Kelo, 
Olerjarski’s respondents appear as far as possible to have made 
~¼�^{q	 {�	 ]_��`	 }�{��]{���	 �_~^	 {]·���	 �^�_]{~	 �^��~^{|@	 ��~|	
tried to balance the transaction costs of implementing eminent 
domain (in policies concerning, for example, housing removal 
following disasters or “holdouts” who refused to move) with 
their discretion over interpretation of “just compensation.”

�� Responsibility to the public interest as a whole balanced against 
responsiveness to the community: Kelo set the imperative of 
��q��~qq	 ����^{���{|=	 ��^~	 ~��}�|�~�{=	 ]�`	 Í�~�{^���]{���=É	
against the community of existing residents. It brought to the 
fore the intertwining of public and private interests, because, in 
�q�]}}|	q{^~qq~`	{��~q=	~�������	̀ ~_~}���~�{	�q	��^~	{�]�	}�·~}|	
{�	���}�`~	�^�_]{~	~}~�~�{q	]�`	���}��:�^�_]{~	�]^{�~^q���q	}�·~	
the NLDC. Olejarski’s respondents mostly agreed that the use 
��	 ~���~�{	 `��]��	 �]q	 ��q{��]�}~	 ��	 {�~	 ��{~^~q{	 ��	 ~�������	
development, but very few approved of using it to replace one 
kind of private property with another.

�� Administrative independence balanced against political 
control and accountability:	 �}~�]^q·�°q	 ¬�~q{������	 ��	 }��]}	
��_~^��~�{	 ����]}q	 ����`	 }��}~	 {�	 q����^{	 {�~	 {^]`�{���]}	
��}�{��q:]`����q{^]{���	 `����{��|@	 ��~	 ���{�^~	 q~~�~`	 ^]{�~^	
one of mutual cooperation, similar to that found by Nalbandian 
(2005): interdependency between political and appointed 
����]}q=	 �_~^}]�����	 ^�}~q=	 ����}~�~�{]^�{|=	 ]�`	 q�]^���	 ��	
responsibilities rather than sharp demarcation.
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�� Public service as a calling balanced against administrative 
concerns: However great the ideals of practitioners, and their 
concern for their clients, the community, or the public interest, they 
have to work within the realities of bureaucracy, and particularly 
in accordance with the control and directions of their superiors 
in the hierarchy. Yet, when Olejarski sought out practitioners’ 
sources of guidance, her respondents cited colleagues both from 
their own and other jurisdictions, local community leaders and 
~}~�{~`	����]}q=	���{]�{q	�^��	����~^~��~q	]�`	�{�~^	�~~{���q=	
rather than superiors in the chain of command. They stressed the 
informal coordination of negotiations, interpersonal relations, 
]�`	¬�]}�{�~q	��	�~^q�]q���	^~~�{~`	��	]`����q{^]{�_~	q·�}}q@

�� �
����!#� ��
	��
!#� ��� ���
�	������� ���
��� �	����
responsiveness, responsibility, and representativeness: Because 
of the delegation of the governmental power of eminent domain 
{�	]�	]�����{~`	���}��:�^�_]{~	��^��^]{���=	Kelo emphasized the 
contrast between public and private ways of doing business. The 
NLDC did not appear responsible or accountable in any way to 
the residents of Fort Trumbull, but seemed more responsive to 
{�~	��{~^~q{q	��	��q��~qq=	q�~����]}}|	{�~	¿�¹~^	��^��^]{���@	«~^~	
its directors and employees constrained by the values of public 
service professionalism, or simply motivated by achieving the 
task at hand? Olejarski’s survey and interviews did not include 
the NLDC, so we do not really know.

From the perspective of administrative law, Administrative Discretion 
in Action engages public administration students from a number of 
perspectives. First, it describes and analyzes the evolution of judicial 
concepts through leading precedents, and the reasoning behind 
majority and minority opinions of the Supreme Court justices. It is 
important for students not simply to be able to recite the names and 
outcomes of court cases but to recognize societal and legal changes that 
�]|	�]_~	���~��~`	q���~qq�_~	`~��q���q=	{�	��`~^q{]�`	{�~	��{�_~q	
and passions of the real people involved, and to appreciate the issues 
and the arguments on both sides.

Second, Administrative Discretion in Action=	�]q	�^��~�	��{�	 {�~	]��	
of facilitating dialogue, to bring people together. In Olejarski’s (2013) 
words,
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As long as people keep talking, things should	�~{	�~�~^@	��`	]q	�	
continued conducting interviews, I came to realize that was the 
problem with eminent domain: it has become such a controversial 
issue that practitioners and community members had stopped 
talking to one another and had begun speaking past one another. 
(p. xvi)

While she was referring primarily to eminent domain, the need for 
`�]}���~	 ]��}�~q	 ~¬�]}}|	 {�	 �{�~^	 ���{^�_~^q�]}	 �qq�~q	 {�]{	 ���}��	
administration students encounter.

Finally, context is critical to understand the ways in which courts 
decide and administrators interpret law and apply it to the facts on 
the spot. Many students will be familiar with the context of Kelo, a 
}��]}	��_~^��~�{	q�¼~^���	�q�]}	q{^~qq=	]�`	q~~���	{�~�^	��}|	q]}_]{���	
in luring outside investment through tax incentives and other 
��`��~�~�{q@	Ó�{	{��q	q�~�]^��	�]|	�}]|	��{	¬��{~	`�¼~^~�{}|	��	�{�~^	
places. Since Kelo, 43 states have passed laws on their governments’ 
right to “take” private property for economic development, including 
private construction (Olejarski, 2013, p. 41). In the face of prolonged 
�q�]}	q{^~qq	�Ó]|���~=	�~�	±~^q~|�=	`�q]q{~^q	��~�	�^}~]�q=	\�^^��]�~	
Sandy), bankruptcy (Detroit), or recession (Richmond, California), 
��{�~q	�]_~	����`	{�~�^	���	q�}�{���q	{�]{	�]|	�^	�]|	��{	^~¬��^~	{�~	
use of eminent domain. Hence, Olejarski emphasizes the need for more 
case studies to deepen and broaden understanding of eminent domain 
]�`	�{�~^	�qq�~q	��	`�¼~^~�{	���{~�{q@

Postscript: Ironically, only 4 years after the Kelo	 `~��q���=	 ¿�¹~^	
decided to desert New London, taking an estimated 1,400 jobs with 
it. The planned revitalization failed to take place, and in 2009, only 
weed strewn empty lots marked the site of the former Fort Trumbull 
modest houses (McGeehan, 2009). (For a fuller review of Administrative 
Discretion in Action, see Caiden, 2014. For more commentary on the 
�]q~=	q~~	�}~�]^q·�	È	¢]^}~|=	²V��@�

The Relevance of Administrative Law

Further exploration of eminent domain might appeal to a wide 
audience of public administration students, including those interested 
��	�^�]�	�}]�����=	~�������	^~_�{]}�¹]{���=	�q�]}	��}��|=	~�~^�|	]�`	
environmental policy and management, collaborative neighborhood 
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governance, sustainable development, and more. But the scope of 
administrative law is of course far broader. Almost every day, the 
media report cases with implications for professionals across the 
q�~�{^��	 ��	 ���}��	 ]�`	 ����^��{	 ]`����q{^]{���@	 ��~^~	 �q	 q�]�~	 ��^	
only a few examples.

Personnel Management

��	 ²VVÄ=	 �]�·~`	 �|	 {�~	 Î@µ@	 ]��^�~|	 �~�~^]}=	 ]	 ��]}�{���	 ��	 �}]�·	
�^~���{~^q	 q�~`	 {�~	 �~�	 Ö�^·	 ��{|	 ¢�^~	 ¯~�]^{�~�{=	 �����	 �]`	
perpetuated racial discrimination by “using an employment screening 
~�]�	 {�]{	 �]`	 _�^{�]}}|	 ��{����	 {�	 `�	 ��{�	 {�~	 �^~���{���	 ���	 ]�`	
that excluded disproportionate numbers of minority applicants” (“A 
New Fire Commissioner,” The New York Times, May 13, 2014, A18). In 
Æ]^��	²V�¾=	{�~	�]q~	�]q	��]}}|	q~�}~`=	��q{���	{�~	��{|	ÎµÚºT	��}}���	
��	 ����~�q]{���	 �µ]�{�^]	 È	 µ����^Ü=	 ²V�¾�@	 ��	 ²V�¾=	 ��	 Vergara v. 
California, a judge in Los Angeles County Superior Court found that 
California’s tenure laws and regulations for public school teachers 
were unconstitutional, as they deprived poor and minority students 
��	 ~¼~�{�_~	 {~]��~^q	 �Æ~`��]=	 ²V�¾�@	 ���	 |~]^q	 }]{~^=	 {�~	 �]}���^��]	
Appeals Court reversed the decision, and a few months later, a further 
appeal failed when the California Supreme Court refused to rehear the 
�]q~	�Ó}��~	È	Â~q��_�{q=	²V�®Ë	Æ~`��]=	²V�®�@

Immigration

�����^]{���	 ]�~�{q	 �]|	 ¬�~q{���	 ]�`	 `~{]��	 q�q�~�{~`	 �}}~�]}	
immigrants but have refrained from doing so in “sensitive” locations 
such as schools, houses of worship, hospitals, or demonstrations. But 
they have continued to detain immigrants in the vicinity of courthouses, 
]�`	 ]`_��]{~q	 ]^��~	 {�]{	 {�~	 ~¼~�{	 �q	 {�	 `~{~^	 �����^]�{q	 �^��	
exercising their rights to due process or recourse to law. In response, 
�~�	 ���`]��~	 ��^	 �~}`	 ]�~�{q	 ���`��{���	 ~���^�~�~�{	 ]�{���q	 ]{	 �^	
near courthouses was issued, but at the time of writing the contents do 
not appear to have been disclosed (Semple, 2014). What should be the 
�]}]��~	�~{�~~�	]��~qq	{�	}]�	��^	]}}	̂ ~q�`~�{q=	]�]��q{	~���~�{	]�`	q]�~	
enforcement of immigration law? Immigration issues also highlight the 
role of administrative law judges, because immigration cases are heard 
�|	�®	�����^]{���	���^{q	^��	�|	{�~	±�q{��~	¯~�]^{�~�{Ë	��	²V�®=	{�~^~	
�]q	]	^~��^{~`	�]�·}��	��	��^~	{�]�	�²V=VVV	�]q~q=	��{�	���q~¬�~�{	
`~}]|q	��	�~]^���q	�¿^~q{��=	²V�®�@
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$��������%���"�&���$
��������	��

The Health Resources and Services Administration (HRSA) is the 
primary federal agency for improving access to care for underserved 
person and administers the 340B Drug Pricing Program allowing 
them to purchase outpatient drugs at discounted prices. However, 
“orphan drugs” were excluded from the program. In October 2013, 
\Âµ�	�qq�~`	]	¢��]}	Â�}~	���}~�~�{���	�^�_�q���q	��	{�~	�¼�^`]�}~	
Care Act that would include orphan drugs within the discounted 
price program if they were prescribed for other than orphan approved 
purposes. The Pharmaceutical Research and Manufacturers of America 
(PhRMA) sued, arguing that HRSA was not authorized to issue rules 
interpreting the legislatively adopted orphan drug exception. The U.S. 
¯�q{^��{	���^{	��`�~	]�^~~`=	��_]}�`]{���	{�~	^�}~	�µ{~^��~}`=	²V�¾�@	��	
July 2014, the Department of Health and Human Services (HHS) issued 
guidance substantively identical to the Final Rule as an Interpretive 
Rule (IR), and PhRMA challenged it as “arbitrary, capricious, an abuse 
of discretion, or otherwise not in accordance with law.” In October 
2015, the D.C. District Court struck down the IR, stating it imposed an 
���~`�]{~	]�`	q������]�{	�^]�{��]}	��^`~�	��	{�~	^~��}]{~`	]�~���~q	
and was contrary to the plain language of the statute (Elson, Hepworth, 
È	µ�]�·]^=	²V���@

Carbon Emissions Regulation

On June 2, 2014, the Environmental Protection Agency (EPA) proposed 
]	 ^~��}]{���	 {�	 ��{	 �]^���	��}}�{���	 �^��	 {�~	�]{���°q	®VV	 ��]}#�^~`	
power plants by 30% from 2005 levels by 2030. President Obama, who 
�]�}~`	{�	�~{	����^~qq	{�	�]qq	]	�}��]{~	��]��~	��}}	��	��q	�^q{	{~^�=	�q~`	
executive authority under the 1970 Clean Air Act to issue the sweeping 
regulation. Implementation would be by State governments, which 
were given discretion within a range of options to adopt their own 
policies across their electricity systems (Davenport, 2014). In August 
²V��=	{�~	À¿�	��]}�¹~`	{�~	�}~]�	¿��~^	¿}]�	��¿¿�	Â�}~	{�	��{	�]^���	
��}}�{���	 �^��	 ~��q{���	 ���~^	 �}]�{q=	 ~¼~�{�_~	 ��	 ¯~�~��~^	 ²V��@	
After announcement of the rule, 27 states petitioned the U.S. Court of 
Appeals for the District of Columbia for an emergency stay, while 18 
other states joined in the litigation in support of the CPP. In February 
²V�®=	 {�~	 Î@µ@	 µ��^~�~	 ���^{	 �^`~^~`	 {�~	 À¿�	 {�	 �]}{	 ~���^�~�~�{	
��{�}	{�~	̄ @�@	���^{	��	���~]}q	̂ �}~q	��	{�~	}]�q��{@	��	µ~�{~��~^	²V�®=	
{�~	¯@�@	���^{	�~]^`	{�~	�]q~	]�]��q{	{�~	�¿¿	��q]��	È	«|]�=	²V�Ä�@
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Road Safety

��	 ±��~	 �¾=	 ²V�¾=	 {�~	 µ~�]{~	 ���^��^�]{���q	 ������~~	 _�{~`	 {�	
q�q�~�`	]	�~�	¯~�]^{�~�{	��	�^]�q��^{]{���	^~��}]{���	{�]{	^~¬��^~`	
{^��·	`^�_~^q	{�	{]·~	]{	}~]q{	»¾	�^	�¼	�^~q{]^{�	]�{~^	��^·���	®V	�^	��	Ä	
consecutive days or 70 hr in 8 days. The regulation took years to write 
and had been upheld by the U.S. Court of Appeals for the District of 
Columbia circuit in 2013. The latest government data showed more 
than 3,900 fatalities and 104,000 injuries from accidents involving large 
trucks in 2012 (“Drowsy Drivers, Dangerous Highways,” The New York 
Times, June 14, 2014, A24). The Consolidated and Further Continuing 
���^��^�]{���q	��{	 ��	 ²V��=	 ~�]�{~`	 ¯~�~��~^	 �®=	 ²V�¾=	 q�q�~�`~`	
the 34-hr restart, pending a report by the Federal Motor Carrier Safety 
Administration.

Police

��	����q{	 ²V�»=	 ]	 ��`�~	 ��	 {�~	 ¢~`~^]}	 ¯�q{^��{	 ���^{	 ��	 Æ]��]�]�	
ruled unconstitutional the long-running New York Police Department 
{]�{��	��	q{������=	¬�~q{������=	]�`	��{~�	�^�q·���	�~��}~	��	{�~	q{^~~{@	
��	{�~	�^q{	¬�]^{~^	��	²V�²	]}��~=	��}��~	q{���~`	�~��}~	:	��q{}|	Ó}]�·	
]�`	¶]{���	�~�	:	��	��^~	{�]�	²VV=VVV	���]q���q=	��q{	��	����	�~^~	
found to have done nothing wrong. The judge determined the stops 
violated the Fourth Amendment protections against unreasonable 
searches and seizures and also the Fourteenth Amendment through 
Í��`�^~�{	 ^]��]}	 �^��}���@É	 ¶~��{�|	 ]��~]}q	 ��}}��~`=	 ]q	 {�~	 �]|�^	
and police administration strongly resisted the changes mandated by 
the judge. In January 2014, the new mayor announced the City would 
q~�}~	 {�~	 q��{q	 ]�`	 ���}`	 ��q{�{�{~	 �]^#^~]�����	 ^~��^�q	 �«~�q~^	 È	
Goldstein, 2014).

Together with Kelo, these examples have much in common. They 
are highly political and controversial in nature. They may also give 
a somewhat misleading impression of the everyday experiences of 
administrative law, as the cases that “hit the headlines” are usually 
those that could not be resolved in any other way and so have ended 
up in the courts. They are exceptional and selective in that judicial 
review only takes place in response to lawsuits, and recourse to law is 
an expensive and daunting proposition that may take years to resolve, 
particularly for the disadvantaged (unless bankrolled by wealthy 
political interests).
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Concluding Remarks 

Nonetheless, the examples indicate the degree to which administrative 
law is embedded in public administration over a wide spectrum of 
government activities. They also reveal a dimension that is especially 
valuable for the education of public service professionals, what might 
be called its indeterminacy@	�`����q{^]{�_~	 }]�	�q	��{	]	��~`	��`|	��	
knowledge or a collection of unvarying information. It is a subject with 
indeterminate and constantly changing boundaries. An unstable and 
fast changing world continually throws up new problems and frictions. 
The examples are only a small sample of the issues arising from 
contemporary rapid developments in computers, banking, security, 
telecommunications, food safety, medicine, global warming, energy, 
structural economic changes, shifting industries and populations, 
���}��:	 �^�_]{~	 �]^{�~^q���q	 ]�`	 ��_~^��~�{	 ���{^]�{���=	 ]�`	
education. The cases cited here are witness to how laws, regulations, 
administrative decisions, and judicial rulings wrestle to resolve 
`�q��{~q	�_~^	�~�	����~^�q=	�~�	]��{�`~q=	]�`	�~�	q{]�`]^`q@

Indeterminacy of boundaries is matched by indeterminacy of 
��{���~q@	 ±�`���]}	 ^~_�~�	 ��	 ]`����q{^]{�_~	 ]�{���q	 �q	 ��{~^���~�{=	
~��~�q�_~=	]�`	��^~}�]�}~=	�~�]�q~	�{	^~¬��^~q	�]q~q	{�	�~	�^����{	�|	
�}]��{�¼q@	 ��~	 ��{~^�^~{]{���q	 ��	 {�~	 ��q{��~q	 ]^~	 �q�]}}|	 `����}{	 {�	
forecast, and precedents are not always a good guide for case-by-case 
reasoning for new situations. Moreover, the background of judges does 
��{	�~�~qq]^�}|	 ~¬���	 {�~�	 {�	]`��`��]{~	 �]q~q	��~^~	`~{~^���]{���	
^~q{q	��	q��~�{���	]�`	{~�����]}	�qq�~q@	���q=	{�~	���^{q	��^	�]�|	|~]^q	
deferred to the expertise of administrative agencies, looking only 
to ensure that they were acting constitutionally, within their lawful 
jurisdictions, and according to some standard of reasonableness. 
More recently, the courts have been more willing to intervene in the 
q��q{]��~	��	����]}	��}���~q	]�`	]�{���q@

¢��]}}|=	 {�~	 ~�]��}~q	 ^~~�{	 {�~	 ^~]}�{�~q	 ��	 {�~	 ���{~���^]^|	
]`����q{^]{�_~	 q{]{~	 {�]{	 ��_~	 ���}��	 ����]}q	 ��`~	 ]�`	 _]^�]�}~	
`�q�^~{���	��	�]·���	]�`	���}~�~�{���	���}��	��}���~q@	À_~^|	�]q~	:	
�^��	]	{^]��	q{��	{�	]	���}`���	��q�~�{���	:	��_�}_~q	�{q	���	]��}��]{���	
of law and estimation of facts. Public employees are often in positions of 
^~q���q���}�{|	{�]{	^~¬��^~	{�~�	{�	]�{	]���^`���	{�	{�~�^	`�q�^~{���	]�`	
initiative. Large and complex organizations pose problems of control 
for those nominally in charge. Public servants dealing with dependent 
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or vulnerable populations may see themselves as having a free hand. 
Policies of delegating and contracting out powers of administrative 
`�q�^~{���	 {�	 �^�_]{~	 ]�`	 ����^��{	 ~�{�{�~q	 �]_~	 ��q~`	 ~_~�	 �^~]{~^	
`����}{�~q	��	�]��{]�����	]�����{]��}�{|	�q~~	Â�q~��}���=	²V�»�@

This indeterminacy of administrative law pervades public 
administration in practice. The very raison d’être of graduate degrees 
in public administration is that the professional preparation of today’s 
]�`	 {���^^��°q	 ���}��	 q~^_]�{q	 ^~¬��^~q	 {�~	 ��^{�^���	 ��	 ¬�]}�{�~q	
to face, in the words of Richard Green, Lawrence Keller, and Gary 
«]�q}~|=	 ]	 Í��q{	 ��	 �~^�}~����	 ��]}}~��~q@É	 ��~q~	 ¬�]}�{�~q=	 {�~|	
contend, include “at the very least, an ability to persuasively apply 
ambiguous but enduring values to the contingent world of public 
]¼]�^qÉ	�¤^~~�=	¡~}}~^=	È	«]�q}~|=	�ºº»=	�@	��Ä�@	µ���}]^}|=	]	_~{~^]�	
international public servant Demetrios Argyriades (2005) has cited the 
importance of “tolerance for ambiguity . . . and independent judgment 
����}~`	��{�	]�����{]��}�{|É	]����	{�~	¬�]}�{�~q	�~	}�q{q	]q	~qq~�{�]}	
for professional public administrators (p. 93).

The study of administrative law, with its indeterminate boundaries, 
outcomes, and applications of discretion, is especially appropriate 
��^	`~_~}�����	q���	¬�]}�{�~q@	�]q~	]�{~^	�]q~	�}}�q{^]{~q	�����{q	�_~^	
values and ethical dilemmas, to which there are no easy textbook 
applications or predetermined solutions. The exploration of cases, 
{�^����	`�q��qq���q=	]qq����~�{q=	]�`	�^~q~�{]{���q=	�¼~^q	q{�`~�{q	
knowledge and understanding of the interface of law and public 
administration. Just as important, it encourages development of their 
capabilities to cooperate, argue, persuade, debate, absorb information, 
��^~�]q{	���q~¬�~��~q=	�~���	_]}�~q=	}�q{~�=	]�`	~�~^��q~	��`~�~�`~�{	
judgment. Administrative law, far from being a narrow subject for 
specialists only, is highly relevant to the education of those preparing 
to engage in “running a constitutional democratic republic” (Goodsell 
in Olejarski, 2013, p. xiii).
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IMPLEMENTATION OF THE COMMON 
ASSESSMENT FRAMEWORK (CAF) 

AS A QUALITY MANAGEMENT 
INSTRUMENT IN THE PUBLIC SECTOR 

OF THE FYR OF MACEDONIA
 

Jahi Jahija1, and Marija Nikoloska Arsovska2

Abstract

This paper is a result of the conducted analysis and study on the process of 
implementation and the future activities for wider usage of CAF model in 
public institutions in the FYR of Macedonia. The country has established 
strong legal and institutional framework for implementation of CAF model. 
�X�}X¢�_}[	 }\x�q�	 |�	 X}Z[X[\[X|}Z	 X}	 [Vq	 �|\}[�^	 V_�q	 X}[�|]\�q]	 �/£J	
and national pool of CAF facilitators/trainers and practitioners has been 
established for further expansion of the model. CAF is perceived as very useful 
instrument for improving public services in the FYR of Macedonia. In order 
for more public institutions to introduce the CAF model, a national roadmap 
for promotion and wider usage of CAF needs to be adopted, more promotional 
events should be organized and the Ministry of Information Society and 
Administration should work on building the capacity and the knowledge of 
[Vq	[|{	x_}_�qxq}[	X}	[Vq	{\��X�	Zq�[|�	�|�	[Vq	�q}q¢[Z	|�	�/£�

Key words: �|xx|}	 /ZZqZZxq}[	 £�_xq~|��J	 �\_�X[^J	 x_}_�qxq}[J	
standards.

Introduction

The Common Assessment Framework (CAF) is a European instrument 
��^	¬�]}�{|	�]�]�~�~�{	��	{�~	���}��	q~�{�^=	�]q~`	��	]	q~}�#]qq~qq�~�{	
��	 ]	 ���}��	 ��q{�{�{���@	 ��~	 ��{^�`��{���	 ��	 ��{~^�]{���]}	 ¬�]}�{|	
management methods stems from the need to improve services to 
��{�¹~�q	 ]�`	 {�~�^	 �^�����	 ~��~�{]{���q	 ��	 ���}`���	 ]�	 ~���~�{	 ]�`	
modern civil service. Furthermore, on the path towards European 

1 Jahi Jahija, MA, State Secretary, Ministry of Information Society and Administration, email: 
Jahi.Jahija@mioa.gov.mk  
2 Marija Nikoloska Arsovska, MSc, Associate, National CAF Coordinator, Ministry of 
Information Society and Administration, email: marija.nikoloska@mioa.gov.mk    
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Union integration, the FYR of Macedonia is determined to adopt the 
values and standards of other EU Member States’ public institutions. 
Thus, this model was implemented as part of a set of tools introduced 
��^	 {�~	 �^���{���	 ]�`	 ���}~�~�{]{���	 ��	 ¬�]}�{|	 �^�����}~q	 ��	 {�~	
country’s Administration.

In order to assess the challenges in the implementation of the CAF 
model in the FYR of Macedonia and develop recommendations for 
�{q	 �^���{���=	 ]q	 ]	 ¬�]}�{|	 �]�]�~�~�{	 ��q{^��~�{=	 ]	 q{�`|	 �]q	
conducted by the Ministry for Information Society and Administration 
�Æ�µ��@	��~	q{�`|	~�����]qq~`	]}}	{�~	�~^{��~`	��¢	�]��}�{]{�^q	]�`	
trainers in the country. It also included an analysis of the activities 
implemented for the introduction of the CAF model in the public 
administration in the FYR of Macedonia. The results of this study were 
discussed during a workshop3 and suggestions for improvement in the 
CAF model implementation process were put forward.

Reasons for introducing the CAF model in the FYR of Macedonia

Public administration in the FYR of Macedonia - as well as in other 
parts of the world - faces constant pressures and challenges to innovate 
]�`	���^�_~	�{q	~¼~�{�_~�~qq	]�`	~���~��|@	��~	�~~`	��^	���^�_���	
q~^_��~q	{�	��{�¹~�q=	���}`���	]�`	~���~�{=	��`~^�	]�`	{^]�q�]^~�{	��_�}	
q~^_��~	{�]{	��}}	~�q�^~	����	¬�]}�{|	��	��^·	�q	]	·~|	`~{~^���]{���	��	
the Administration of the country.   

���q=	�{	�~~`q	{�	��`	�~�	�~{��`q	��^	]qq~qq���	]�`	���^�_���	{�~	
¬�]}�{|	��	��^·	�~^��^�~`@	µ~_~^]}	��{~^�]{���]}	q{]�`]^`q	]�`	{��}q	
~��q{	��^	]qq~qq���	{�~	¬�]}�{|	��	��^·	�~^��^�~`	]�`	{�~	�]�]�~�~�{	
of the organisation, e.g. the ISO standards, the Common Assessment 
Framework (CAF), the British Standard Investors in People (BSIP), the 
Model of the European Foundation for Quality Management (EFQM), 
the Balanced Scorecard (BSC), etc. They are all designed in such ways 
to help organisations ensure traceability of processes, learn from their 
own experience, constantly improve and be successful in providing 
services to citizens.  

3 The workshop was titled: ��}[�|]\�[X|}	 |�	 �/£	 x|]q�	 _Z	 _}	 X}Z[�\xq}[	 �|�	 �\_�X[^	
x_}_�qxq}[	X}	[Vq	{\��X�	Zq�[|���	�[	~_Z	_`q}]q]	�^	[Vq	�q�[X¢q]	[�_X}q�Z¥�_�X�X[_[|�Z	�|�	[Vq	
implementation of the CAF model in public institutions in the FYR of Macedonia. 
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��~	 ��	 {�~	 ��q{	 �^~¬�~�{}|	 �q~`	 ¬�]}�{|	 �]�]�~�~�{	 �~{��`	
particularly designed for the public service is the Common Assessment 
Framework. As a simple and easy-to-use tool, CAF is aiming to support 
public administrations to understand and employ the Total Quality 
Management (TQM) principles and to achieve excellence in their work. 
The introduction of the TQM principles will guide public organisations 
through the process of self-assessment cycle4 and will help them 
diagnose problems and remit improvements actions. The CAF model 
is based on the assumption that excellent results in organizations are 
achieved through leadership based on inspiring strategy and planning 
and by supporting people as the most precious asset of the organisation 
through building partnerships, rational resource utilization and 
process improvement5. The introduction of the CAF model aims at 
continuous improvement of the work and processes in organizations, 
improvement of employees’ motivation and performance monitoring. 
This improvement will have a big and positive impact on the entire 
system of public administration and will contribute to building a 
��`~^�=	~���~�{	]�`	�^��~qq���]}	]`����q{^]{���	��	{�~	q~^_��~	��	{�~	
citizens.

Æ�^~�_~^=	���q�`~^���	{�]{	¬�]}�{|	�]�]�~�~�{	q{]�`]^`q	]�`	¬�]}�{|	
management tools are becoming more popular in the EU countries 
��~^~	 {�~|	 �]_~	 �^�_~�	 {�~�^	 ~¼~�{�_~�~qq=	 �{	 �q	 ]}q�	 �~�~qq]^|	 {�	
introduce them to public institutions in the country, on its path towards 
European Union integration. In this way, public administration 
organisations in the country can learn from the other EU Member 
µ{]{~q°	~��~^�~��~	��	�^`~^	{�	�~	]�}~	{�	`~}�_~^	�~�~^	^~q�}{q	]�`	�~~{	
the high expectations of its citizens. Guided by these motives, MISA 
decided to strengthen its capacity in order to provide assistance to the 
���}��	��q{�{�{���q	��	{�~	����{^|	��	{�~�^	~¼�^{q	{�	���^~]q~	{�~	¬�]}�{|	
of the administrative services by implementing the CAF model as a 
¬�]}�{|	�]�]�~�~�{	{��}@	

Last, but not least, the introduction of CAF as an internationally 
recognized standard allows the FYR of Macedonia to adopt European 
Union initiatives based on proven practices for establishing a high 
}~_~}	��	¬�]}�{|	��	{�~	��^·	��	{�~	���}��	]`����q{^]{���	]�`	]qq�q{���	

4	,��/J	�{�_}¦]|¦�Vq��¦_�[��
5	 �UVq	�|xx|}	/ZZqZZxq}[	£�_xq~|��	 *�/£3	 ¦	 �x{�|�X}�	,\��X�	>��_}X�_[X|}Z	 [V�|\�V	
Self-Assessment – CAF”, 2013, European Institute of Public Administration, European 
(EIPA) - CAF Resource Centre, p. 9.  
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in the modernization of public services. The introduction of norms of 
excellence will ensure more successful implementation of all ongoing 
reform initiatives, especially in the process of European integration, 
��^	�����	]	�~}}#`~_~}��~`	�]�]��{|	�q	�~~`~`=	��`~^�	]�`	~���~�{	
management and timely achievement of goals.

Strategic & policy framework for the CAF model implementation in 
the country

The Strategy for Reform of the Public Administration and the Action 
�}]�=	]`��{~`	��	²V�V=	{]^�~{~`	q�~����	�~]q�^~q	{�	~����^]�~	��`~^	
use of the CAF model in the FYR of Macedonia. Such measures are 
coordinated by the MISA on the national level. In the PAR Strategy 
2010-2015 and the revised Action Plan®	¬�]}�{|	�]�]�~�~�{	�q	�}]�~`	
under the priority area A (Administrative procedures and services), 
where measure 5 (Introduction of CAF and implementation of the 
CAF model in the institutions) is also included. Implementation of the 
CAF model in the public institutions will be included in the new Public 
Administration Reform Strategy and the Action Plan for 2018 to 2022, 
currently under development. 

�q��^���	{�	���^~]q~	���}~�~�{]{���	��	¬�]}�{|	q{]�`]^`q	��	{�~	���}��	
institutions of the country, the National Assembly adopted, in 2013, 
{�~	¶]�	��	���}~�~�{]{���	��	q|q{~�q	��^	¬�]}�{|	�]�]�~�~�{	]�`	
the Common Assessment Framework in the functioning of public 
institutions and in the provision of public services7. The aim of the Law 
�q	 {�	 �^���{~	 ���}~�~�{]{���	 ��	 ��{~^�]{���]}	 q{]�`]^`q	 ��^	 ¬�]}�{|	
management in the Republic’s public institutions, which would 
���{^���{~	{�	^]�q���	{�~	¬�]}�{|	��	q~^_��~q	{�~|	�^�_�`~	{�	{�~	���}��@	
Public institutions in the Republic were obliged to implement the ISO 
ºVV�	 ]�`	 {�~	 ������	 �qq~qq�~�{	 ¢^]�~��^·	 ¬�]}�{|	 q{]�`]^`q	
when the Law came into force in January 2014. 

In ensuring proper implementation of the CAF model, the Ministry 
of Information Society and Administration developed guidelines for 
introducing the model to public institutions8. Three types of guidelines 
were prepared: [i] Guidelines for introducing Common Assessment 
6  Ministry of Information Society and Administration, 2012.
7		>��X_�	©_�q`qJ	ª|�	«¬ (14.05.2013). 
8  The guidelines for the introduction of the CAF model are published and available on the 
website of the Ministry of Information Society and Administration V`{'¥¥~~~�xX|_��|��
x�¥ �}|]q¥®«¬¬�  
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Framework, forming and operating self-assessment teams, assessing 
the institutions and preparing situation reports; [ii] Guidelines for 
prioritization of measures for improvement; and [iii] Guidelines for 
preparing and adopting a plan for improvement of the institutions. The 
guidelines describe in detail each step of the process in introducing the 
CAF model. Thus, institutions should follow the guidelines in order to 
ensure proper implementation of the model in their organisation. In 
addition, the guidelines may be used by public institutions for multiple 
purposes: [a] to guide them through the process of implementation of 
{�~	��`~}Ë	Ñ�Ò	{�	�^�{~�{	{�~�	�^��	]��q~	�|	��]`~¬�]{~	���q�}{]�{q	��	
{�~	�^��~qq	��	���}~�~�{]{���Ë	]�`	Ñ�Ò	{�	~�q�^~	�^��~^	]�`	]`~¬�]{~	
application of the model in their organisation.

¢�^	 {�~	 ��^��q~	 ��	 ���^`��]{���	 ��	 ¬�]}�{|	 �]�]�~�~�{	 q{]�`]^`q	
implemented, the Law enables the Government to establish a 
coordinating body for QM and CAF, chaired by the Minister of 
Information Society and Administration. Its responsibilities are to 
prepare reports to the Government on the status of implementation 
of the Law. Its responsibilities were further substantiated by the 
Governmental Decision “On the establishment of the Coordinative 
Body for managing Quality Management Systems and the Common 
Assessment Framework of the work and provision of services in 
the public service”9. The oversight for proper implementation of the 
Law is the responsibility of the State Administrative Inspectorate, 
which has the authority to inspect and sanction, both the managers of 
���}��	 ��q{�{�{���q=	]q	�~}}	]q	 {�~	 ��`�_�`�]}q	 ^~q���q��}~	 ��^	¬�]}�{|	
�]�]�~�~�{	��{���	{�~	��q{�{�{���=	��{�	���~{]^|	��~q	��	{�~|	�]�}	{�	
undertake measures to implement the provisions of the Law. 

��~	 ¶]�	 ]}q�	 ^~¬��^~q	 ���}��	 ��q{�{�{���q	 {�	 ~q{]�}�q�	 ]	 ���	 ��q�{���	
{�]{	 ���^`��]{~q	 {�~	 �^��~qq	 ��	 ���}~�~�{]{���	 ��	 {�~	 ¬�]}�{|	
management standards and instruments. For this reason, MISA 
prepared the “Recommendations about the tasks and responsibilities 
��	{�~	���^`��]{�^	��	{�~	�^��~qq	��	��{^�`�����	¬�]}�{|	�]�]�~�~�{	
standards and instruments”. These recommendations were shared with 
public institutions as a general direction and they are not obligatory, as 
institutions are free to modify them, and supplement them according 
{�	{�~�^	q�~����	�~~`q@	

9  Decision No 81 (23.08.2013), 147th session of the Government. 
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Overview of the CAF model implementation activities in the FYR of 
Macedonia

A strategically-driven coordinated implementation of the CAF model 
started in 2011. Although there are a few institutions, like the State 
µ{]{�q{��]}	 ���~=	 {�]{	 �]_~	 �~~�	 �q���	 ��¢	 q���~	 ²VV®=	 �^�]��q~`	
]�`	 {]^�~{~`	 ���}~�~�{]{���	 ~¼�^{q	 ��^	 ���}~�~�{]{���	 ��	 {�~	 ��¢	
model in the country’s public institutions began in 2011. Activities 
initially focused on the implementation of the model in the MISA, 
where building capacity initiatives were undertaken in order for the 
Ministry to become a CAF resource centre for public administration in 
{�~	����{^|@	��~	��}}�����	̂ ~q�}{q	�~^~	]���~_~`	̀ �^���	{�~	�^q{	��]q~	
of implementation: [a] the CAF model was implemented in MISA; [b] 
trainings were organized, through which 15 MISA employees were 
�~^{��~`	]q	{^]��~^q£�]��}�{]{�^q	��^	{�~	���}~�~�{]{���	��	{�~	��¢	��`~}	
in other public institutions of the country; [c] the MISA became the 
national CAF resource center for public administration in the country; 
and [d] the model was piloted in 5 public institutions10, allowing all to 
�]��	q������]�{	~��~^�~��~	]�`	·���}~`�~	��	���}~�~�{���	{��q	¬�]}�{|	
management tool. Wider implementation of the CAF model began in 
2014. Since then, the following activities have been undertaken:  

�� ;<=>?@G?�QW?�<XZ[?>�\]�=?>Q^_?`�jqx�]@=^z^Q@Q\>G{Q>@^<?>G�^<�QW?�
country 

The MISA organised CAF trainings for trainers. The trainings 
�~^~	 ]�~�`~`	 �|	 ��_�}	 q~^_]�{q	 �^��	 �~�{^]}	 ]�`	 }��]}	
government level institutions, who already had some solid 
knowledge of the CAF model. Experts from the European 
Institute of Public Administration were engaged in delivering 
the trainings. Training sessions took place in Skopje and 
they involved such methods of training as presentations, 
discussions, group work, skills exercises, etc. 

�� Support public institutions in the implementation process 

Individuals who completed the CAF training for trainers 
successfully were divided into teams of two. They, supported 

10  Four institutions at the central government level: Ministry of Education and Science; 
Ministry of Transport and Communication; Ministry of Labour and Social Policy; and 
Æ���q{^|	��	��^���}{�^~@	��~	��{�	��q{�{�{���	�]q	]{	{�~	}��]}	��_~^��~�{	}~_~}¸	{�~	��{|	
of Skopje.
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other public institutions in the implementation of the model. 
The process was coordinated by the MISA.  

�� Train external evaluators for the CAF model implementation 

The training for external evaluators was delivered by experts 
from the European Institute of Public Administration. 
Participants of this training were individuals who possessed 
advanced knowledge of the CAF model and of the concept 
��	 {�{]}	 ¬�]}�{|	 �]�]�~�~�{@	 ��`�_�`�]}q	 ���	 ����}~{~`	
the training are able to analyse the implementation of the 
model through the self-assessment process, the activities 
implemented for improvement and the organisation’s 
established TQM values; as well as provide feedback and 
suggestions regarding the implementation of the model. 
Upon completion of the training, participants received a 
��¢	 À�{~^�]}	 À_]}�]{�^	 �~^{���]{~@	 ���q	 �]q	 ���q�`~^~`	 ]q	
{�~	�^q{	q{~�	{��]^`q	~q{]�}�q����	{�~	�]{���]}	��¢	À�{~^�]}	
Feedback Procedures, which is currently under development 
by the MISA. 

Role and activities of the Ministry of Information Society & 
Administration (MISA)

The MISA is the national contact point and a resource centre for 
implementation of {�~	��¢	��`~}	��	{�~	¢ÖÂ	��	Æ]�~`���]@	µ�~����]}}|=	
the Ministry: 

�� is a centre possessing the expertise for the CAF model 
implementation in the public institutions of the country;

�� is responsible for ensuring proper implementation of the CAF 
model in the public institutions of the country;

�� is responsible for promoting good practices for the use of the 
CAF model in public administration;

�� keeps a register of national CAF Users, as well as register of 
�~^{��~`	��¢	�]��}�{]{�^q£{^]��~^q	��	{�~	����{^|Ë

�� provides support to public institutions in the Republic for the 
implementation of the CAF model;
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Within its competencies, the MISA also conducts capacity building 
and promotional activities for the CAF model implementation of CAF 
model. Some of the activities organized in the past period were:

�� Organization of national conferences on quality management 

��~	�^q{	�]{���]}	����~^~��~	��	ÍÞ�]}�{|	Æ]�]�~�~�{	��	{�~	
Public Sector - Common Assessment Framework (CAF)”, was 
organized by the MISA on 18 December 2012. The purpose 
of the conference was to present the principles and other 
relevant information of the CAF model and its advantages if 
implemented in public sector organizations. The conference 
�]q	]�~�`~`	�|	Ä�	^~�^~q~�{]{�_~q	��	¾�	���}��	��q{�{�{���q	��	
the country. A second conference was organised on “Quality 
Management in the State Sector” on 25 December 2013. The 
purpose of this conference was to present the ISO and CAF 
principles and standards and the experience gained through 
the use of the ISO standards and the CAF model, as well as 
{�~	�^�_�q���q	��	 {�~	¶]�	��	{�~	 ���}~�~�{]{���	��	¬�]}�{|	
management systems and the CAF model in the functioning 
of public organisations and the provision of public services. 
��~	����~^~��~	�]q	]�~�`~`	�|	^~�^~q~�{]{�_~q	��	®V	���}��	
institutions from around the country. 

�� Counselling municipalities for implementing the provisions 
of the Law 

On March 8, 2014, the Ministry of Information Society and 
Administration, in cooperation with the Association of 
Local Self-Government Units of the FYR of Macedonia, 
organized municipal consultations on the relevant Law and 
it highlighted the obligations of the municipal governments 
arising from it. The basic principles and implementation 
modalities of the ISO standard and the CAF model were 
]}q�	 �^~q~�{~`@	 µ�~��]}	 ]�~�{���	 �]q	 �]�`	 {�	 �]��}�]^�¹���	
the municipalities with the CAF model and the manner of 
its implementation. Representatives from 40 municipalities 
]�~�`~`	{�~	���q�}{]{���q	�~~{���@
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�� Document with international best practices for implementation 
of CAF model 

The MISA prepared a document containing best international 
practices for the implementation of the CAF model. The 
document was prepared for use by the public institutions 
in the country and its aim was to present best practices and 
{�~	 �~�~�{q	 {�]{	 �]_~	 �~~�	 `~^�_~`	 �^��	 {�~	 ��¢	 ��`~}	
implementation at the international level.

�� Trainings on the CAF model implementation 

The MISA regularly organizes trainings on the implementation 
��	{�~	��¢	��`~}@	µ���~	{�~	q{]^{	��	{�~	]�{�_�{�~q=	»®	{^]�����q	
have been delivered for public institutions in the Republic, 
��{�	]	{�{]}	��	®²®	��`�_�`�]}q	�]^{����]{���	��	{�~�@	

Implementation of the CAF model in the MISA

The implementation of Common Assessment Framework in the 
Ministry of Information Society and Administration was supported 
by the Government of the United Kingdom, pursuant to a signed 
Memorandum of Understanding (MoU) for cooperation. As soon as the 
MoU was signed, the project team, together with the MISA, developed 
]�	 ~��~^{	 q����^{	 �^��~�{	 �}]�	 ��^	 ��{^�`�����	 ¬�]}�{|	 �]�]�~�~�{	
standards based on the CAF model. The provision of expert assistance 
to the MISA also called for the engagement of the EIPA, a CAF resource 
centre at the EU level. International experts from the EIPA provided 
their assistance and support to the MISA personnel during the self-
assessment process in order to ensure the proper implementation of 
the methodology. 

The self-assessment team consisted of 15 members. Membership was 
established on a voluntary basis among the employees of the Ministry. 
There was a high level of organisational representation through the 
�]^{����]{���	 ��	 `�¼~^~�{	 `~�]^{�~�{q=	 �^��	 ��`�_�`�]}q	 ]{	 `�¼~^~�{	
levels of responsibility and management positions, of varied experience 
and gender. 

The working method the team adopted for the self-assessment 
concerning each of the nine criteria consisted of two parts. First, 
conducting individual assessments of every group member in 
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order to determine the strengths and weaknesses, identify areas for 
improvement based on one’s knowledge and expertise and to formulate 
one or several measures and activity proposals for improving the 
areas in need. Second, a team assessment was conducted based on the 
existing evidence. The objective of this assessment was to determine 
the strengths and weaknesses and identify areas for improvement 
under each sub-criterion and to decide what is needed, as well as to 
formulate suitable activities in order to improve the situation in the 
institution.

The Report that was prepared by the self-assessment team contained 
the situation analysis along the nine criteria in the MISA, the strengths 
and weaknesses of the organisation, the areas for improvement and 
the proposed activities to improve the situation was processed through 
a three-day workshop in Bitola. From 119 activities proposed, 22 
�~]q�^~q	]�`	º	]�{�_�{�~q	�~^~	��]}}|	q~}~�{~`@	��~�=	{�~	Æ���q{^|	�~�{	
ahead with their implementation and as soon as they were completed, 
it went through the external feedback procedure for the CAF model 
implementation. In August 2013, the Ministry was awarded the 
À¼~�{�_~	��¢	Îq~^	¶]�~}@			

�"�� �������� ����� �"�� &$*� ������ 	���������	��� 	�� �"�� 
�����!+��
public institutions

The CAF model has been introduced in 29 public institutions at the 
central and local government level in the country11. On the basis of the 
accumulated experience from the CAF model implementation in these 
��q{�{�{���q=	]	����~^	��	�~�~�{q	�]�	�~	�`~�{��~`@		

�� �{	 ���^~]q~q	 {�~	 ¬�]}�{|	 ��	 {�~	 �^�_�q���	 ��	 ���}��	 q~^_��~q=	
if properly implemented. The use of the CAF model helps 
��q{�{�{���q	����q	��	{�~	¬�]}�{|	~}~�~�{	��	{�~�^	��^·=	���}~	
������	��{�¹~�q	]�`	{�~�^	�~~`q	]{	{�~	�~�{^~@	

11 These institutions were: the National Assembly; the Ministries of Agriculture, Economy, 
Education and Science, Information Society and Administration, Labour and Social Policy and 
Transport and Communication; the General Secretariat of the Government and the Secretariats 
�|�	 ¯\�|{q_}	 /�_X�Z	 _}]	 �|�	 °q�XZ�_[X|}±	 [Vq	 �\Z[|xZ	 /]xX}XZ[�_[X|}±	 [Vq	 /�q}�XqZ	 �|�	
Administration and for Youth and Sports; the Commissions for Prevention of Corruption and 
for Protection of the Right to Free Access to Public Information; the Municipalities of Centar, 
Gjorche-Petrov, Gostivar, Jegunovce, Kicevo, Kumanovo, Lipkovo, Ohrid, Struga, Tetovo, and 
²Vq�X}|±	 [Vq	�X[^	|�	��|{³q±	 [Vq	�[_[q	�[_[XZ[X�_�	>��q±	_}]	[Vq	�q}[�q	 �|�	,\��X�	´q_�[V	 X}	
Tetovo (source: MISA).
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�� It contributes to raising awareness and building a culture for 
¬�]}�{|	�]�]�~�~�{	]�`	���{�����q	���^�_~�~�{	]����	{�~	
employees and the top management of the public institutions.

�� It can improve the functioning of an organisation, as well as the 
results produced. It can help organisations set their strategic 
objectives and �^��^�{�~q	]�`	`~_~}��	�~�~^	�^��~qq~q@	

�� It helps institutions to identify areas for improvement in 
their work and thus encourage them to make changes and 
adjustments, as well as introduce innovation practices. 
The CAF model has proven to be a useful tool that triggers 
employees to “think outside the box” and propose new ways 
of doing things.  

�� It contributes towards improving communication among 
employees through their greater involvement, which leads to 
increased motivation, in turn as the model’s implementation 
involves employees in the process of making decision on key 
priorities and goals. It also improves the transparency in the 
institution, which can lead to lower levels of resistance to 
change.  

Assessment Study for the CAF model implementation in the FYR of 
Macedonia

A study was conducted in order to: [a] assess the situation in the 
implementation of the CAF model; [b] assess the challenges in the 
implementation of the CAF model; and [c] develop recommendations 
��^	 {�~	 �^���{���	 ]�`	 ��`~^	 �q~	 ��	 {�~	 ��¢	 ��`~}	 ]q	 ]	 ¬�]}�{|	
�]�]�~�~�{	 ��q{^��~�{@	 ¢�^	 {��q	 ��^��q~=	 ]	 ¬�~q{����]�^~	 �]q	
`~_~}��~`	 ]�`	 ]`����q{~^~`	 ]����	 {�~	 �~^{��~`	 ��¢	 �]��}�{]{�^q£
{^]��~^q@	 ��~	 ¬�~q{����]�^~	 �]{�~^~`	 ����^�]{���	 ��	 {�~	 ~��~^�~��~q	
and views of the facilitators/trainers. First, on their experience and 
knowledge of implementing the CAF model. And, second, on their 
views on future activities in widening the implementation of the 
CAF model in the country. The results of this survey were presented 
and discussed during a workshop. At the same time, suggestions for 
improvement in the CAF model implementation process were received. 
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��~	 ^~��^{	 ��	 {��q	 q{�`|	 ���q�q{q	 ��	 {��	 q��q{]�{�_~	 �]^{q@	 ��~	 �^q{	
�]^{	 �^~q~�{q	 {�~	 ��`���	 ��	 {�~	 q�^_~|	 ]�`	 {�~	 q~���`	 �^�_�`~q	 ]�	
�_~^_�~�	��	{�~	�]��	����}�q���q	]�`	����{q	{�	�����	]�~�{���	q���}`	
be paid in view of the vision for further implementation of the CAF 
model in the country. 

�����������"��
���	����&$*��
	�	�����-��	�����

��~^~	]^~	»®	�~^{��~`	�]��}�{]{�^q£{^]��~^q	��^	��¢	���}~�~�{]{���	��	
the FYR of Macedonia. The majority of them (71%) work in public 
institutions, and the remaining 29% are employed in the NGO sector. 
»�ß	��	{�~	��¢	�]��}�{]{�^q£{^]��~^q	��{]��~`	{�~�^	�~^{���]{~	��	²V�²=	
®�ß	 ��	 ²V�¾	 ]�`	 ¾ß	 ��	 ²V�®@	 Æ�q{	 ��	 {�~	 ��¢	 �]��}�{]{�^q£{^]��~^q	
have experience in facilitating the implementation of the CAF model. 
®Äß	�]_~	~��~^�~��~	 ��	 ���}~�~�{]{���	��	 {�~	��¢	��`~}	 ��	�	 {�	�	
institutions and 9% have experience in implementation of the CAF 
model in more than 5 institutions. Although, the majority of them 
possess a good theoretical knowledge of the model, they expressed the 
need for additional training delivered by EIPA representatives, as well 
as for additional consultations between them and the representatives 
of the MISA in its capacity as the National CAF Coordinator. 

Graph 1:
Experience of CAF facilitators/trainers in implementation of CAF model
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Graph 2:
Theoretical knowledge of CAF facilitators/trainers regarding CAF

Graph 3:
Additional trainings needed for implementation of CAF model

Implementation of the CAF model in public institutions 

Based on the feedback received from the public institutions the 
facilitators/trainers they have worked with, most of them think that 
the CAF is a very useful instrument for improving the public services 
in the country12. 

12	��/£	XZ	]q¢}X[q�^	[Vq	�qZ[	[||�	�|�	Xx{�|�X}�	[Vq	�\}�[X|}X}�	|�	[Vq	~V|�q	{\��X�	X}Z[X[\[X|}�	
It provides holistic approach that incorporates all the areas of work while ensuring inclusiveness 
and transparency in the decision-making process that contributes to achieving all the results of 
[Vq	X}Z[X[\[X|}	X}��\]X}�	[Vq	�\_�X[^	|�	[Vq	{�|�X]q]	Zq��X�qZ	*µ�¶�J	�/£	�_�X�X[_[|�3�
��/£	XZ	_	\Zq�\�	X}Z[�\xq}[	�\[	X[	ZV|\�]	�q	Xx{�qxq}[q]	�|}[X}\|\Z�^	_}]	X[	ZV|\�]	}|[	�q	
one-time activity of the institution.” (R.S., CAF facilitator).
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Graph 4:
Usefulness of the CAF model

¢�^{�~^��^~=	 �]q~`	 ��	 {�~�^	 ~��~^�~��~=	 ��q{	 ��	 {�~	 �~^{��~`	 ��¢	
facilitator/trainers think that the CAF model is very well accepted by 
both the top management and the employees of the public institutions 
it has been implemented13@	 \��~_~^=	 {�~^~	 �q	 ]}q�	 ]	 q������]�{	
proportion, which expressed the view that the CAF model is very well 
accepted by the employees but not by the top management. 

Graph 5:
Acceptance of the CAF model by public institutions

13	�UVq	�q�q�	|�	_��q{[_}�q	XZ	]X�q�q}[	X}	]X�q�q}[	X}Z[X[\[X|}ZJ	�\[	�q}q�_��^	X[	�_}	�q	}|[q]	[V_[	
the management of the institutions is implementing CAF because it is obligation proscribed by 
Law and not because of the usefulness of the model.” (K.J., CAF facilitator).
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Future activities for widening the CAF model implementation in the 
country

The CAF facilitators/trainers expressed their willingness to be more 
actively engaged in the introduction of the CAF instrument in other 
public institutions. The survey showed that most of them (59%), 
could be engaged with the introduction of the CAF model in up to 
{��	��q{�{�{���q	~_~^|	�]}~�`]^	|~]^@	\��~_~^=	]	q������]�{	����~^	��	
them (31%), said that they could be engaged in three to four institutions 
per calendar year.  

Graph 6:
Readiness of CAF facilitators/trainers to be more actively engaged 

in the introduction of the CAF model

The facilitators/trainers also think that the following actions need to 
be undertaken in order to introduce the CAF model to more public 
institutions in the country (see graph 7)14: 

14	 	�,\��X�	{�qZq}[_[X|}	|�	[Vq	�qZ\�[Z	_�VXq�q]	~X[V	[Vq	Xx{�_}[_[X|}	|�	[Vq	�/£	x|]q�	XZ	_	
��q_[	~_^	�|�	X[Z	{�|x|[X|}�	+|�q	|�[q}	{\��X�	{�qZq}[_[X|}	|�	[Vq	�q}q¢[Z	��|x	Xx{�qxq}[_[X|}	
of the CAF model can contribute to more institutions applying it in their work.” (R.S., CAF 
facilitator).
�+��/	ZV|\�]	~|��	|}	�\X�]X}�	[Vq	_~_�q}qZZ	|�	[Vq	[|{	x_}_�qxq}[	X}	[Vq	{\��X�	Zq�[|�	*|}	
�q}[�_�	_}]	|}	�|�_�	�q�q�3	�|�	[Vq	�q}q¢[Z	|�	[Vq	Xx{�qxq}[_[X|}	|�	[Vq	�/£	x|]q��	*K. J., CAF 
facilitator).
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[1] more promotional events should be organized to inform institutions 
]���{	��¢Ë	Ñ²Ò	{�~	Æ�µ�	q���}`	��{~�q��|	�{q	~¼�^{q	]q	]	�]{���]}	��¢	
���^`��]{�^Ë	]�`	Ñ»Ò	]``�{���]}	�~��}~	q���}`	�~	{^]��~`	]�`	�~^{��~`	
as CAF facilitators/trainers in the country.

Graph 7:

Activities to be undertaken in order for more institutions to introduce CAF

.	����	�������/���	�����������"���	���������	�������"��&$*�
model in the country

Ó]q~`	 ��	 {�~	 ~��~^�~��~	 ]�`	 ·���}~`�~	 ��	 {�~	 �~^{��~`	 {^]��~^q£
facilitators for the implementation of the CAF model in the public 
institutions of the FYR of Macedonia the following recommendations 
were made15:

1. Development of a national roadmap for the promotion and 
��`~^	 �q~	 ��	 {�~	 ��¢	 ��`~}	 ]�`	 �{�~^	 ¬�]}�{|	 �]�]�~�~�{	
��q{^��~�{q	���}`	�~	_~^|	�~�~���]}	{�	]}}	���}��	��q{�{�{���q	��	
the country.

15  UVq	�qZ\�[Z	|�	[Vq	Z\��q^	~q�q	{�qZq}[q]	|}	[Vq	~|��ZV|{	��}[�|]\�[X|}	|�	[Vq	�/£	x|]q�	
_Z	_}	X}Z[�\xq}[	�|�	�\_�X[^	x_}_�qxq}[	X}	[Vq	{\��X�	Zq�[|���	UVq	~|��ZV|{	~_Z	_`q}]q]	
�^	[Vq	�q�[X¢q]	[�_X}q�Z¥�_�X�X[_[|�Z	 �|�	[Vq	 Xx{�qxq}[_[X|}	|�	�/£	x|]q�	 X}	[Vq	 X}Z[X[\[X|}Z	
in the Republic of Macedonia. The results of the survey were discussed and suggestions for 
improvement of the process of implementation of the CAF model in Macedonia were delivered. 
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2. The key success factors for the CAF model implementation are:

�� The support of and cooperation with top management is most 
important throughout the process;

�� It is crucial for the coordinator and deputy coordinator of the 
self-assessment team to be professional individuals who are 
both persistent and devoted to the process;

�� The implementation of the CAF model should not be seen as a 
burden for the employees and they should be able to dedicate 
themselves to the self-assessment process and implementation 
of the relevant activities;

�� The implementation of the CAF model must be a continuous 
process in the institutions rather than one-time activity;

�� It is very useful and necessary to share implementation 
information with all the institution’s employees concerning 
activities included in the Improvement Plan. Experience has 
shown that employees tend to have a negative reaction to the 
content of the plan for improvement when they realize that 
certain activities that were proposed in the self-assessment 
�^��~qq	 ]^~	 ��{	 ���}�`~`	 ��	 {�~	 ��]}	 �}]�@	 ���q=	 ]	 �~^{]��	
}~_~}	 ��	 ~����}�{|	 q���}`	 ~��q{	 ��	 �^��^�{�¹���	 ]�{�_�{�~q	 ��^	
improvement. 

3. The experience of the CAF trainers/facilitators shows that a curve 
exists in accepting the CAF model in practice. At the beginning, 
the CAF model is accepted poorly. Later, when employees 
become more familiar with the self-assessment process and start 
working on it, they accept the model well. However, when the 
Improvement Plan is prepared or when they realize that it is 
not being implemented as it should, the acceptance of the CAF 
model declines again.

4. The experience in the CAF model implementation shows that 
{�~	 q�	 �]}}~`	 Í¬���·	 ���qÉ	 ]�{�_�{�~q	 {~�`	 {�	 �]_~	 ]	 ����	 }~_~}	
of implementation while the core activities for improvement are 
~�{�~^	���}~�~�{~`	��{�	`����}{�~q	�^	��{	���}~�~�{~`	]{	]}}@

5. It is important that institutions include formally the activities 
associated with the CAF model implementation in the job 
description of employees, who are engaged in this task.
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®@	 Additional guidelines from the MISA - as a national coordinator 
- are needed concerning the steps that should to be taken after 
the adoption of the Improvement Plan. 

7. Both the management and the employees of an institution should 
strengthen their capacities in developing a culture of work that is 
focused on meeting the needs of the citizens. 

8. The MISA should raise awareness in public institutions that 
they need to include activities associated with the CAF model 
implementation and the Improvement Plan in their annual 
budgets.    

9. ��~	Æ�µ�	:	��	�{q	�]�]��{|	]q	{�~	�]{���]}	���^`��]{�^	#	q���}`	
continue to provide support to institutions in the process of the 
CAF model implementation.

10. The National CAF External Feedback Procedure for obtaining 
the CAF User Label needs to be developed and adopted as soon 
as possible.

11. In the upcoming period, the MISA should concentrate more on 
the promotion of the CAF model and in providing support to the 
�~^{��~`	��¢	{^]��~^q£�]��}�{]{�^q@

12. �{	�q	�~�~qq]^|	{�	���^~]q~	{�~	����~^	��	�~^{��~`	��¢	{^]��~^q£
facilitators in the country.

13. ��~	~��]�~�~�{	��	{�~	�~^{��~`	��¢	{^]��~^q£�]��}�{]{�^q	�~~`q	
to be regulated in the Law on implementation of the systems 
��^	¬�]}�{|	�]�]�~�~�{	]�`	������	]qq~qq�~�{	�^]�~��^·	��	
the functioning of public institutions and the provision of public 
services.  

14. The Law needs to undergo changes in order to adjust to the 
needs and the means of the public institutions. Thus, an ex-post 
evaluation of the implementation of the Law should be carried 
out, as it seems that additional guidelines are needed to improve 
the process of implementation in the public institutions. The part 
��	 {�~	¶]�	{�]{	]``^~qq~q	{�~	��~q	��^	{�~	 ��q{�{�{���q	]�`	{�~	
responsible public servants needs to be revised. 
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Conclusions and recommendations 

��	 {�~	 �]q�q	 ��	 {�~	 q{�`|°q	 ��`���q=	 �{	 �]|	 �~	 ����}�`~`	 {�]{	 {�~	
FYR of Macedonia has established a strong legal and institutional 
�^]�~��^·	��^	{�~	��¢	��`~}	���}~�~�{]{���@	�	q������]�{	����~^	
of institutions in the country are using the CAF model and a national 
pool of CAF facilitators/trainers and practitioners has been established 
for the expansion of the model’s implementation. However, the 
·���}~`�~	 ]���{	 {�~	 ��¢	 ��`~}	 ]�`	 �{q	 ��{~�{�]}	 �~�~�{q	 �q	 q{�}}	
��q����~�{	]����	{�~	{��	�]�]�~�~�{	��	��q{	���}��	��q{�{�{���q@	

Furthermore, when the CAF model is properly implemented can 
���q�`~^]�}|	���{^���{~	{��]^`q	{�~	�~�~^	����{������	��	{�~	����{^|°q	
public administration. In this connection, the public institutions should 
continue to apply the model as continuous process rather than one-
time activity. In addition, more opportunities should exist for sharing 
and exchanging experiences with other CAF users as this would be 
��{�]}}|	 �~�~���]}	 ��^	 ]}}	 ��_�}_~`@	 ��~|	 ���}`	 }~]^�	 ���	 {�	 ]_��`	
�~^{]��	 `����}{�~q	 ]�`	 {��q	 ]���~_~	 ����~^	 }~_~}q	 ��	 q���~qq	 ��	 {�~	
model’s implementation. 
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EVALUATION AND CORRELATION OF 
JOBS IN BUILDING A GRADE SYSTEM IN 

THE CIVIL SERVICE OF KAZAKHSTAN
 

Konstantin Belyaev1

Abstract

This article presents an analytical framework concerning possible ways of 
developing the system of public management in the Republic of Kazakhstan 
and implementing long-term strategic priorities for further enhancement 
of the government and the administration, announced by the President 
of the Republic. It examines current developments in the application of job 
q�_�\_[X|}	X}	[Vq	�|�q�}xq}[	_}]	_]xX}XZ[�_[X|}	_Z	_}	q�q�[X�q	X}Z[�\xq}[	
for personnel management aiming to build a system of grades (job ranks) 
for public servants. The article reviews the main methodological approaches 
utilised in the evaluation and correlation of jobs in building a grade system. 
It also focuses on the practical importance of this instrument for personnel 
management, including organisational development, career management, 
remuneration systems, etc.

Key words: Personnel management, job evaluation, state sector performance, 
point-factor scales, grading

Introduction

A discussion has recently been initiated on the necessity to introduce 
a point-factor method to measure a job’s contribution to achieving the 
goals of public organisations in Kazakhstan and to set the appropriate 
remuneration levels for such jobs. As early as July 2015, reports indicated 
that the salary of the country’s civil servants would depend on their 
contribution to the activities of the organisations they work for. In fact, 
it was said that a new remuneration system for civil servants would be 

1  Lawyer; Expert in public service and personnel management issues; Senior consultant, Korn 
Ferry Hay Group, Kazakhstan.
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]������~`	��	²V�®=	�]qed upon the point-factor-scale system2 linking 
civil servants’ contribution to results achieved3. 

This announcement was not a surprise, as it was in line with the policy 
framework proclaimed by the President of the Republic on 20 May 
²V��=	 �q�]}}|	 ^~�~^^~`	 {�	 ]q	 {�~	 Í�]{���°q	 ¿}]�¸	 �VV	 µ�~����	 µ{~�qÉ@	
��	�]�{=	��{~~�	��	{�~	�}]��~`	q{~�q	`~]}	��{�	{�~	���^�_~�~�{	��	{�~	
��_�}	q~^_��~	��	{�~	����{^|=	~¼~�{�_~}|	���}|���	{�]{	{�~	��_�}	q~^_��~	
remuneration system will be linked to civil servants’ performance 
^~q�}{q@	\��~_~^=	 {�~q~	�~^��^�]��~	^~q�}{q	��}}	�~~`	{�	�~	`~��~`=	
��^�]}�q~`=	 ~_]}�]{~`	 ]�`	 ]���^]{~}|	 ]�`	 ]`~¬�]{~}|	 ~��^~qq~`	
in monetary terms. This is where the point-factor method for job 
~_]}�]{���	�]|	�^�_�`~	q������]�{	q����^{@	

In implementing the “100 steps”, the state administration naturally 
searched for the best global practices in personnel management. 
Although, this category of job holders has a special status, in general, 
they still are remunerated employees of an organisation, albeit a public 
one. This means that their work performance may be measured using 
standardised methodologies and practices, which are at the disposal of 
the human resources management of a well-performing entity. 

In this context, it is worth recalling that in compliance with the Law 
“On Civil Service of the Republic of Kazakhstan”, a civil servant is 
a citizen of the Republic, holding a public position paid from the 
national or local budget or funds of the National Bank, in a state 
organisation and performing its duties in order to achieve the goals 
of the organisation and implement the functions bestowed upon them 
�|	{�~	µ{]{~@	���q	`~���{���	�}~]^}|	��`��]{~q	{�]{	{��	q{]�`]^`	�]^{�~q	
]^~	��_�}_~`	��	{��q	]^^]��~�~�{¸	~��}�|~~	:	~��}�|~^@	¤�_~�	{�]{	{�~	
�]�{�^	��	�]����~^	�^�_�q���	��	{�~	~��}�|~~°q	�]^{	��^	{�~	�~�~�{	
of the employer, certain amount of authorities and tasks assigned to 
{�~	~��}�|~~	�]q	`~��~`	�|	{�~	��^�]{	��	{�~	 ���	��	]	��_�}	q~^_]�{�=	
indicates that the job and its performance result can be measured by 
q~_~^]}	q�~����	�]�{�^q@

2 The point-factor-scale system locates each job at a certain level according to a rating based 
on the following eight factors: [i] personnel management; [ii] accountability; [iii] autonomy of 
activities; [iv] work experience; [v] degree of specialized knowledge; [vi] levels of contact; [vii] 
�|x{�q�X[^	|�	~|��±	_}]	¹�XXXº	�|}Zq�\q}�qZ	|�	[Vq	]q�XZX|}Z	x_]q	�|�	[Vq	|��_}XZ_[X|}�	
3 V`{Z'¥¥[q}��X}q~Z���¥{�X�_[q»¢}_}�q¥�_�{�_[_¦�_�_VZ[_}Z�XV¦�|ZZ�\³_Z�VXV¦¼½¾«¦�|]_¦�_-
viset-277858/ 
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���	 |~]^q	 }]{~^=	 ��	 ±�}|	 ²V�Ä=	 `�^���	 ]	 ��_~^��~�{	 �^�~���=	 �{	 �]q	
announced that a new remuneration system for civil servants is under 
implementation, which will consist of two parts: a constant and a 
variable one4. In this context, the constant part would be based on the 
�}]qq���]{���	��	���q	��	{�~	�]q�q	��	{�~	����{#�]�{�^	q�]}~	q|q{~�=	�@~@	{�~	
level of the remuneration for the job will depend on the contribution it 
makes to the achievement of the strategic goals of a state organisation5. 

«�]{	�]q	q]�`	��	{��q	�^�~���	���}�~`	]�	~��^���q	]����{	��	��^·	{�]{	
would have to be performed by public organisations within two years. 
\��~_~^=	{��q	��^·	�q	q������]�{	q���~	�{	�q	]	�^]�{��]}	�]���~q{]{���	��	
the policy directive announced by the President of the Republic and 
not merely talking about prospective changes due to the necessity to 
improve the managerial resources of the state and the administration. 
It involves the introduction of up-to-date management instruments 
and tools and of corporate governance principles in the public sector, 
]q	q�~���~`	��	{�~	Í¡]¹]·�q{]�	²V�VÉ	µ{^]{~�|	¯����~�{@	

Utility of job evaluation

Job evaluation assists organisations to optimise their structures, 
clarify the contents of the jobs within the organisation, formulate new 
roles and abolish those that may have lost their importance, specify 
accountability and interdependence that exist between functional units, 
as well as assign accountability to management positions. Moreover, 
{�^����	{�~	�q~	��	 ���	~_]}�]{���=	��~	�]�	~¼~�{�_~}|	�]�]�~	�]^~~^	
advancement and development of employees, as well as establish a 
competitive and fair remuneration system that takes into account 
remuneration current market trends.   

In general, the goal of job evaluation is to improve the performance 
results of individuals, business units and whole organisations. In 
�{�~^	 ��^`q=	 ���	 ~_]}�]{���	 �]|	 �]_~	 q������]�{	 ���q~¬�~��~q	 ��^	
organisations and their employees. It may lead to changes in the 
organisational structure and business processes or in the corporate 
��}{�^~	]�`	�{	�]|	���^~]q~	�^	^~`��~	�^��~�~qq	{�	�����{	��{���	{�~	
organisation. It may also lead to changes in remuneration levels and 
labour rates payable and to the extent of involvement and satisfaction of 
4  The announcement was made by Aigul Shaimova, Deputy Chairperson of the Agency for 
,\��X�	�q��X�q	/�_X�Z	_}]	/}[X¦�|��\{[X|}	|�	[Vq	�q{\��X�	|�	µ_�_�VZ[_}�	
5 V`{Z'¥¥[q}��X}q~Z���¥�_�_�VZ[_}»}q~Z¥�_�{�_[\¦�_�_VZ[_}Z�XV¦�|ZZ�\³_Z�VXV¦x|�\[¦\�q�X-
chit-50-322699/ 
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employees with the prevailing labour conditions. Additionally, it may 
}~]`	{�	q{]¼	^~`��`]���~q@	Æ�q{	����^{]�{}|=	���~_~^=	�{	�^�_�`~q	{�~	
management of an organisation with important contextual information 
on the assignment of authority and current design of jobs.

One of the most salient features of job evaluation is the establishment 
of a remuneration system contingent to value creation for the whole 
�^�]��q]{���	 {�^����	 {�~	 ^~q�}{q	 �{	 �]|	 ]���~_~@	 Ó|	 `~�����	 {�~	
envisioned results, it also helps set key performance indicators 
(KPIs) for each job. Job evaluation also sets the stage for moving to 
]	 ^~���~^]{���	 q|q{~�	 {�]{	 ]}}��q	 ��^	 {�~	 `�¼~^~�{�]{���	 ��	 {�~	
remuneration levels based on civil servants’ performance and their 
contribution to achieving the envisioned results; rather than being 
based on the period of service and the category of the job held®

Several human resources experts note that job evaluation is not only a 
measurement tool for all jobs based on some methodology, but it also 
serves as a platform applied to the whole organisation it is used as 
the basis for the human resources management processes in a modern 
�^�]��q]{���@	 ��	 q��=	 ���	 ~_]}�]{���	 ]}}��q	 ��^	 q~����	 {�~	 `�^~�{���	
��^	 ~¼~�{�_~	 `~_~}���~�{	 ��	 ]�	 �^�]��q]{���	 ]�`	 ���^�_~�~�{	 ��	
its performance due to a clear understanding of the “goods/money” 
relationship between the organisation and its employees. 

In more general terms, job evaluation is a systematised process 
of a logical and fair comparison of jobs with each other based on 
a predetermined scale for specifying their relative value to the 
organisation. This is because jobs are always connected to people and 
their behaviour, thus it is hardly possible to measure the importance 
of a job in absolute terms, i.e. irrespective of other jobs or in relative 
terms, i.e. with respect to other jobs. However, with assistance of an 
~¼~�{�_~	�~{��`q	��	���	~_]}�]{���=	�{	�q	��qq��}~	{�	�]·~	]	��`��~�{	
��	]	���°q	���{^���{���	��	^~}]{���	{�	�{�~^	���q	:	`�¼~^~�{	��^	{��q	���	:	
��{���	{�~	q~����	��	]�	�^�]��q]{���@	

Usage of job evaluation methodologies around the world

It is worth mentioning that job evaluation methodologies and 
remuneration systems based on grading are widely used around 
6		/X�\�	�V_Xx|�_J	�q{\[^	�V_X�{q�Z|}	|�	[Vq	/�q}�^	�|�	,\��X�	�q��X�q	/�_X�Z	_}]	/}[X¦�|�-
ruption of the Republic of Kazakhstan, V`{Z'¥¥[q}��X}q~Z���¥�_�_�VZ[_}»}q~Z¥�_�{�_[\¦�_�_V-
stanskih-gosslujaschih-mogut-uvelichit-50-322699/ 
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the world, including the public sector, e.g. in the United States, in 
Singapore and in France. The list is rather long. Overall, however, many 
���}��	 �^�]��q]{���q=	 ]q	 �~}}	 ]q	 ¬�]q�#���}��	 q~�{�^	 ]�`	 ���#�^��{	
organizations involved in international activities use the point-factor 
grading system for job evaluation. For example, the grading systems 
used in the public sector in Great Britain consists of two job levels: 
higher level political jobs which are part of an open grade structure and 
administrative jobs which are part of a closed grade system. The closed 
grade structure comprises of two sub-divisions: a general sub-division 
~¬�]{~`	{�	{�~	�~�~^]}�q{	}~_~}	��	��_�}	q~^_]�{q	]�`	]	q�~��]}�q~`	q��#
`�_�q���	~¬�]{~`	��{�	{�~	q�~��]}�q~`	}~_~}	��	��_�}	q~^_]�{q7. Similarly, 
in Germany, all public servants are assigned a certain grade through 
]	�^]`���	q|q{~�	�����	��^^~q���`q	{�	]	��~`	}~_~}	��	^~���~^]{���@	
In general, there are two types of job categories: those of civil servants 
and those of public sector employees. In the Baltic countries (Estonia, 
Latvia and Lithuania) the grading system in place determines the 
amount of remuneration payable to their public employees. 

Methodologies and instruments for job evaluation

Nowadays, there are two widely recognised universal systems of 
factor evaluation of jobs in the world. One system was devised by 
Hay Group, an international consulting company8. The second is the 
�^�`��{	 ��	 Æ~^�~^=	 ]�	 ~¬�]}}|	 ^~q�~�{]�}~	 ��{~^�]{���]}	 ����]�|	
q�~��]}�q���	��	{�~	q]�~	�~}`@	Ó�{�	����]��~q	]^~	���q�`~^~`	}~]`~^q	
in the area of job evaluation and as professional consultants in human 
resources management and development. There is also a third system, 
devised by Towers Watson, used rather widely as  well. However, 
approximately 50 to 55 percent of organisations use the Hay Group 
evaluation method globally. The Mercer method is used by 20 to 25 
percent and the Towers Watson one by 15 to 20 percent of organisations 
around the world. Less than 10 percent use other job evaluation systems 
that more or less resemble the three main methodologies. 

7  V`{Z'¥¥~~~��|��\�¥�|�q�}xq}[¥|��_}XZ_[X|}Z¥�_�X}q[¦|��q 
8  The Hay Group methodology was devised by an American consultant, Edward N. Hay, in 
[Vq	�_[q	¾¬¿½Z�	UVq	X}X[X_�	{|X}[¦�_�[|�	Z�_�qZ	Vq	�|�x\�_[q]	~q�q	\Zq]	�|�	[Vq	¢�Z[	[Xxq	X}	q�_�-
uating 450 jobs in the General Foods Corporation. The methodology was made public in 1962 
�^	[Vq	¯]~_�]	ª�	´_^	�	/ZZ|�X_[qZ	�|x{_}^J	~VX�V	_��\X�q]	|~}q�ZVX{	|�	[Vq	xq[V|]|�|�^	
once its author passed away. 
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Table 1:
Job evaluation methodologies usage (in percent)

As already mentioned, the point-factor scale system for job evaluation 
of Hay Group is the most widely used methodology in the world. It 
has been applied to over 5,000 private and public sector organisations 
for the evaluation of all kinds and levels of jobs9. 

What does the point-factor method of Hay Group mean for the 
measurement of a job’s contribution to the achievement of the strategic 
goals of an organisation? Simply put, it encompasses the process of 
`~�����	]	 ���°q	���{^���{���	{�	{�~	]���~_~�~�{	��	]�	�^�]��q]{���°q	
goals through job evaluation. That is a comparison between jobs in 
�^`~^	 {�	`~��~	 {�~	^~}]{�_~	_]}�~	��	]	 ���	 ��^	 {�~	�^�]��q]{���	�]q~`	
on certain factors, e.g. problem solving, freedom to act, accountability 
level, etc. These factors are the parameters used as the criteria for job 
evaluation, which in turn are combined into point-factor scales to 
determine the weight of a job post. 

The main working tool of job evaluation is the point-factor scales, 
otherwise called the Hay Group charts. This methodology allows for 
����]^�q��	��	`�¼~^~�{	 ���q=	��{���	 ]�`£�^	 ��{q�`~	]�	 �^�]��q]{���=	
using a standard set of criteria. These criteria are: 

1. Know-how: this includes all kinds of relevant knowledge, skills 
and experience needed for an acceptable performance in a job or 
a role.

9  A survey administered by the Chartered Institute of Personnel and Development indicates 
that 78% of organisations use the Hay Group method in Great Britain. A similar survey con-
ducted by Towers Perrin showed that 75% of major business entities in Europe use the job eval-
uation methodology of Hay Group. Similar data can be obtained in relation to North America 
as well. 
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2. Problem-solving: it accounts for the amount and nature of 
{���·���	^~¬��^~`	 ��	]	 ���	 ��	 {�~	 ��^�	��	]�]}|q���=	 ^~]q�����=	
evaluating, devising solution, forming hypotheses and arriving 
at reasonable conclusions. Problem-solving is used for measuring 
the intensity of the mental process which the know-how to 
�`~�{��|	 ]�`	 ��`	 q�}�{���q	 ��^	 �qq�~q=	 q�{�]{���q	 ]�`	 �^��}~�q	
that may arise. 

3. ������{]��}�{|¸	 {��q	 �]�{�^	 ^~~�{q	 {�~	 ~�{~�{	 {�	 �����	 ]	 ���	 �q	
^~��^{]�}~	��^	]�{���q	]�`	{�~�^	���q~¬�~��~q@	�{	^~�^~q~�{q	{�~	
~¼~�{	��	]	���	��	{�~	~�`#^~q�}{q	��	]�	�^�]��q]{���°q	]�{�_�{�~q@		

The values of these parameters or factors for job evaluation are then 
correlated with certain numerical values. The aggregate of such values 
is assigned to each job in compliance with the methodology and thus 
]}}�����	{�	̀ ~��~	{�~	̂ ~}]{�_~	�~���{	��	]	���	̀ ~�~�`���	��	{�~	����~^	
of points (hay points) obtained. 

Conversely, the Mercer job evaluation system, the IPE10, was devised, 
during such circumstances as when innovation and communication 
began to play an important role in business. In fact, Scandinavian 
companies began to implement this system as early as the 1970s. The 
IPE system’s approach to job evaluation is similar to the Hay Group 
methodology in many aspects. This methodology assigns a certain 
number of points to each component of activities on the basis of the 
point-factor matrix. Then, factor-after-factor comparison results in a 
number set (“weight”) assigned to each job. Typically, a job is evaluated 
��	{�~	��}}�����	�_~	�^�{~^�]¸	

1. ���]�{¸	�{	�q	`~��~`	��	{�~	q�¹~	��	]�	�^�]��q]{���	:	{]·���	��{�	
account the complexity of the processes for added value creation, 
^~_~��~q	 ]�`	 ����~^	 ��	 ~��}�|~~q	 :	 {�~	 �]{�^~	 ��	 ���]�{	 :	
`~}�_~^|=	��~^]{���]}=	{]�{��]}=	q{^]{~���	]�`	_�q���]^|	:	]�`	{�~	
level of contribution to the business results of a company. 

2. Communication: it is assessed considering the complexity 
:	 {^]�q�~^	 ��	 ����^�]{���=	 ]`��q{�~�{	 ]�`	 ~���]��~	 ���]�{=	
�~��{�]{���q	��	�~�~^]}	]�`	q{^]{~���	�~��{�]{���q	:	]�`	�^��~�~qq	
{�	�����{	:	q�]^~`	]�`	��`�_�`�]}	��{~^~q{q@

10  International Position Evaluation.
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3. Innovation: this factor is assessed through two aspects: innovative 
�]�]��{|	��	{�~	���	:	�]�]��}�{|	��	���^�_���	�^��~qq~q=	q~^_��~q	
�^	�^�`��{q	:	]�`	{�~	����}~��{|	��	~�_�^���~�{]}	��]��~q@	

4. ¡���}~`�~¸	 �{	 �q	 ]qq~qq~`	 {�^����	 }]{�{�`~	]�`	`~�{�=	 q���~	:	
}��]}=	^~����]}=	�}��]}	:	]�`	�]�]�~^�]}	`�{�~q	:	�~��~^	�^	�~]`	
of a group, etc. 

5. Risk: this element is assessed by the extent to which a job 
holder is prone to physical or psychological risk, risk of labour 
�]�]��{|	 }�qq	��~�	��q~^_���	]}}	 {�~	 ^~¬��^~`	 ^�}~q	]�`	q]�~{|	
^~¬��^~�~�{q@	

The Global Grade System (GGS) devised by Towers Watson is another 
alternative to the point-factor methods of Hay Group and Mercer. 
\��~_~^=	 {��q	 �~{��`�}��|	 ��	 �]q~`	 ��	 `�¼~^~�{	 �^�����}~q	 {�]{	
those of the Hay Group one. While the Hay methodology implies a 
point-based job evaluation, which allows to rank jobs in accordance 
with the obtained “weights”, the GGS allows for ranking jobs directly 
without measuring the volume of work and contribution of the job 
to the achievements of an organisation’s strategic results. According 
to this methodology, a job is place on the grade map consisting of 25 
}~_~}q	 ��^]`~q�@	 �{q	 ]��}��]{���	 ���}�~q	 {�^~~	 q{]�~q¸	 Ñ]Ò	 `~�����	 {�~	
organisation’s grade; [b] classifying jobs as per categories; and [c] 
`~�����	]	���°q	�^]`~@	

��~	���~^q	«]{q��	���	~_]}�]{���	�~{��`�}��|	���q{�{�{~q	]	q���}��~`	
automated system that it produces results through the application of 
customised software. Such a solution may be interesting and suitable 
for: [a] organisations where business processes are standardized; [b] 
{�~	�^�]��¹]{���]}	 q{^��{�^~	]�`	 {�~	 ���	 ^�}~q	]^~	�^�}|#~q{]�}�q�~`Ë	
[c] the organisation is not going through a state of aggressive growth; 
and [d] it is not planning to undergo any transformation procedures. 
And, at the same time, however, the organisation needs to rank jobs for 
the purpose of analytical review and comparison with the prevailing 
^~���~^]{���	�]^·~{	`]{]@	��	�{�~^	��^`q=	�{	�q	]	q���}��~`	{��}	·�{	��	
]	����~�q]{���	È	Ó~�~�{q	�]�]�~^	��	]	q{]�}~	����]�|@	
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Taking into account the priorities of Kazakhstan, as well as the 
objectives and goals of the national companies with respect to their 
active growth, this instrument is not relevant for users in Kazakhstan11. 

Job evaluation in Kazakhstan

President Nazarbayev, in his article “The course towards the future: 
modernisation of Kazakhstan’s identity”12 mentions that “nowadays, 
a nation can succeed only by developing its competitiveness. This 
�~]�q	{�]{	{�~	�]{���	��q{	�]_~	���]�	^~q��^�~q	]�}~	{�	�¼~^	¬�]}�{|	
{�	^~����]}	]�`	�}��]}	�]^·~{q@	«�]{	�q	���¬�~	]���{	{�~	��{�^~	�q	{�]{	
a nation’s success will rest on the ability of each individual to compete 
successfully, not only relying on its mineral wealth”13. 

In this context, job evaluation as an instrument in the service of human 
resources management is becoming popular in Kazakhstan, as the top 
management of organisations understand the importance of modern 
���]�	^~q��^�~q	�]�]�~�~�{	�~{��`q	��^	{�~	~���~�{	]�`	~¼~�{�_~	
operation of their organisations. Many human resources management 
department managers suggest that job evaluation is a long-term 
��_~q{�~�{	��	���^~]q���	{�~	�^�]��q]{���q°	~���~��|@		

���q	�q	��	���{^]q{	{�	{�~	^~�~�{	�]q{=	��~^~	:	`�~	{�	�~^{]��	��q{�^��]}	
��^���q{]��~q	:	{�~	�]����~^|	��	��_~^��~�{	��	]}}	{�~	��µ	����{^�~q	
was usually considered a clumsy structure where introduction of 
����_]{�_~	�~{��`q	]�`	{~����¬�~q	���}�~`	q������]�{	����}��]{���q@	
���]`]|q=	���~_~^=	�{	�q	��^{�	��{���	{�]{	����]}q	��	¡]¹]·�q{]�	��	
{�~�^	 ]�~��{	 {�	 }��·	 ��{�	 {�~	 ��{�^~	 �^]`�]}}|	 ��{^�`��~	 ����_]{�_~	
methods in the management of public administration, by taking into 
account, at the same time, Kazakhstan’s economic and geographic 
���¬�~	�~]{�^~q	]�`	�{q	�^��^�{�~q	��	^~}]{���	{�	�{q	�}��]}	��q�{������@	

Thus, it seems that the leaders of the country focus increasingly on 
{�~	��{^�`��{���	��	]`_]��~q	�]�]�~^�]}	�~{��`q	]�`	{~����¬�~q=	��	
the area of human capital management and development in particular. 

11 The Hay Group methodology is widely used in Kazakhstan in various sectors of the economy, 
including such major national companies as the Samruk-Kazyna Fund group of companies, as 
~q��	_Z	�^	|[Vq�	�\ZX}qZZ	q}[X[XqZ	X}	¢}_}�qJ	�_}�X}�	_}]	X}	[Vq	X}]\Z[�X_�	Zq�[|��	+q��q�ÁZ	³|�	
evaluation methodology is not widely used in Kazakhstan or in Russia and other CIS countries.  
12 V`{'¥¥~~~�_�|�]_���¥�\¥q�q}[Z¥_�|�]_»}q~Z¥{�qZZ»�|}�q�q}�qZ¥Z[_[^_¦��_�^¦�|Z\]_�Z[-
va-vzglyad-v-budushchee-modernizaciya-obshchestvennogo-soznaniya 
13 Ibid.
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���q	 �q	 ]	 �^���q���	 ��]��~	 ��	 {�~	 ~¼�^{q	 ��^	 ~�������	 �^��{�	 ]�`	
sustainable development for the country as a whole. 

Last, but not least, when analysing current trends in the human 
resources management and development in Kazakhstan, it is noted 
that introduction of such innovative methods as job evaluation and 
implementation of a new remuneration system for the public sector 
constitutes considerable progress in the development of the civil 
service system in the country. 
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���'4����������	 '%�������	 <����	 �����9��@	 3	 ��'������	
�����	 �%��	 ��	 �%9��9�	 ��4��9�	 %������=	 ����9�	 ���	 <9	
�6���	 �����	 �����9�	 ��%��9	 �	 �������	 4����������	 �	 ;����	
�������	 ��;���������	 ����'�����%���<�����	 ��	 ������	
��%��������=	 %��96��=	 ������	 �	 ���=	 ����'�����%���<�����	
%�����������@		

I4��	 ��	 ��>7��9�	 G��������=	 �%�4���>?��	 ����'����#
�%���<�����	���'4����������	'%�������=	����>7�����	�	%�����	
�	 �������	 %������4�9�	 7�����7�����	 ��'���@	 I<��%�7����	
��4����?��	 %�4�������	 ���'4�������9�	 ��'��?��	 <'4��	
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><��	 ����������	 �	 ���=	 7��	 �������	 ����	 �����	 �������	 �	
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�����	 �	 G���	 �'?����'��	 ���<��4������	 �	 %��96����	 ��7�����	
������	 �<��������	 �	 %�4�������@	 ��������	 ���<��4������	
���4����	 <����	 ��7���������	 ������9	 %�4�������=	 �	 �����	
²V�®	 ��4�	 COTI	 ������	 %�4���4��	 ��������	 �����	 ������'���	
�������	 '����	 �	 �<�����	 %�4�������	 ���'4�������9�	
��'��?��@	 &���'7��	 G���'	 ��������>	 �'��	 COTI	 <9�	 �����	
%����������	�	��;�������9�	������'�	�������	7�����7�����	
��'���	�NHI). 
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%�������������9�	 ��������	 �	 ��7����	 %����4���	 ®V	 ���@	 3�#
���9�=	�	7��	����>7�����	���������	4��	%������������	COTI 
�	 ��;�������9�	 ������'�	 �������	 7�����7�����	 ��'���	
(NHI�@	 3#������=	 7��	 %�4��������	 ��<��	 �����	 %��4����	
�������	7�����7�����	��'���	�	�����	��������	4����9	<9��	
���������9	 4��	 4���������	 %���������9�	 ;����@	 å�����9�	
��;�����	 ������?���	 �����4������	 ��������	 ������	 ®V#������	
������	COTI=	'4����	���<��	��������	���=	����'>	������'�	
���	<9	�9����	�	���<����	��;�������9�	��������	�������@	
3#%��9�=	 �	 ���	 %�4�������9	 ��'�����9	 ��'7����	 ���'?���	
�%���	�	�<�����	%�X�������������	�<��������	�	%�4�������	
�����'��?��@	������;=	�	�����4������	�������������	���'?��	
����'�	COTI	�	������9�	���6���9�	��%��9@				

`ZQ<4Z[4�q@X^@]@=z[�^@?{XQ|?]=4ZZ>}�?;{�Q�[}�

��4�������	���'4�������9�	��'��?��	�������������	�	��7�����	
�4����	 ��	 ��%�����	 �������	 7�����7�����	 ��'���=	 ������	
4���	 ���'4�������9�	 ��'��?��	 �����������	 %��<����	
������=	 ���9��	 �	 '�����	 �	 �<�����	 �����	 %�X����������9�	
�<����������=	 �	 �����	 �X��������	 ������'	 %����������9�	
;��������	 �	 '��������@	 "��	 ����'7��	 �����>=	 7��	 %�4�������	
��������	 4�����������>	 %�	 �<��%�7���>	 %�X����������9�	
������=	 ����9�	 ���<��4��9	 ���'4�������9�	 ��'��?��	
4��	 �9%�������	 �����	 ����������'>?��	 ����	 �Kang, 2000: 
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�®V�@	 3�����	 �	 ���=	 ���7������	 %�<���9	 %�4�������	 �����=	
���	 ���	 ���	 ���	 7�?�	 �������������	 ���	 ���%�����9�	 ��<�	
���%�����=	 ��%������9�	 ��	 ������	 ��	 �<��%�7����	
�������9�	 %�X����������9�	 ������=	 ��	 �����	 %�����>?��	
���'4�������9�	 ��'��?��	 ���9��	 �	 ����������	 ����	
%����;���	�	�X��������	%����������9�	'��������	�	�����49	
(Ha=	�ººº¸	�»²�@	�����	�<����=	��;���	�	%�4�������	�����'��?��	
4�����	<9��	�4����	��	�������	��	%����;����	�	������������	�	
;���>	GXX���������	�%�4������	�	����������	��	���������	
�	 �4�������������	 ��4�	 �	 %��?����	 %����������9�	
;����	 �	 ���;����������=	 �	 �����	 '��%�����	 ��	 �%���<�����	
%�	 %��<�����>=	 '%������>	 �	 ��%���������>	 ������	 �	
��X���;��@	 3	 G���	 ���������	 NHI	 4�����	 �������	 4���9�	
���9�	 ���4��;��	 �	 �����	 %�������	 �������	 7�����7�����	
��'���	 �	 ����������'>?��	 ��������	 %�4�������	 �	 �������	
%����;����@	

W;[_Z[4�q@X^@]@=z[�^@??;{�Q�[}

&�������	 �4'	 �����4������	 �����	 �%�4�����	 ���4'>?��	
�������	 %�4�������	 �����'��?��	 ��	 GXX����������	
���'4����������	'%�������4:

�� ����Ç����	�ÄÄ���������	�	�
��#�������������	
�
�����������

��4�������	 %�������	 �����'��?��	 ������	 �%���<�����	 4��	
�9%�������	 ����������'>?��	 4��������9�	 �<����������	
�	 ����������	 ����	 %����;���	 �	 %�����	 ���@	 �����4��	
G���'=	 �<��%�7�������	 ��	 ������;��	 �<�����	 �	 ��%9�9����	
<���6'>	 '4��������������	 ��	 ����=	 7��	 ���	 ������>���=	 �=	
��������������=	'�'76���	���>	%�4'���������=	7��=	 �	����7���	
�����=	��4��	�	%��96���>	GXX����������	�	%�����4����������	
%�����������@

�� ����Ç����	 �����������	 �
�����������	 
��"�
�����	 ��	
�#�������

��4�������	 %��������	 %��<����	 �4	 ���9�	 ������	 �	 �%9�=	
���<��4��9�	 4��	 GXX���������	 ����������	 ��	 <9��9�	

4 Choi, 2000 : 6 ; Kim, 2000 : 85~86. 
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���������	 �	 �4�������������	 ��4�=	 �	 �4���������	
X���'��	 %����������9�	 '��������	 �	 ;�������@	 "��=	 �	 ���>	
�7��4�=	�%���<���'��	%��96���>	%����;����	%�����������	%�	
�4�%��;��	�	����������	�	��'��>?��	��4�@

�� ����Ç����	�
�#
�$�����	�	����?�����	�
�����������

��4�������	%��������	�����'��?��	������	����	�����������	
�	'��������	�����	�<����=	7��<9	�����	<����	'4����������9��	
�	 %�4'�����9��	 �	 ���=	 7��	 ���	 ������>���@	 I��	 �����	
X���'��	 G��7�����	 ����4��9	 ���'4���������	 ��'�<9=	 7��	
��4��	�	%��96���>	%���7�����	�	��4�������	%�����������@

�� ����Ç����	 �����������	 �
�����������	 ��	 &�
�������	
�
"���#������	�	$�����$�����	
��&
����	

I%��9=	%���4��9�	�	�����	%�����	%�4�������=	%������>�	
�9�����	%�<���9=	�'?����'>?��	�	'%�������	�������;����	
�	 7�����7������	 ��'����=	 �	 ���	 7����=	 �����	 ��%��9	 ���	
%�X������������	 ���%����;��=	 '��������	 �����'��?��=	
������9�	 4'�	 ��	 �<�7��	 �����=	 ����'����;��	 �	 ���������=	
'����4����	 �	 ���<����	 4��������9�	 �<����������@	 "��	
��X���;��	%��������	%����������'	��'?��������	'%�������	
�������;����	�	7�����7������	��'����	��	���������7�����	
�	��<���	������@

���;4]Z__�[?]@|[_�COTI������������^^��

3	 ������?��	 ��4���	 ���������>���	 ���������=	 %����#
6�46��	 �	 �������	 %�4�������	 ���'4�������9�	 ��'��?��=	
�	 ��9=	 %�4%����9�	 4��	 ��	 ����6�����������=	 '4����	
��������=	 �	 7��������=	 ���	 COTI@	 ���9�	 ������'�	 %�	
%�4�������	 �����'��?��	 :	 ��;�������9�	 ������'�	 %�4�������	
�����'��?��	�NOTI�=	<9�	���4��	�	�º¾º	��4'@	3	%��9�	��49	�����	
�<��9=	������'�	����9���	<����'>	%�4������'	�����'��?��	<��	
��9��	��	��'�<9	��	����	��%9����������	����@	3	%�����'	
%�4�������	���4���	��6�	���9�	<����9�	�'�9=	���	���	������	�	
%�4�������	�	������������	%�	��	%���4���>	��	������	���4����	
NOTI	 <9�	 �����7���9�@	 ���	 ��	 �����=	 �	 �º®V	 ��4'	 %�4�������	
<9��	%������	������	7����>	%�;����	'%�������	�	�������	
7�����7�����	��'���@	���=	��	���������	ä�����	�<	�<��������	
�	 %�4�������	 ���'4�������9�	 ��'��?��	 �	 ä�����	 �	 ���4����	



МЕЖДУНАРОДНЫЙ ЖУРНАЛ РЕФОРМЫ И ПРАКТИКИ ГОСУДАРСТВЕННОЙ СЛУЖБЫ

78

Z����������	������'��	%�4�������	�����'��?��	�COTI�	��7���	
X����������	�������	%�4�������	�����'��?��@			

9;7<4=>4� �{Zz�[[� COTI� [� X@?][�4Z[_� =� @�;Q?][� q@X^@]@=z[�
^@??;{�Q�[}

3	 6�����	 %����	 ��>7��9�	 X'��;��	 COTI	 ���'�	 <9��	
��'%%�����9	 %�	 4�'�	 ���������¸	 �������#�����������	
���%������	 �	 %�����9	 %�4�������	 ��	 �<�7��	 �����@	
ä�4�7�	 %����	 ��������	 :	 �<��%�7���	 %�4������'	 �	 �<�����	
�<��������9�	 4��	 ��<�>4����	 �����'��?���	 %��;�%��	 �	
�'���'9	���'4����������	'%�������@	3����9�	%������	�	�º®�	
��4'	�	'�����������	������	*��%'<����	�	�º®»	��4'	�%�4�����	
���<��4������	 �4������7������	 �<��������@	 3	 %��9�	 ��49	
������	*��%'<����=	��������	��������	�	%�4�������	'4�������	
��<�������>=	 %�47�����>?��'	 ����>;����9�	 4'�	 �	
��������'���� @	������?����	'��'�	�	�X��	������	�<��������	
����	COTI@	&	���	%�	COTI	�<��%�7�����	�������#�����������	�	
�4������7�����	�<��������	���'4�������9�	��'��?��	���49�	
��=	 ���4�	 �	 �9%������>	 �����	 �<����������	 %���'%���	 �����	
%�����������@	

3����	��������	%�����	%�4�������	��%������	��	��4�������	
�	 %��96����	 %�X����������9�	 ������	 �����'��?��@	 �����	
%�����9	<9��	��7��9	�	�º®V#�	��4��	4��	%�4�������	%�	���9�	
�4�����������9�	���9���=	�	���	7����	���9���	%����������	
%�������	 �	 ��������9�	 ����4��	 '%�������@	 3	 �ººV#�	 ��4��	
COTI	�<��%�7����	<����	���������7�����	%�4��4	�	%�4�������	��	
�<�7��	�����	�	;���>	%��96����	�<?���	%����;����	�	�<�����	
%�����7�����	 ��=	 7��	 %��������	 �����'��?��	 ��������	 ����	
�4�����������9�	 ���9��	 ��	 ���%�������	 ������@	 ��7����	 �	
²V�V	 ��4�=	 �	 %���������	 ;�X��9�	 ����������	 COTI	 ���4��	
����7�9�	����49	%�4�������	�	��%�����������	ã��@

3	%���4	�	�º¾º	��4�	%�	������?��	����	COTI	<9��	�����������	
�®T²	�'��=	����9�	%���������	»º¾V	��	�	��������	<����	²TV	VVV	
�<'7�>?����5@	 ���	 ��	 �����=	 4�	 ���;�	 �ºÄV#�	 ��4��	 ���49�	 ��4	
%���4�����	������	�V	�'���@	3	���4���	�ºTV#�	��4��	����7�����	
<9��	�����7�������	'����7���	4�	²V	�'���=	����9�	%���4���	
��	 �����4���	 ������	 4�	 ���4��9	 �ººV#�	 ��4��@	 �����	 G����	

5 �������	��$���	�>U�	#�	¼½¾ÈJ	¼½½É	�	¾¬¬¾	""�	
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����7�����	 �'���	 ����	 �������	 :	 %�����	 ÄV	 �'���	 �	 ²VV®	
��4'	�	�VV	�'���=	��7����	�	²V��	��4�@		

*���	 ����7�����	 �'���	 �	 ��7���	 �ºTV#�	 ��4��	 ����	 ��'�������	
���4����	 ���9�	 %�����	 %�X������������	 %�4�������	 4��	
��4����	�����7���9�	4��������9�	��;=	��6�����	%�����9	
�������#������������	 �	 �4������7������	 ���%������	 �	
4�<�������	�'���	%�4�������	�	%�����	�<'7����=	%���4��9�	
%�	�����'	4��	��������9�	�����'��?��	�Lee=	²V�V¸	»�#¾V�@	3	�ººV#
�	��4��	<���6��	��������	�����	'4�������	�%�;�������������	
%�4�������	 �	 ���4'���4���	 %�4�������@	 3	 ���;�	 �ººV#�	
��4��	 �	 %�����'	 �%�;�������������	 %�4�������	 ���4���	
�<?��	 �%�;�������������	 %�4�������	 �	 X��'����������	
�%�;�������������	%�4�������@	3	��7���	²VVV#�	��4��	%������	
%�4�������	 ���>7���	 �<?��=	 �<?��	 �%�;�����������9�=	
X��'��������9�	 �%�;�����������9�	 �	 ���4'���4�9�	 �'�9	
%�4�������@	 3	 ²VV�	 ��4'	 <9��	 4�<�����9	 �'�9	 %�4�������	
%�	 ������;���=	 �	 �<?��	 �%�;�������������	 %�4�������	 �	
X��'����������	 �%�;�������������	 %�4�������	 <9��	 �����	
�<O�4����9	�	�4��	�������=	���	�%�;�������������	%�4�������@

�684Z4Z[_�=�̂ @?{XQ|?]=4ZZ@��q@;[][z4�[�q@X^@]@=z4�̂ @??;{�Q�[}�

*�������	������9	%�4�������	�����'��?��	�	����	%�����4���	
��	X���	%�����	�	��;���������	�	���4'���4���	��4�=	�	�����	
%����4'>?��	���������	�	���'4���������	%�������	����@	��	
4���	���	<9��	'������=	���	���	���	%�����������	<9��	��6����	
�	 %����4'>?��	 ���������	 �	%�����������	��6��	 ��������	 �	
%�������	%�4�������	�	��	��4������@	

3	 �������	 %�4�������	 �����'��?��	 �9����	 ����'>	 ���	
4��	 ��%����	 �COTI=	 ²VVº�@	 3�#%��9�=	 ���49�	 ��	 �	 %���4��	
������	 %�����������	 ���<��9�����	 6�����	 �%���	
%�����	 %�4�������	 �	 ���=	 7��<9	 �<��%�7���	 %�����7���'>	
������������	 ������	 %�����������	 �	 ����������	 �	 �'���=	
����9�	 %�����������	 <9��	 �������	 ���4�����@	 ��	 G���	
%�7���	����7�����	�����'��?��=	%���4�?��	%�4������'=	����	
'����7�������	 �	 ��4=	 ���4�	 �����	 %�����������	 ���'%���	 �	 ����	
%������7��@	��%���=	�	�<O��������	�	�ºÄ»	��4'	�����	�4�������	
������	 :	 �<?���;����������	 ���������	 ��	 ���'>	 4����> =	
��	 ���	 <����9�	 %�����9	 %�X������������	 %�4�������	 <9�	
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���>7��	��4����9�	�'�	��'�	�����	4����� @	3	�ºÄ�	��4'	�����	
<9��	���<�����	��4������	%������=	%����?�����	�������>	
��	���'>	4����>@	3	²VV®	��4'	%������������	*�	!'	æ���	<9�	����	
�'�	 ��	 ��4�����;�>	������9	 ���'4����������	 '%�������=	 �	
��'������	7���	<9��	����������9	�����7������9�	%�����9	
%�4�������@	3	G���	%���4	�����	<9��	����7���	�����	'����7����	
����7�����	�����'��?��=	%�6�46��	%�4������'	�COTI, 2009). 

ã=	��#���9�=	���49�	��	%�	������;��	%������������	���9�	
�'%�9�	 %�����7�����	 ���;�����=	 �����	 ���<��9������	 �	
4�<��������	�	'��	�'?����'>?��	����������'>?��	%�����9	
%�4�������@	 ��%���=	 �	 �º®²	 ��4'	 %������������	 <9�	 %����	
%��9�	 %���������	 %���	 G������7������	 �������	 �	 ���4���	
�>�	 ���4���;��	 �	 %����������@	 3	 ��	 ��	 �����	 ����=	
<9��	 ����������9	 �����	 %�����9	 %�4�������=	 ���	 �'�	
%����������	 �	 �'�	 ��X���;�������	 %����������=	 �	 ���=	
7��<9	%���7�	�����'��?��	%��9����	����	%����;���	�	�<�����	
%����������@	 ä����=	 �	 �º®Ä	 ��4'=	 ���4�	 <9��	 ����7���=	 7��	
������	 �9����%���������9�	 4��������9�	 ��;�	 ��	 ���4�>�	
�������7������	 ���9����	 �	 %����;�����	 �	 �<�����	 %������	
%�����7�����	 �6����	 4��	 ������;��	 %����������	 %����	
�������=	<9��	���<����9	4�%���������9�	�'�9	%�4�������	�	
X���	��������	�	;���>	%��96����	�������7�����	�%���<������@	
�����	�<����=	%�����9	%�4�������	�%���<��������	������>	
�	 %��96���>	 '	 �����'��?��	 �%���<������=	 ���<��4��9�	 4��	
'�%�6���	 ���<����	 �	 ������;��	 ���'4���������	 %�������	
(Lee=	²V�V¸	¾�#¾®�@

&	 ��7��	 �����	 ����#%��%�����9=	 %�	 ���	 ��6�����	
���	 %�����������	 ����	 �	 ����	 ��������	 G��������=	
'����7�������	�	7����������	�����'��?��@	�����	�	������������	�	
G���	���4��;���	%�����4���	4������6��	���������	�	��<9���	
�	�������	%�4�������	�����'��?��	�COTI, 2009).

�684Z4Z[4�qQ|QX[^8>�=�q|Q=[]4;�?]=4�[�|Q?]{�Q_�
Z4@�}@X[8@?]��=�@�|Q6@=QZ[[�[�q@X^@]@=z4 

�684Z4Z[4�qQ|QX[^8>�=�q|Q=[]4;�?]=4�

�4�������	���������	��	���������	�	�4�����������9�	'�������	
����������=	 ����	 ��%���������	 ��4�;����'>	 %��4���'=	
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4���>?'>	 ��;���	 ��	 �%���������� 	 �	 �������� @	 &���4��	
���<��4���	�����	%��4����	�������;��	�	X'��;����������	
%�����������@	 3���;�	 �����	 �94�����	 ���4'>?��	 G������9	
�����	%��4���9®:

�� ��������7�����	�	%���7���	%�����������

��'������	 �����	 �%��	 ��	 4�������7�����	 �	 %���7�9�	
%�;���9	 %������	 %�����7�����	 �6����=	 ���9�9�	 4��	
�������	 ��	 �����9	 �<?�����������@	 �������	 ��<���6��	
�'%%	 G���9	 :	 %����;������	 4������7�9�	 �	 �����������9�	 :	
%������	�6����	<��	����'����;��	���7��	��	��<��	������9�	
���	����6����	%�����7�����	�6�<��@	3	G���	�����	�'?����'��	
���<��4������	4���	�����������	�<?�������9�	�<O�4�������	�	
4'���	����������'>?��	�������������9�	��;��	'7���������	�	
%�;����	%������	�6����	�	�<��%�7���	'7��	��	������	�	������=	
%��4�	 7��	 %�������	 <'4��	 �X��'�������@	 "��	 ���	 <����	
���<��4���	���7��=	%�������'	%�����7�����	��%��9	����������	
���	 <����	 �����9��=	 �	 ��<������	 �	 �<��%�7���>	 ��;��������	
��������	�	4��������>	�9������	'����	�	��7�����	�����	���'�@	
���	 ��	 �����=	 �	 %���������	 ����������	 ������#����'����;��	
�	<9�����	�<����	��X���;���	'	�<?�����	%��������	<���6�	
������������	 4��	 '7�����	 �	 %�;����	 %������	 �6����@	 å��	
%�#%�����'	���<��4���	:	G��	%��?���	�����'��?��	�	<����	
��������'	 ������4������>	 �	 �<?�������9��	 �<O�4��������	
�	 �<?������	 �	 ;����	 �	 %�;����	 ���<����	 %�������@	 �����	
%�4��4	<'4��	�%���<��������	%�������>	<����	4�������7������	
%�;����	�	�<��%�7���>	��4�������	���'4���������	%�������@	

�� ���7�����	%�4��4	�	�6���>	%�<���

*���'?��	 ���������	 �	 �����<����	 �4��������������	
%���������	�	'������	%�����	�	'������>	���%�4���������	
�	 �����<��������	 �	 %�;����	 ���<����	 %�������@	 �����	
�<����=	 %����������'	 ���<��4���	 '��%���	 ����	 %����;���	
%�	 %��4�����>	 �������	 �	 %��<����	 ���9��	 ���7������	
�6����	 %�<���@	 ���<��4���	 %��<�������	 ����<���=	
�����7�����	 �	 ���������9�	 ��	 ������� 	 �4�����������9�	
������9	�	������9=	���������9�	��	%�44���� 	�	����7�>?����	
��<�����>	�	�����������	��	���������@

6	�������	��$���	COTI	#�	¼½¾ÈJ	¼½½É	�	¾¬¬¾	""�
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�� ������������=	�������������	�%�;���������	

������	���'?��	���������	��%����=	�	����9��	%���4����	
�����	 4���	 ���'4���������'	 �����'=	 %��������	 ��������	
������	���������	�	%��4��	�<��9	���'4�������9�	��'��?��@	
3	 G���	 �����	 ���<��4���	 ����X��������	 �'?����'>?��	
%�������������9�	 �	 �4�����������9�	 ��'��'9=	 X'��#
;��������#�����������9�=	 ����<���	 �	 �����7�����=	 �	
������9=	 �	 ����9�	 ��;���	 4�������	 ��	 4������������	 �	 ��<���	
�<�7��	 ����������6�����	 ��%�4�<��	 %�����9�	 �'%%	 ���	
�����9�	�������;��	�OECD=	�ººÄ�@	����������	�	�<�����	��'��	
�	 ����������	 %�����	 �	 ���4���>	 �<?�����=	 �����������	 ��	
�������@	 3	 �����	 �	 G���	 �����	 �%��	 ��	 7�����7�����	 ��'�9=	
����9�	�<��4�>�	�����7������	��������	�	%�X������������	
���%����;���@	 3	 4�����	 ���������	 ���<��4���	 ���<�����	
�������>	 '%�������	 7�����7������	 ��'����=	 �	 ������	
��������	 ��������	 '4�������	 ���'4��7����'=	 %��4�7�	
%������7��	�	�;����	��	������	����'�@	3	G���	�����	4��	���4����	
G���	 �����	 %��4���9	 �	 ������'	 ���'4����������	 '%�������	
���<��4��	 %����4	 ��	 ������9	 '%�������	 7�����7������	
��'����=	 �����'	 ������	 ��������>�	 ����'4����	 6������	
%�X��� =	�	�������=	�������������	��	��%�;�������� @

�� ç%�������	7�����7������	��'����	��	������	����'�

3	 '�������	 '�������	 ����'��;��=	 ���	 ��	 ��;���������=	
���	 �	 ���4'���4���	 '����=	 %��;�%	 ����'��;��=	 ���	 ��	
%���������	 �	 7������	 ������=	 ���4�����	 �	 7����9�	 �����=	 �	
���	 7����=	 �	 ���'4���������	 '%�������	 �Kim=	 ²VVV¸	 T�#TÄ�@	 ��	
G���	%�7���	%�����������	����	%�������	;�����%������9�	
'�����	 %�	 ���4���>	 ������9	 '%�������	 7�����7������	
��'����=	 �<��%�7���>?��	 ��������4����	 ��	 ������	 ��7���	
���%����;��	 �	 4���������=	 ������	 %�4%�������	 ����7��	
�����	G��������	���	��������	���9����	����� =	�����	��	������	
�������� 	 �	 ���������4����	 ��	 ������	 ����'� @	 I��	 �����	
��%������	��	%��������	G��������	��<�����	�	4������������=	
���	 ���	 ���	 �����'>���	 �	 7������	 ������=	 %���4�����	
��<����	 �������	 '%�������	 7�����7������	 ��'����	
���4'	 ���'4�������9�	 �	 7����9�	 ������� 	 �	 ��6�����	
������������	�<'7����	�	���'4���������	������	�OECD, 1997). 
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�4z{�[��?]Q]{?�[�=@q|@?>�COTI������������^^��

���	 '��	 '%���������	 �96�=	 �	 %����4���	 ®V	 ���	 ���4'	 �	
%�����4��6���	 %��������	 �	 %�����������	 �	 �X��	
���'4����������	'%�������=	COTI	�	���	%�����9	%�4�������	
%���%�����	 ��%�9��'>	 ����X���;�>@	 3	 G���	 �����	
%�4����������	 ;������<���9�	 ��'7���	 ���'?��	 ����'�	
������'��=	�	�����	4���	�;���'	���	%��%�������	��	���4'>?��	
®V	���	�	4����@	

�4z{�[��?]Q]{?

&��4���9�	 �	 �º¾º	 ��4'	 ���	 ��;�������9�	 ������'�	 %�4�������	
�����'��?��	 �	 ������������9�	 �	 �º®�	 ��4'	 %�4	 �����	
����4��6���	 ���������=	 COTI	 4�<����	 ���7������9�	 '�%����	
�	 %���4����	 %�4�������	 �	 ����7�9�	 �<������@	 I�	 ��������	
��4'?��	 ������'���	 4��	 %�4�������	 �����'��?��	 �	 ��������	
4���'?��	 �����	 �������	 ���'4����������	 '%�������	
����9@	 I4���������	 �	 %����4��	 �	 �����	 %���?����	 �	 �@	
è��7��	 �%����;��	 å'��<'��	 �	 ²V�®	 ��4'	 COTI	 ����	 �'�	 ��	
'�'76����	����4����	�<'7����	�	��X���'��'9	�	%�;����	
��	<'4'?��@	�����	'�'76����	%�4��'������	��	������	���4����	
�����	�������;������	��'��'9	�	�������	�<O�����	�	;���>	
��������	 �����'	 4��	 4������7����	 ����=	 ��	 �	 ��������	
%���;�>	��4��	�	�<�����	%�4�������	7�����7�����	��'���	4��	
���'4����������	������	�COTI=	²V��	�@�@			

�|@�;48>�

I7���4��=	 7��	 %�4������9�	 COTI	 %�����9	 %�4�������	
�����>�	�	4������7���	���	%���<�����	�	���4��;��	�������	
7�����7�����	��'���=	%�	������	���=	��	%��9�	�����4@	I<	G���	
���4��������'��	�9�����	'�����	'4��������������=	����7���9�	
�������������9��	'7���������	�'���	%�4�������7@	I4����=	
%�	����	��4������=	�9<�	%�4������9�	�'���	%�4�������	�����	
<9��	'�'76��@	���	G����	�����	���<��4���	�6���	���4'>?��	
��%��9	�COTI, 2014): 

Ê	 ��4������7�����	 %�4�������	 �	 �<�����	 ;��������	
���'4���������	��'�<9

7	!��
���
J	�
�����	&
�����	&��������
�������	�
�"
�����	���"�����	���������	
��	���?�����	��
���
��	�	¼½¾¿	"��&	��������	¬¼JÊ
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Z�������=	 ����9��	 ���4�>�	 ���'4�������9�	 ��'��?��=	
����9��>�	 �������	 ��	 �<?'>	 ��'������������	 4�����������=	
%�������'	 ���	 ������9	 �	 GXX��������	 �<�7��	 %�������	 �	
��������	 4�����	 ��	 �����9	 �<?�����������@	 ������9	
%�4�������	 COTI	 �	 �<�����	 ;��������	 ���'4���������	
��'�<9	 <9��	 '����6���������9	 �	 ������������	 �	 %��������	
%�����������	 %�	 �<��%�7���>	 4��;�%���9	 �	 ���'4���������	
������@	 ���	 ��	 �����=	 ������6����	 %�4�������=	 %����?�����	
;��������	 ���'4���������	 ��'�<9=	 �	 <����9�	 �<'7�>?��	
%�������	%�#%�����'	�����7�������@	"��	����������	�����	�ß	
��	����	%�����	%�4�������=	�	�����������	��	�'��	�COTI, 2014). 
����	 ����	 �����	 %�%�4������=	 ��������9�	 ��	 ��'<���� 	 �	
����4������������	%�4��4�	�	�<'7���>=	7����	�����'����	���	
������������'>?��	;���	X���������	���<��4��9�	;��������	
'	���'4�������9�	��'��?��=	%���'%�>?��	��	���'4�������'>	
��'�<'	�Choi, 2000).

�� I%��9	��	�����>�	%���<�����	��'6������

���	 ����=	 7��<9	 %�4�������	 4�������	 %���������9�	 ;����=	
���<��4���	 ��7��	 �%�4�����	 %���<�����	 ��'6������@	 ���4�	
���	 �9��6���	 %������	 ��	 %��������	 �9�����	 �������9�	
%���<�����	 �	 %�4�������	 %����;�����9�	 ��'6������@	 ��;���	
���<����	 %�����	 %�4�������	 �	 �9<�	 ����������'>?��	
��'6������	 ��'?����������	 �	 �4����������	 %��4��	 �	
��	 �������	 �����49	 �	 ������	 �����'��?��=	 ����>?����	
���������� 	 �'��	 %�4�������@	 3	 ��'������	 %���<�����	 �	
%�4�������	 �����'��?��	 ��	 ������9	 4����9�	 �<����	 �	
��4������	%�4������9�	%�����	%�4�������=	����	���	4��	
'7�����	 �	 ���������	 %������	 %�4�������	 ��	 �9<��>���	
���<����	 %�4��4�?��	 ��'6�����@	 �������=	 7��	 G��	 %���4��	
�	 ��4������7���'	 '���>	 %�4������9�	 �'���	 %�4�������	 �	
��GXX��������'	��%���������>	<>4����9�	��4���=	�94�����9�	
��	%�4������'@	

�� �4����<���9�	 %�����9=	 ����4���7���9�	 ��	 �<?��	
�������

��������'	%�����9	�<'7����	X���'>���	�	'7����	�<���9�	
���9���=	 %��'7���9�	 �	 �����	 ����GXX������9�	 �%����	
%���<������	 �	 %�4�������=	 �'?����'��	 �<6��9�	 %��7���	
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�'���	 %�4�������=	 ����9�	 �����'��?��	 4����9	 %���4���=	
��	 ����	 �����������	 �9<���	 �'�9=	 %�4������>?��	 4��	
���	 ���<���6��	 ������@	 �����	 �4����<���9�	 %�����9	
����4���7��9	 ��	 %�4����������	 �<?��	 ������	 ������	 ����=	
7��<9	�<��%�7���	�'�9	%�4�������	�	%��96����	�����X���;��=	
'7��9��>?��	 ��4���4'����9�	 �������9�	 %���<�����	
�����'��?��@	

�� ��4������7�9�	'�����	%�4�������	4��	�������	���9���	
'%�������	4��������9�	��;	'����4�?���	�����

�'�9	 %�	 ������>	 �	 ���?�����>	 '%�����7�����	 ���9���	
�	 %����;����	 ���>�	 <����	 ������	 ���7����	 4��	 �����'��?��	
'����4�?���	 '����=	 7��	 �'�9=	 %����?���9�	 �%�;�X�7�����	
�������	 �	 ���9���=	 �������9�	 �	 ��	 �<����@	 ���	 ��	 �����=	
���'?��	%�����9	%�4�������	4��	���'4�����	'����4�?���	
'����	 ��	 �<��%�7���>�	 4������7�9�	 '�����	 %�4�������	 �	
�<�����	'%�����7�����	���9���	�	������@	�����	����=	�	���'?��	
%�����9	��	���4��	�'�9	%�4�������	%�	�����	��%����	���	
'%�������	���X�������=	����49	���6����	�%���	���	���9��	
��4����	%��������=	%�;���9	%������	�6����=	%�����7�����	
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��'��?��	��	������	���>�	%���=	��	�	�<����9	��������	�����'	
��%���������	 ���'4�������'>	 ������	 4��	 %������	 �6����	 �	
��	�	�<?�������9�	��������@	���	��	�����=	��'7���>	�����=	
1  Почетный профессор, департамент политических наук, Калифорнийский 
государственный университет, Лос-Анджелес, ncaiden@calstatela.edu 
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�������	 &����
����	 �	
��������'	 Â��������	 �&��
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�	���	7����	�������7�����	�	%���%��������	���'���������=	
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�	�����7������9�	��4����	%�	�4��������������	%��'@
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%�����9�����	 �	 %���%�4�����	 �	 <����	 �<?��	 %����	 ���	
������4�������	���'4����������	'%�������	�	%���¸	��������	
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�QX;4�Q�44�?{X@q|@[6=@X?]=@
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����%����	�	ä�����	�<	�4�������������	%�;�4'�	�º¾®	 ��4�	
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����4��9	 �	 �%�4�����	 %�;�4'9	 �	 ����6����	 X�4��������	
�������7�����=	 �9�������	 �6����	 ���'4�������9��	
'7��4������=	 ��'6����=	 �4�����������9�	 �'4��=	 �6����	
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�{X4�Z>��q4|4?8@]|

3	 ����7��	 ��	 ������	 ���%������	 ����=	 �4�	 �'?����'��	
��4������	 '��X�;��������	 �������	 �4�����������9�	 �'4��=	
�	 <���6������	 ����	 �<?���	 %���=	 ���	 &��4�����9�	 +���9=	
4�����'>?��	 �'4�<���	 �������	 ��4�����	 %����	 %�������	
4����������9�	 %������7��	 ���'4�������9�	 '7��4����@	
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��'��?��	 �	 �������';����9�	 �	 %����9�	 �����7�����	
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��;	 �	 ���4��	 ��������>�	 %���=	 %�4'�������9�	 �������'#
;���	 ��	 7��������=	 �����=	 �����=	 3������	 �	 å��9��4;����	
%�%�������=	 ��	 '4���������=	 7��	 ������	 �4�����������9�	
�%�9	 �����	 %���?�>���	 �	 �������';�������9�	 �%�9@	
*��'�������	 ��������	 ���4����	 ���4�	 �������';�������9�	
>�4�7�����	 %�;�4�����=	 ��'��'>?��	 ������<���9�	
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�%�4������	 �����	 �������	 ���	 ��<���7���9�	 '��4��=	
��4������	���'4������	%���;��=	���4����	�'4�'��������=	
�<��%�7����	 4��;�%���9	 �	 6����=	 4��������;��	 %�	
�����=	 4�%'��������	 �	 ��7�����	 4�������������	 ��%����	
����X���9�	 ��������=	 ���X�4��;���������	 ����'����;��	
�	%��4������9�	��������9@	3	�����	�	������	�����������>	
���4'	 �4�����������9�	 �	 �������';�������9�	 %����=	
�%�4������	 �4��������������	 %���=	 �����	 �<����=	
4�����	 <9��	 ��6����	 �	 '7����	 ����������'>?��	 ��%�����	
�������';�������	 %���@	 �'4'?��	 �%�;������9#%������	 ��	
������	 4����9	 �����	 �������';����9�	 %���	 �	 ;����=	 ��	 �	
'����	%�������	�	�;�������	��	�	�X��	�����	���%����;��	�	�	
���4�4������	�<���@	
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������9��	 '7��4������=	 ��	 %�4���	 ������������	 �	 ä��	
6����	 ����X����@	 I��	 �������'��	 �������=	 ���<��4������=	
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4��	 �<?����������� 	 �ç%�������	 %�	 �4�������������'	
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�����������	��	�V	VVV	4�	�¾	VVV	�4�����������9�	4��	�����4��	
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�%�;������;��	�����	���'�	��	�����	%�4��4�?��	�����X���;��	
���	�������	�	%�%�4�����>	�4��������������	%���@	�����	
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&�'4��7�����	 ������	 �����	 ���������	 :	 �	 ���	 �����	 <���6�	
��'4�����=	 %����'>?��	 �<�����	 �	 �������7�����	 ������=	
����9�	 ���'�	 %��7�����=	 7��	 ������	 ��%���9	 ���'4����������	
'%�������	��	��	�'��9@	�4�������������	%���=	���	%�����=	
�7�������	'����	�%�;������;���=	�����������	4��	<���6������	
��'4�����=	�	��	���>?��	<���6��	���	4��	�������	����9@

���	 ��	 �����=	 �'?����'��	 �4	 '7�<�9�	 %���<��=	 ����9�	
<9��	 ���<����9	 4��	 ��'4�����	 �4��������������	 %���@	
�������	<9�	�G��4	*����<�>�	��	�����	������	�3����������	
���'4���������	'%�������¸	%��������	����4������=	%�������	
�	 ������	 �	 ���'4���������	 ������ =	 �%��9�	 �%'<����������	
�	 �ºT®	 ��4'	 �	 ��	 ����4��6���	 4���	 %�4����������	 �	 T	 ��4����	
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�Â�q~��}���=	 ¡^]_����·=	 È	 �}~^·��=	 ²V�¾�@	 I�������	 ����	 G���	
�<��9	 �	 ���<��4������	 '7���	 �������';����9�	 ��%�����	 �	
�6�����	 �	 ����=	 %�������9�	 ���'4�������9��	 �<����#
����=	 <9��	 %�4������	 �	 4�'�	 %����4'>?��	 �����4�������	
:	 ��������';���������	 ���%����������	 4��	 ���'4�������9�	
����4����¸	 %���9	 �	 ����������	 �Â�q~��}���=	 �]^^�}}=	 È	
�]^^�}}=	²VVV�	�	�[��'4���������	'%�������	�	�����¸	%����7��#
���	 '����4����	 4��	 ���'4�������9�	 �<�������	 �Â�q~��}���=	
�°¶~]^|=	È	��]���=	²V�V�@

3	 �4�	 4'���	 ��4����	 <���6�	 ��������	 '4�������	
�4�������������'	 %��'@	 ��	 %����4���	 �<��9	 �Ó]^^|	
È	 «��{����=	 ²VV�Ë	 \]}}=	 ²V�¾Ë	 Â�q~��}���=	 ²V�¾�	 %����?��9	
�������7�9�	 �����¸	 ���4����=	 �<O����>?��	 �4�������������	
%���=	���	������	�	��������Ë	���������7�����Ë	4�����������Ë	
�'4�<�9�	%������Ë	�	�<?��	��7�����	���	������=	��%���=	
%���7�����=	 �%���4�������	 ���	 %�4��7�������@	 ç7�<���	
µ{~_~�	�]��	�²VV®�	��4����	��	»	��4���¸	%�������=	4��������	
�	 <>������Ë	 �4�����������9�	 %�;���Ë	 �	 ���������9�	
��%���9	�4��������������	%���@	3�	����	�<����	%�4��������9	
�������9	%�	�'4�<�9�	4����	4��	�<�'�4����@	�����	�'?����'��	
������'�=	%����?�����	%����9�	��%�����	�4�������������	
�	 �����	 �%�;�����9�	 �<������	 ���	 �4�����������=	 ��4����	
%�������	���	��'��>?��	��4�	�	<����	�%�;�����������9�	
�����=	 ��%���=	 ���������������	 ���'4�������9�	 ��'��?��	
(Lee, 2005).

"��	 �����4���'%���	 ������'�	 �<��%�7�����	 ���6��	 ��7���=	
��	 ����	 %�	 ��<�	 ��	 �6���	 %�<���'	 %�4�������	 ������	 �	
%��������	�4��������������	%���@	!����������=	7��	%����	
4�<����	 �'�	 ���	 %�7����	 ����'=	 �����	 <'4��	 4����7�	 4�'�	
����9�	��4�7¸	������;��	�	%��������@	3�#%��9�=	���<��4���	
�����������	 �	 ���������������	 ���>?����	 '	 ��'4�����	
������	�	%��������	�4��������������	%���	�	���=	7��<9	���	
<9��	 ������9	 ��	 %��������	 �����	 %�;����	 ��	 �<'7����	 ��	
%�����%���������	 ���������������	 4��;�%����=	 ��4�������	
��	 ����������	 ��4������	 '7�<���	 %�����9�@	 3�#���9�=	
��'4���9	 4����9	 %�������	 �	 ;�����	 ���>	 ���	 �	 %��������	
�4��������������	 %���	 �	 %����4������	 %��������	
�4��������������	'��������@	���	G����	�����	4�<�����Õ
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3�#%��9�=	�4�������������	%���	�����	6�����	����6����	
�	 ����������'	 ��'	 ���'4���������	 ��'�<9@	 ��7��	 ���49�	
%�4���=	����9�	�����	�<��'����	�	'7�<���	%������	Æ¿�=	
�����	 ���>7���	 ��%���	 �4��������������	 %���@	 ��%���=	
4�������	 7���������	 ��������	 '����	 ���;�����9�	 �<������=	
%���;��=	�>�����	�4�������;��=	'7������	���������	��4'�	�	
������������>	���X������	�	�<?�����������>=	�	7����	���4�>�	
%�<���9	4��	%��������	��	4����;������	������@	�	��%����	
�������;�������	 ����4������	 �	 �'���'9	 �����	 %�4����	
�	 ��7��	 �����	 ���<��4������	 <������	 ���4'	 >�4�7������	
�����7������	 �	 ;���������	 �	 4'����	 ���<��������@	
������������	 �	 �X��	 '%�������	 7�����7������	 ��'����	 �	
<>4����������	 �����7�������	 ���<��4������>	 ��<�>4����	
������	 �	 ��4����?���	 �'4�%�����4����@	 [��4����	 %�����#
�����=	 %��4�%����������	 �	 '����7����	 �������	 ������9	 �	
��%�����	 ��;����������=	 4�%'�������	 �����%����������	 �	
�'��������	 %���	 ���'4�����	 ��	 %��'4��������	 ��7'�4����	
��<����������@	 �4�������������	 %���	 �����	 <9��	 ���>7���	
�	 ������	 G���	 �	 4'���	 ��%����=	 �	 �����	 �	 �<?��	 ���4����	 �	
����>7����	�	%�������	�9�6���	�<��������@

3�#���9�=	 �4�������������	 %���=	 ���������	 4������7�9�	
%����	 4��	 �<�'�4����@	 I4��	 ��	 ����	 ��'4�����=	 ���>?��	
���7������9�	 %����7�����	 �%9�	 �	 ���'4���������	 ������=	
��������	�����'=	7��	��	�����	�����	%��<����	�%9�=	����9�	
��<'����	 �	 �����	 �'���	 Æ¿�=	 %�7����	 ��������������	
�����=	 ��	 ��	 �7�����	 ����9�	 ������4�������	 �	 �<�'�4����	 �	
4'����	 ��'4������	 �	 %�%�4���������@	 ���������	 ���9���=	
%�4%�����>?��	���'�4����=	'<��4����=	'7��	����'�'>?��	
;��������=	 ������������	 �	 %�����%�����9��	 ��������	 �	
������4�������	%������>�	��'?�������	%����7�����	�<'7����@	
&	 ���=	 7��<9	 �4�������������	 %���	 �����	 ������	 7����>	
%�X������������	 %�4�������	 ��'4�����=	 ���	 ���<��4���	
%�4�������	 �	 �����	 X���=	 ������	 %�������	 ����'�������	
4�����=	���9�����=	4�<��9=	������������	�	������	���%�����9�	
%�<���	 �	 %�����%���������	 ��%���������>	 %���9�	 �	
�9�'�4���9�	�6����@	�����	�<����=	������	�	;�������	<'4'�	
%�������9	��	������	�	'7�<�9�	%�����9	�	;����	��	�����������	
��	 ��	 X��������	 ��'��'9�=	 ��	 �����	 �	 �	 %��������	 ��	
%������	�	���'4���������	'%�������@
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/	���96����	��4	G����	��%�����	��	%��������	������	���	
%�%�4������	�<?���	�'��	�$�����X��	���'4���������	��'�<9 	
�	 �����	 �����������	 %�����9	 �	 �<�����	 ���'4����������	
'%�������	 ����X���������	 ���'4����������	 '����������	 �	

��#��4������@	&	��7�����	������	�	���>7���	�	%�����'	���	
<���6�	������'9=	%����?�����	��%����	�4��������������	
�	 �������';����������	 %���=	 �	 �	 ²V�»#²V�¾	 ��4��	 :	 �	 ���	
%����4���	 ��4	 %�%�4������	 :	 �	 �<��'����	 ����'	 ����49	
I������	 �²V�»�	 ��4�������������	 '��������	 �	 4�������¸	
���;�%;��	 �'��������	 %���	 ���'4�����	 ��	 ��7'�4����	
��<���������� 	 �	 �4�����	 ��	 ;�������9�	 G��������	 '7�<����	
�'��@	I4��	�'4�<���	4���	�	�X��	����������	4��	<���6������	
��'4�����	 �����	 �������	 4��	 4���'����	 �	 ������=	 ����9�	
�����������	��	��������9�	���<������	�������';��������	
�	%�X������������	���'4���������	��'�<9	4�	G�%��7�����	
��%�����	 %��������	 �4��������������	 %���@	 Z���	 �����	
����>7�����	 ��	 ������	 �	 ���=	 7��<9	 ����'�������	 4�����	
%�	 ������'	 ��%��'	 %���	 ���'4�����	 ��	 %��'4��������	
��7'�4����	��'?�����=	��	�����	%�4������������	%����;���	
���'����9�	 �	 �������9�	 ������7�����	 �����4������	 �	 ;���>	
%�����	 ����	 ��	 ������4�������	 ������	 �	 ���'4����������	
'%�������@

��'+�+�-�$-+#��&���$#���

�X8[Z[?]|Q][=Z@4�{?8@]|4Z[4�=�X4�?]=[[�

3	 �����'	 �����	 ËÎ�������
�������	 &����
����	 �	 ��������Ì 
��}~�]^q·�=	 ²V�»�	 �����	 �6����	 3��������	 �'4�	 ²VV�	 ��4�	 %�	
4��'	 Â���	 �
����	 "�
���	 !��¦Ï�����@	 �#@	 I������	 ���%�������	
�<O������	 %�;�4���9=	 %����9�	 ��	 ��������	 �'4��=	
%�4�<�����	 �6����	 �	 %���������9�	 ��	 ���'	 ������9@	 3	 ��	
��	 ����	 �	 �����	 ��������>���	 ��������9�	 �	 G�%��7�����	
��%���9	 ��4��������������	 '��������	 �	 4������� 	 �	 ���	
�%�;��������#%�������	4�	�	%����	�6����	%�	4��'	Â���.

�������';������	 %���	 ���'4�����	 ��	 %��'4��������	
��7'�4����	 7������	 ��<����������	 %������������	 %�4'�#
������	 �����	 %�%�����=	 ������	 ������=	 7��	 ���'4�����	 ���	
�����	 %���	 ��9����	 7����'>	 ��<����������	 <��	 �%���4������	
��������4���� @	���������	4������	�4��������������	%���	
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�����	 %��;�%������	 ����������	 �����	 �>4��	 �	 ������9	
<������	�	%�49����	%���	�<?�����������	�	;����	�	����6����	
%��	���4���;��	7������	��<����������@	��	%������	G��	�������	
��	 ������	 ��	 ����=	 �����	 �<����	 7��������	 ��%����'>�	
����	 '��������	 4��	 �%�4������	 %������	 ���7'�4���� =	
����'4�������9�	�'�49 	�	��%���4�����	���%����;�� 	�	����=	
����������	��	�'49	�	G���	����%���;���@

3���;�=	 �<������������	 4���	 <9��	 ���4'>?���@	 3	 �ººV	 ��4'	
+���	 ���������'�	 �<O����	 ���4	 ��>#
��4��	 �����4���4�9�	
�'��;�%�������� @	 3	 �ººT	 ��4'	 6�����	 <9��	 '7��4���	
���'4��������#7������	 %�4%�����	 �~�	 ¶��`��	 ¯~_~}���~�{	
��^��^]{���	��¶¯��	�	�4�<���	���4����	�������;�������	X��4�	
�	;����	������'�;��	���9�	������	�	������������	%���@	�?�	
����	���%����	¿��¹~^	��^��^]{���	�9��'%���	�	%�4��������	�	
������������	 ��'7��#�����4������������	 ;����	 ���������>	
Ú»VV	���@	4������	&+�	�	<�4���	�����	$��#���<'��=	�����	
%���9	 %�	 �����������'	 <9��	 ���'7��9	 �	 4'����	 7����9��	
���%������	 ��}~�]^q·�=	 ²V�»=	 �@	 ¾V�@	 [��4����	 ������	 ��4�����	
�¶¯�	 %����	 ��	 ��7'�4����	 7������	 ��<����������=	 ����9�	
���	���%�����������	7��<9	������� 	���������	7����9�	'7������	
�	�����@	&>����	����	�	4'���	4������4���;9	�<�������	�	�'4	
�	 %������@	 ����>	 ��������	 %����	 7��9��	 3�����9�	 �'4	
%����	�6����=	7��	���7'�4���� 	7������	��<����������	�	;����	
G������7������	 �������=	 ���>7�>?��	 7������	 ������������=	
<9��	�������';�������9�@	��	G���	&'4	�����	%�47���'�=	7��=	
���7��	%�	��6��'	�����>	��	��6���	�><��'	6���'	%�������	
<����	 �����7��������	 ����������	 %���	 ��7'�4���� =	 ���	
���9�	 %��4��	 ��%��	 4��	 '��'��������	 �<����	 6�����	
(Olejarski, 2013, p. 41).

�#	 I������	 %�����	 �4	 ������>	 �	 4��������9��	 ��;���	
�	 ��������=	 �9�����	 �<������������	 4���@	 �������	 ��	 ��=	 7��	
������	$��#���<'��	����7�����	 �9����9������	�	 %�44���'	
�������	�����=	���	������=	7��<9	�������	�<?���	'7���������	
�	���<����	%����	��}~�]^q·�=	²V�»=	�@	®��@	���	��	�����=	�������	
��	 %���4����	 �<?�������9�	 ��'6����	 �	 �4�	 ����7	 �	
�<?�����������>=	 ������	 %�����=	 7��	 ��	 ���>�	 �����������	
�����#��<�	�<����	%�������	��	�6����@	�	���'	������'=	���4�	
�������	%�	%���������>	�	���������>	%����	�4��	X����7�����	
%'<��7���	 ��'6����	 %�	 %���'	 �	 �����	 ²VVV	 ��4�=	 ��	 ������	
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���4����	 �����	 %����������	 ��	 ���6����	 �¶¯�	 %�������	
%���	��7'�4����=	<9��	'��	���6���	%��4��	��}~�]^q·�=	²V�»=	�@	®²�@	
è�����	�����	%�����=	7��	'	���	���	�������	�����������	4��	
��%�������	��>7��9�	��%����	:	�%�4������	������������	
�����=	�������	�¶¯�	�	��O����	7����9�	���4����	4��	7�������	
������������@	 ����6�	 �����	 ���%���4���9�	 �	 ��%������9�	
��	%���������	���'������	%���7�����	����'������	��X���;��	
�	 %�;�����	 �	 %�4��7�������	 ���%����������	 ���'4��������#
7�������	%�4%������@

�����9	<9��	%����4�����	�6����	%�	4��'	Â���Õ	2�4�7�����	
�6����	:	G��	�4��=	��	��%�������	:	4'���=	�	�	��4���4'����9�	
��'7���	 ��%�������	 :	 G��	 ���=	 ���<����	 �	 ���	 ��'7���=	 ���4�	
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����������	 4��'�����;�>=	 �9������=	 ��'�4���=	 ��4����������=	
'����4���=	 ��'?��������	 '����4����	 �	 ��4��=	 �	 �����	 �����	
���������������	 ��	 ����	 4�������@	 �����7�����	 ������;��	
�'��������	 %���	 ��	 ��7'�4����	 7������	 ��<����������	
%�4��������	 ��<��	 ���<'>	 ���������	 �	 �����	 �	 �9�����	 ;����	
��%���=	 �������	 �	 %����;�����	 %����������=	 %��%��������	
���'4�������9�	 �	 7����9�	 ��������=	 �	 �����	 �����������	
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4����;����9�	 %������7��Õ	 ����	 ��������	 �����	 :	 �	
������������	��	������	%�X����������9��	;���������@	3����	
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������"�	 &����
���� �	 ��������Ì	 �<�'�4���	
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'��������@	 [��'4�������9�	 ��'��?��	 4����9	 <9��	
���%������9��	�	������9��	��	���������	������	�<��������	
�	 �%9��Ë	 4����9	 ����������	 ���7������	 �9�����9�	 ���	
������4�;��	�	�6����Ë	4����9	<9��	��	������	�<O������9��=	
��	 �����	 ��<����=	 �������������9��	 �	 �����4������9��Ë	
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��������	 �<?��9	 ���	 %�����7�����	 %����4�����@	 ���'7�����	
��X���;��	<9��	��%���������	4��	%�4'��������	�<�'�4����	
��4�	 ��'4�����	 �	 �����	 <9��	 �����������	 %�	 ����������	
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�� �|@�4??[@ZQ;�ZQ_� z@8q4]4Z�[_#� {|Q=Z@=4�4ZZQ_�
�4ZZ@?]_8[#�Z@|8Q8[��][z[�[�8@|Q;[.	��X������������	
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�<��%�7��	 ��X���������	 ���������	 �	 %�;�����=	
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�	 4���	 Â���	 ��%���������	 ����	 ������	 4��	 %�4�������	
��������	�4���	�����9@

�� �|@Qz][=Z@?]�#� {|Q=Z@=4�4ZZQ_� �;Q^@|Q6{8[48� [�
X@�|@?@=4?]Z@?]�7.	 &%�;������9#%������	 �%���	
%�44�������	 �	 %�4������	 ��������'>	 %������'	 �����	
'7��4����=	 ���4�	 ���	 �7���>�=	 7��	 G��	 %�������	 �4��	
��	 �<?���������	 <����@	 ��	 ;���	 ��	 4�����	 �%��49����	
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4��	�9%�������	������	%�������	�6����	�%���<��������	
%�49�'	 4�����	 ���������	 �	 ����������'	 ����6���>	 �	
���'=	7��	4�����	<9��	�����	%�4'����9�	�	�<O������9�	
�6�����@
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�� �@�;7X4Z[4�]|4�@=QZ[��6Qz@ZQ#�{|Q=Z@=4�4ZZ@4��][<4?z[8[�
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%������7����	 %�	 ���������>	 ��%���4������	
��������4���� @

�� �]=4]?]=4ZZ@?]�� q4|4X� @��4?]=4ZZ>8� [Z]4|4?@8� =�
�4;@8#� {|Q=Z@=4�4ZZQ_� ?q@?@�Z@?]�7� z� |4Q^[|@=QZ[7� ZQ�
q|@�;48>�ZQ?4;4Z[_.	����	Â���	������	�<��������'>	��4�7'	
���4����	������������	4��	<������=	���4����	���9�	�<�7��	
����	 �	 ������4����	 ������ 	 �	 %��������	 ��������	
���������	�'?����'>?��	������@	I��	�����4��	%����9����	
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��������	�����=	<'4��	%�4��'������	%����7����	7�������	
<������	 �	 ���4����	 ���'4��������#7����9�	 %�������=	
���=	 ��%���=	 �¶¯�@	 
�;�=	 �%�6���9�	 ������=	 �	
��������	�����6�����=	7��	%��������	�'��������	%���	
��	��7'�4����	<9��	�%��4���	���������	G������7������	
�������=	 ��	 ��6�	 �4���;9	 �4�<���	 ���	 %��������	 �	
;����	 �����9	 �4����	 �<O����	 7������	 ��<����������	 ��	
4'���@

�� �X8[Z[?]|Q][=ZQ_� Z46Q=[?[8@?]�#� {|Q=Z@=4�4ZZQ_�
q@;[][<4?z[8� z@Z]|@;48� [� q@X@]<4]Z@?]�7.	 I����9	
�����9�	7���������	��	��%��9=	��4���9�	������=	��	4���	
4������7����	 %�4����4����	 ��4�;�������	 ��4������	
�X�9	 %�������	 �	 �X�9	 ���'4����������	 '%�������@	
������=	 �����	 ���4�������������	 �	 %����'	 ���������	
���'4��7�����=	 7��	 �������7��	 ��<�>4���>	 �]}�]�`�]�	
�²VV��¸	 ������������������	 ���4'	 %�����7������	 �	
�9<��9��	 4��������9��	 ��;���=	 4'<��������	 ����=	
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������4�%����������	 �	 ��4������	 �<����������=	 �	 ��	
�����	������7���� @

�� �@?{XQ|?]=4ZZQ_� ?;{��Q� zQz� q|[6=QZ[4#� {|Q=Z@=4�4ZZ@4�
QX8[Z[?]|Q][=Z>8[� [Z]4|4?Q8[.	 ������	 <9	 ��������	
��	 <9��	 <9	 �4���9	 �%�;��������#%�������	 �	 ��	 ��<���	
�<	 ��������	 ��������=	 ���������=	 ���	 �<?���������	
�������=	 ��	 %���4����	 �����	 4���	 �	 <>�����7������	
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���'	 �%�;������9#%������	 �<�?�����	 ��	 '���������=	
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�X�	 ���%����;��=	 '����4������	 �����9�	 �<?��	 �	
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�����7�����9�	 ����6����	 �	 �%���<�����	 '<��4����=	
%�4'�������'>	�4�����������9��	���9����@

�� �z@Z@8[_#� ���4z][=Z@?]�� [� X4�?]=4ZZ@?]�#� {|Q=Z@=4�
�4ZZ>4� ?q@?@�Z@?]�7� z� |4Q^[|@=QZ[7#� @]=4]?]=4Z�
Z@?]�7�[�|4q|464Z]Q][=Z@?]�7.	3	�����	�	4������������	
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�������	 ���4'	 ���'4�������9��	 �	 7����9��	 ����4���	
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��	 ����4�����	 ���%����	 �	 ��	 ���'4����	 ;���������	
%�X������������	 �	 ���'4���������	 ��'�<�=	 ��<�	 ��	
%����	 <9��	 ����������9	 4����������	 %�����������	
��4�7�Õ	 �¶¯�	 ��	 '7���������	 �	 �����4������	 �	 ������>=	
%���4���9�	������=	%�G���'	������	��	G���	��%��	�9	��	
�����@
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�	 �6�����	 3��������	 �'4�@	 3����=	 7��<9	 ��'4���9	 �����	 ��	
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'7���������	G���	4��=	�	;�����	%�<���9	�	4���49	�<���	�����@
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��%�����	 �	 ;���>	 ��4�������	 4�����'	 �	 ���=	 7��<9	 �<O�4�����	
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(p. xvi)

ã	 ����	 ����	 �����9�	 �<����	 ����������	 ��%��	 �'��������	
%���	 ��	 ��7'�4����=	 ���<��4������	 4������	 ���9�	 �<����	
���������	�	�	4'���	�%��9�	��%����=	�	����9��	%���4����	
�����	4���	��'4�����=	��'7�>?��	�4�������������	%���@

������;=	 ��������	 �����	 ���7����	 4��	 %��������	 ����=	 �����	
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��7�����	�4�����������	%'��	�	�%�����>	�	%����7���>	���6���	
�������;��	 %���4�����	 �������9�	 �����	 �	 4'���	 ����'���@	
��	 �����	 �;�����	 �����	 �<��'����	 ����6����	 ��9�	
�<����	 �	 4'���	 �<�������������@	 �����	 4���	 Â���	 �	 ¾»	 6�����	
<9��	 %����9	 ��	 ������4��������	 '����	 %���	 %�����������	
���9���� 	 7����'>	 ��<����������	 �	 ;����	 G������7������	
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11  Среди таких учреждений: Национальная ассамблея; Министерства сельского хозяй-
ства, экономики, образования и науки, информационного общества и управления, тру-
да и социальной политики, транспорта и коммуникаций; Генеральный секретариат 
Правительства по европейским делам и законодательству; Таможенное управление; 
Агентства по управлению и делам молодежи и спорту; Комиссии по предотвращению 
коррупции и защите прав по свободному доступу к общественной информации; муни-
ципалитеты Чентар, Горче-Петров, Гостивар, Жегуновче, Кичево, Куманово, Липково, 
Охрид, Струга, Тетово и Желино; город Скопье; Государственное статистическое управ-
ление; и Центр общественного здравоохранения в Тетово (Источник: МИОУ). 
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���%�����=	 �������9�	 �	 ���4�����	 ��4���	 I&I=	 �	
4��������9�	 �<���������	 �<�������=	 ������>?����	
�9%��������	G���	��4�7�@

®@	 ���<��4��9	 4�%���������9�	 '����4�?��	 '�������	
��	 �����9	 !ãIç	 :	 ���	 ��;����������	 ���4������	 :	
����������	6����=	����9�	4����9	<9��	�9%�����9	%����	
�4�<����	%����	4�������	%�	����6����������>@	

7. *'����4����	�	�<������	'7��4����	4����9	���?�����	
����	 %����;���	 �	 �<�����	 �������	 �<�7��	 �'���'9=	
�	 ������	 ������	 �����	 '4�����������	 %���<������	
���4��@	

8. !ãIç	4�����	%��96���	����4����������	���'4�������9�	
'7��4����	 ����������	 ���<��4������	 ���>7���	
���%�����=	 �������9�	 �	 ���4�����	 ��4���	 I&I	 �	
%�����	 4�������	 %�	 ����6����������>= �	 ����	 ��4��9�	
<>4���9. 

9. !ãIç	:	�	�����	���	��;����������	���4������	:	4�����	
%�4������	����9����	%�44���'	'7��4�����	�	%�;����	
���4����	��4���	I&I@

10. ���<��4���	 ���<�����	 �	 %�����	 �	 ���7��6��	 ����	
��;�������'>	%�;�4''	%��'7����	�<������	���9��	%�	
I&I	4��	%��'7����	�����	%�����������	I&I@
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11. 3	 %�4����?��	 %���4	 !ãIç	 4�����	 '4�����	 <����	
%���������	 ��������	 %�4������>	 ��4���	 I&I	 �	
�<��%�7���>	 %�44����	 ����X�;������9�	 �������#
����£����'�����	I&I@

12. ���<��4���	'����7���	7����	����X�;������9�	�����#
������£����'�����	I&I	�	�����@

13. ���4��	 '7�����	 ����X�;������9�	 �����������£
����'�����	 I&I	 4�����	 ��'���������	 �������	 �	
���4����	������	'%�������	��7������	�	�<?��	������9	
�;����	 �	 4�����������	 ���'4�������9�	 '7��4����	 �	
��������	���'4�������9�	'��'�@	

14. ���<��4���	������	���������	�	 �����	�	���=	7��<9	'7����	
%���<�����	 �	 �����������	 ���'4�������9�	 '7��4����@	
3	 G���	 �����=	 ���<��4���	 %������	 ����%������9�	
������	 ������;��	 ������=	 %�������'=	 �'4�	 %�	 ����'=	
%���<'>���	 4�%���������9�	 '����4�?��	 '�������	 �	
;���>	 ����6�����������	 %�;����	 ���4����	 ��4���	 �	
���'4�������9�	'7��4�����@	*��4��	������=	%����?���9�	
6��X�9�	 ����;���	 �	 ����6����	 '7��4����	 �	 �����#
������9�	�����'��?��=	�'�4�����	�	%�������@	

`Qz;7<4Z[_�[�|4z@84ZXQ�[[ 

*��'�����9	 4������	 �����4������	 %������>�	 �4�����	 �9��4=	
7��	 �	 �2*	 !���4����	 <9��	 ���4���	 '����7����	 %������	 �	
������';���������	������	4��	���4����	��4���	I&I@	!�4���	
I&I	 %���������	 ��	 ������	 '7��4�����	 ����9=	 �����	 <9�	
���4��	 ��;�������9�	 ����	 �����������£����'�����	
�	 %�����'>?��	 �%�;��������	 I&I	 �	 ;���>	 ��6�����	
���4����	��4���@	���	��	�����=	'�����	������	�	��4���	I&I	
�	 ��	 %����;�����9�	 %���'?������	 ��4�	 �9�6���	 '����4����	
�	 <���6������	 ���'4�������9�	 '7��4����	 %�#%�����'	
��4������7��@	

������	 �����	 %�7���=	 %�	 ��4����?��	 ���4����	 ��4���	
I&I	 <'4��	 �'?��������	 ��4����������	 '�'76�����	 �	 �X��	
���'4����������	'%�������	����9@	3	G���	�����=	���'4�������9�	
'7��4����	 4����9	 %�4������	 %�������	 ��4���	 �	 ��7�����	
��%�9�����	 %�;����=	 �	 ��	 �4������������	 ���%�����@	
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������	G����	���<��4���	�<��%�7���	<���6�	������������	4��	
�<����	�%9���	�	4'����	%�������������	I&I=	���	���	G��	<'4��	
�������9��4�9�	 4��	 ����	 �����@	 "��	 %�������	 %������������	
'�����=	���	��<�����	�%�4�����9�	�'4������=	�=	�����	�<����=	
4�<�����	<���6��	'�%����	%�	���4����	��4���@	
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&��������	 ��������	 �
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W=4X4Z[4�

I	 ���<��4������ ���4����	 X������#<�������	 ����4� 4��	
��������	����4� 4��������	�	4���������	;����	���'4����������	
'7��4���� �	 ���������� �	 '�����������	 ����������'>?���	
�����	 ��������4����	 �	 �������	 ���'4���������	 ��'�<9	
����������	'��	�	����4�9�	%�����������	������	��	%��������	
����������	 ���. �?�	 �	 �>�� 2015	 ��4� �	 &!ã	 %��������	
���<?����	 �	 ���=	 7�� ��%����	 �������������	 ���'4�������9�	
��'��?�� <'4��	��������	�� ����4�	�	�<��'. ���,	���<?�����=	7��	
�	²V�®	��4�	<'4��	���4���	�����	�������	�%���9	�'4�=	������	
1	<
���; ����
� �� ���
���� "��&��
�������� ��&?�� �	&�
�������	��
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<'4��	 %�����4�����	 ��	 ������	 X������#<�������	 6���92	 �	
�����������	��	����4�	��'��?���	�	4���������	��'������3. 

"��	 ���������	 ��	 �����	 �����4���9�= ���	 ��� ��������9������	
�	 %������� ������';�������9�	 �X��= ���������	 ���	
�����	��;��	#	�VV	�������9�	6���� =	������	<9��	�<O������ 
����4�����	*��%'<����	��������� 20 ��� 2015	��4�. &�<�������=	
��	��	��%���������9�	6����	��%�����9	��	����6����������� 
������9	 ���'4���������	 ��'�<9 *�, X����7���� ����7��=	 7��	
�%����	 �'4�	 ���'4�������9�	 ��'��?�� <'4��	 ��'?����������	
�	 �����������	 ��	 ��'������� 4�����������. ���	 G����	 ����� 
��'�����9 4�����������	 �'���	 �%�4�����=	 X�����������=	
�;�����	 �	 �4������9�	 �<����	 �������������@ ã	 �4���	 ��	
%���?�	 7���������	 %���4��	 ���'7���9�	 X������#<����9� 
����4	�;����	4���������. 

3	��7�����	%����7�����	������;��	��VV	6���� 	���'4�������9�	
����9	 �����������	 �<�������	 � �'76��	 ����9�	 %������� 
�	 �X��	 '%�������	 %��������. 3�4�	 �������	 ��	 ���<9�	
����'�	 4�����	 ��������	 �<�������=	 ���	 �	 ���������������	
%��������	 ����>���	 �����9��	 ���'4������	 �������;��=	
%'���	�	���'4���������=	%��'7�>?���	��%���'. "��	����7���=	
7��	 �	 ����6����	 ��������	 ��	 �<��9	 ���'�	 %���������	
����4����������9�	 ����4������	 �	 %������, ���>?����	
�	 ����'�������	 �����������	 \Â	 ����4���	 GXX��������	
�������;��. 

3	 G���	 ��������� ��%�����=	 7��	 ��������	 ä����' *�	 �I	
���'4���������	��'�<�	*��%'<����	���������  ���'4�������9�	
��'��?��	#	G��	���4����	*��%'<����	���������=	������>?��	
�	 '������������	 ������4����������	 *��%'<����	 ���������	
%��4��	 �%��7�����'>	 ��	 ��%'<����������	 ���	 �����9�	
<>4�����	 ��<�	 ��	 ��4���	 ��;����������	 <����	 *��%'<����	
���������	 ���'4�������'>	 4��������	 �	 ���'4���������	
�����	 �	 ��'?������>?��	 4��������9�	 %������7��	 �	 ;����	

2 Õ���
��-�������� Ç��� 
���
������� ��� ���?����� �� &
�����J ��%��� �# 
����&���% ������ Ä���
��: [i] &�
������� ���
&������; [ii] ���������������; [iii] 
�����������������	�	
�����; [iv] ����	
�����; [v] &
�����	����������%	#�����; [vi] 
&
�����	�������; [vii] ���?�����	
�����; [viii] �����������	�
��������%	
�Ç����	
���	�
"���#����. 
3 V[[{Z'¥¥[q}��X}q~Z���¥{�X�_[q»�X}_}�q¥�_�{�_[_¦�_�_VZ[_}Z�XV¦�|ZZ�\³_Z�VXV¦¼½¾«¦�|]_¦
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������;��	 ��4�7	 �	 X'��;��	 ���'4�����. ������	 �%�4������ 
4�������'��=	 7��	 �	 G���	 X���	 ����������6����	 '7����'>�	
4��	 �����9¸	 �<�����	 :	 �<���4�����=	 ����	 X����	 ������4����	
%�4����������	�<�7��	���9 ��	�����9	�<������	�	��������	
�<���4�����=	�%�4�����9� �<O��	%������7��	�	��4�7,	����9�	
�����������	 ��	 �<������ (�%�4����	 X������ 4��������	
���'4����������	 ��'��?���), �	 ���7��	 4�����	 4��������	
�	 ��'����� ��	 4�����������	 �����	 <9��	 ������	 %�	 �4' 
�%�4�����9�	X������.

å���	4��	��4�, �	�>�� 2017	��4�, �	��4�	<�X����	�	%�����������	
<9��	 ���<?���	 �	 ���4���� �����	 ������9	 �%����	 �'4�	
�����'��?��,	������	<'4��	��������	��	4�'�	7�����: %���������	
�	 %��������4. 3	 G���	 ���������=	 %���������	 7����	 ���<�����	
%���9	 <'4��	 �����9������	 ��	 ��%�4������	 4���������	 ��	
������ X������#<�������	6���9, �@�@	'�����	�%���9	4�������� 
<'4��	 ��������	 ��	 ����=	 �����	 ����4	 ��������	 �	 4���������	
�������7�����	;����	���'4����������	�����. 

I��'7�����	�	��4�	<�X����	���������	%�4��'������	�����9� 
������	 	 �<��9, %�4�������	 ��	 4��	 ��4�	 ���'4�������9��	
�������. "��	 �<���	 �����	 ������	 ���7����,	 %�������'	
4���	 ���������	 %�����	 ��	 '%��������	 %��%������9�	
���������	 ���'�;��=	 �	 ����������	 � %����7����� ������;��	
%�����7�����	 %�����9= �<O��������	 ����4�����	
*��%'<����	�	���<��4������ ����6����������	'%�����7�����	
��'� ���'4�����	�	���'4�������9�	������. I��	%�4��'������	
���4����	��������9�	����'������ ����4������ �	%��;�%��	
��%���������	 '%������� �	 ���'4���������	 ������, 
����%����9� �	��������	����������#²V�V . 

�|Qz][<4?zQ_��4ZZ@?]� @�4Zz[�X@;�Z@?]4�

I;����	 4���������	 %�������� �������;��� �%�����������	
���>	��'��''=	%�������	��4������	4���������, �X��������	
���9�	 ���	 �	 '%��4����	 '�����6��	 ���� ���7����, '��7����	
��������������� �	 ����������� X'��;�������9� ��'��'�9�	
%�4��4������, �	 ����� ��%�4�����	 ���9	 ��������������� 
���4'	'����4�������. ����	����, ��	������	�;����	4���������	

4  V[[{Z'¥¥[q}��X}q~Z���¥�_�_�VZ[_}»}q~Z¥�_�{�_[\¦�_�_VZ[_}Z�XV¦�|ZZ�\³_Z�VXV¦x|�\[¦
uvelichit-50-322699/ 
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�������;�� �����	 GXX�������	 '%������	 %�;�����	 ����#
����	 ����	 �	 �������	 ���'4�����, �	 �����	 �X�������� 
����'�����%���<�'>	�	�%���4���'>	������' ��������4����, 
'7��9��>?'>	��������9�	���4��;��	9���	���<���9�	%���.  

3	 ;����	 ��4�7��	 �;���� 4��������� ��������	 '�'76���� 
��'������� �<��9, ���	 ��4����9�	 ��%���������=	 ���	 �	
��'��'�9�	 %�4��4������ �	 �������;��	 �	 ;����. �'����	
�������, ��'�����9	�;���� 4��������� ���'�	�����	���7�����#
�9�	 %����4�����	 4�� �������;��	 �	 ��	 �<�������. I��	 �����	
%������ �	����������	�	�������;������	��'��'� �	<�����#
%�;����� ���	 ��%��������	 �'���'� �	 �%���<��������	
'����7���>	���	�������> ���X���������	��'��	�������;��. 
I��	 �����	 �����	 %������	 �	 ���������� � �������	
����������	�	�%���9	�'4�, �	����� ���%���	�����7������� �	
'4�������������� �<�������	 '��������	�'4�. ������	 G����	
��	��'�������	�����	����� ����?����	7����������	%�������. 
å��	 ������	 �����, ���	 �<��%�7�����	 '����4����	 �������;��	
����9��	4��	'%�������	4���9��	�	��%�4������	%������7��	
� 4������	�'?����'>?��	4���������.

I4��	 ��	 ���<����	 �7���4�9�	 ��'������� �;����	 4��������� 
#	 ���4����	 ������9	 ��������4����, %���������	 �	 ���4���>	
;�������	�	����7���	��'������	����	�������;��. I%�4������ 
����7����	 ��'������ 	 �����	 %��������	 '���������	 4�� ���4��	
4��������	 ����	 ��>7��9�	 %���������	 GXX���������� (KPIs). 
I;����	4���������	�����	���4���	�����'	4�� %����4�	�	�������	
��%���9	�'4�, %������>?�� 4�XX���;������	����	���<����	
��	 ������ ��'�������	 �<��9	 ���'4�������9�	 ��'��?�� �	 ��	
����4� �	4���������	%���������9�	��4�7, �	��	�	 �����������	��	
�����	�<��9	�	��������	����������	4��������.5

!�����	 \Â	 �%�;������9	 ����7�>�=	 7�� �;����	 4���������	
��������	 ��	 %����	 ����'������	 �;����	 ����	 4���������	
��	 ������	 �����#��<�	 ����4������, �	 ��������	 %���X����, 
�����9��>?��	��>	�������;�>=	�	������	���	��%����'����=	��	
������	�������	��� �������9�	%�;���9	'%�������	�>4��� �	
����������	�������;��@ 3	;����, �;����	4���������	%��������	
��4���	�����	GXX���������	������� �������;��	�	%��96����	

5 V[[{Z'¥¥[q}��X}q~Z���¥�_�_�VZ[_}»}q~Z¥�_�{�_[\¦�_�_VZ[_}Z�XV¦�|ZZ�\³_Z�VXV¦x|�\[¦
uvelichit-50-322699/ 
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%�����4����������	 �'4�	 ��	 ������	 %���7����	 %�������� 
�������#4�����9�  ����6����	�<������	�	�������;��. 

3	 ���<����	 �<?��	 ��4�	 �;����	 4���������	 :	 G��	
����������������9�	 %�;���	 ����7������	 �	 �%���4������	
�������� 4��������� ���4'	��<��	��	������ %�4�%�4�������	
6���9 4��	 �<����7����	 �������������	 ;�������	 4���������	
4��	 �������;��. "��	 �<O��������	 ���=	 7�� 4�������� ����4�	
������9	 �	 �>4���	 �	 ��	 %���4�����, %�G���'	 ��'7��	 �������	
��������	4�������� �	�<���>����	(�.�@ <�������������� �	4'���	
4���������� ���	�	�������������	�9������ (�@�@	%�	����6���>	
�	 4'���	 4����������	 %����7����	 ����������. ���	 ��	 �����, 
%�	 %���?�	 GXX��������� ����4� �;���� 4��������� �����	
4�����	 �'�4����	 �	 ����4� 4�������� %�	 ����6���>	 �	 4'��� 
(����7�>?����	��	���� 4��������� �	���	��	�������;��. 

�?q@;�6@=QZ[4�84]@X@;@^[��@�4Zz[�X@;�Z@?]4��=�8[|4 

���<��4���	 ��������=	 7�� ����4������	 �;����	 4��������� 
�	 ������9	 �%���9	 �'4�=	 ��������9�	 �� ���4��, 6����	
%���������	 ��	 ����	 ���,	 �	 ���	 7����	 �	 ���'4���������	
������=	��%���=	�	&+�, &����%'�	�	$��;��. &%����	�����	
����	 �<6���. ��	 G���=	 �	 ;����,	 ������	 ���'4�������9�	
'7��4����, �	����� �������;��	��������'4����������	������ 
�	�������7�����	�������;��, '7����'>?��	�	���4'���4��� 
4�����������= ��%����'>�	 X������#<�����'>	 ������' 4��	
�;����	 4���������. ��%���, �������	 ���4��	 ��%����'����	
�	 ���'4���������	 ��'�<� 	 3�����<������ �	 �������	 ��	
2 '�����	 4���������: �9����%���������9�	 4��������	
%�����7������ �������,	 ���4�?��	 ���9�'> ��'��''	
���4��, �	 �4�����������9�	 4��������= ����>?����	 7����>	
���9���	������9	���4��@	ä��9���	��'��'�	���4�� ���>7���	
�	��<�	4��	%�4��4������: �<?��	%�4��4������, %���������	�	
'�����	�<?���	��%'��, �	�%�;�������������	%�4��4������, 
%���������	 �	 '�����	 �%�;��������������	 ��%'��®. 
�������7�9�	 �<����	 �	 [������ ����	 ���'4�������9�	
��'��?�� %����������� �%�4�����9�	���4 ��	������	������9	
���4����, �	 ������	 %������9	 <����9�	 ����49	 �<�������. 3	
;����, �'?����'��	 4��	 �������� 4���������: ���'4�������9�	
��'��?��	�	<>4����9�	�<������. 3	������	������ ("������, 
6  V`{Z://www.gov.uk/government/organisations/cabinet-|��q 
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�����	 �	 
����) 4�����'>?��	 �������	 ���4�� �%�4�����	
���7����	���<���9�	%��� ���'4�������9�	��'��?��. 

\4]@X@;@^[[�[�[Z?]|{84Z]>�X;_�@�4Zz[�X@;�Z@?]4� 

��	 ����4��6���	 4���	 �	 ���	 �'?����'>�	 4��	 ������9�	
�<?�%������9�	 '���������9�	 ������9 X�������	 �;����	
4���������. I4��	 ��	 ���	 <9��	 ���<����� ���<������	
���4'���4���	��������������	���%����� Hay Group7. 3����	
��������	 ���<�����	 Mercer, �����	 ����>?����	 �����������	
���4'���4���	 ���%�����=	 �%�;������'>?���� �	 4�����	
�<�����. I<�	 ���%����	 ������>�	 ��4�'>?��	 %���;��	 �	
�X��	 �;����	 4��������� �	 ����>���	 %�X����������9��	
����'��������� �	 �X��	 '%�������	 �	 �������	 7�����7�����	
��'���. �����	 4������7��	 6����	 ��%��������	 �������=	
���<������� Towers Watson. ���4��	 	 �V#��ß	 �������;��	 �	
���	 %����'>���	 ����4��	 �;���� 4���������	 ��	 Hay Group. 
��4��4	Mercer ��%����'���� 20-25% �������;��	�	���=	Towers 
Watson - 15-20%. !����	 �Vß	 ��%����'>�	 ��9�	 ������9	 �;����	
4���������, ���	���	���7�	%������	��	��	������9�	����4������. 

������� 1:
Ð�����#������	��������"��	����� ���?������ (�	�
������%)

���	 '��	 '%���������, X������#<�����9�	 6���9 �;����	
4��������� Hay Group ��������	���<����	6����	��%����'��9� 
����4�� �;����	��	����	���. ����9�	����4	��%����'����	�	<���� 

7 =���� Hay Group 
�#
������	 ���
������ ���&������ Æ���
� !. Ö�� � ���� 
1940-% "����. ��#
��������� �� ��
��$���	Ä���
��-�������� Ç��� ���
��� ���� 
�
�������	�
�	����� 450 &�
�����$���%	���?������ � ������� General Foods Cor-
poration. =����	���	����
������ � 1962 "��&	�����������	Edward N. Hay	�	Associates, 
���
��	��
�Ç��	����
���	�
���	�����	���
��	����
�	������. 
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7��	�	5 000 7����9�	�	���'4�������9�	�������;�� 4��	�;���� 
����	��%��	�	'����� �<�7��	����8. 

å��	 ��	 �����	 X������#<�����9� ����4	 �;����	 Hay Group 4��	
��������	����4� 4��������	�	4���������	�������7�����	;����	
�������;��? ��%���'	�����= G���	����4	%�4��'������ %�;���	
�%�4������	����4�	4�������� �	4��������� ;���� �������;��	
%���4�����	�;����	4��������. ��	����	G��	�������� 4���������	
���4'	 ��<��	 �	 ;����	 �%�4������ �������������	 ;������� 
4��������	 4��	 �������;�� ��	 ��������� �%�4�����9�	
X������	 �;����, ��%���= ���������	 �6���9�	 ��%����, 
���<�4�	 4�������, '�����	 ���������������	 �	 �@4@ "��	 X����9 
����>��� %��������= ��%����'��9��	�	��7�����	�������	4��	
�;���� 4���������=	 ����9�	 �	 ���>	 �7��4�	 �<O�4���>���	 4��	
%��������	X������#<�����9�	6���. 

I�����9�	 �<�7��	 ����'������	 %�	 �;����	 4���������	
����>��� X������#<�����9�	 6���9, ����9�	 ����'>���	
%�4�������7�9��	��<��;��� Hay Group. !���4������	%�������� 
��%�������� ����7�9�	4�������� ��'��	�£���	���	�������;��	
� ��%�����������	 ����4������	 ��<�� �������. ������	
��������	����>���: 

ä�����	 �	 '����� (Know how): �����'%����� ���� 
����������'>?��	������, ���9���	�	�%9�, ���<��4��9�	4��	
�9%�������	 4��������9�	 �<����������	 ��	 %��������	
'����.

*�6����	 ��%����	 �¿^��}~�	 µ�}_����: '�����	 �	 %��4� 
�96�����=	 ���<��4�����	 �	 4��������	 4��	 �������, 
���'�4����=	 �;����, ���4����	 �6����=	 X���������	
��%����	 �	 ����>7����	 �9��4��. ������	 �*�6����	
��%����  ��'���	 4��	 �������� ������������� �9���#
��������	 %�;����= �	 ��4�	 �������	 ä�����	 �	 '�����	
��%����'>���	4��	�9�������	�	�6����	��%����=	���'�;��	
�	��4�7=	����9�	���'�	<9��	�������'��@	

8 5	������������%	Å������
������"�	������&��	��
������	�	
�#�����	*Chartered In-
stitute of Personnel and Development3	����$�����J	$�� 78% �
"���#���� �	�����������	
Â�
��������	 ������#&�� ����� Hay Group. Î����"�$��� ������������	 Towers Perrin 
���#���J $�� 75% 
&���% �
"���#����	$�����"�	����
�	� Ó�
���	������#&�� ����& 
Hay Group. ��������	������ ��"&�	����	���&$���	�	��	��
���� ����
���	Î��
��. 
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I�������������� (Accountability): ������� ���%��� �����#
����������	 4��������	 ��	 4�������	 �	 ��	 %����4�����. I�	
�������	 ���4�������	 4��������	 ��	 ����7�9� ��'�����9	
4�����������	�������;��. 

ä��7����	 G���	 %������� ���	 X������ �����������	 �	
�%�4�����9�� 7�����9��	 ���7������. ���4��	 4��������	
%�����������	�'������	���7����	�	������������	�	����4�������, 
7��	 %�������� �%�4�����	 �����������9�	 ��� 4��������	 �	
�����������	��	����7�����	%��'7���9�	<����� (���#%'�����). 

3	 ����7��	 ��	 \]|	 ¤^���= �������	 �;����	 4��������� IPE9 
���%����	 Æ~^�~^	 <9��	 ���<�����	 �	 ���9�	 '�������, ���4�	
������;��	 �	 ����'����;��	 �����	 ����� <���6'>	 ���	 �	
<������. $����7����	 ����4��������	 ���%���� ��7���	 ���4���	
G�'	 ������'	 '�� � 1970-�	 ��4��. ��4��4	 � �;����	 4��������� �	
�����	������9	�¿À	��	������	����	� ����4������� Hay Group. 3	
������������	� G���	%�4��4�� ���4��' ���%�����'	4����������	
%����������� �%�4�������	 7����	 <����� ��	 ������	 X������#
<�������	 ����;9. ä����	 ��	 ������	 ��%����������	 ��'�������	
%�	 ����	 X������ �%�4������� 7�������	 ���������	 ����� ), 
%���������9�	 ���4��	 4��������. ���	 %�����=	 4��������	
�;���������	%�	���4'>?��	%���	�������: 

3������	 ����]�{�: �%�4�������	 ����4�	 ��	 �����	
�������;�� (%������	��	��������	��������� %�;�����	
���4����	 4�<��������	 ���������=	 �9'7�'	 �	 7����	
���'4������=	%��49	�������	�X��������=	�%��������=	
�����7�����=	�������7�����=	������������	�	���%���	����4�	
�	<�����#��'�����9	�������;��@	

����'����;�� (communication): �;�����>���	 �	 ��7��	
�����	��	���������	�%��4�7�	��X���;��=	�4�%��;��	�	
�<���=	 �������=	 %������9=	 �������7�����	 %������9�=	
��49	 ���'������	 �	 ���6����	 �	 ���X���������	 ��<?��	 �	
��4���4'����9�	������9�.

ã�����;�� (innovation): G���	 X����	 �;���������	 �	
4�'�	 ��%�����	 :	 ������;����9�	 %����;���	 4��������	
(�����������	 ����6����������	 %�;���9=	 '��'��	 ���	
%�4'��9) �	���������	��49	���������. 

9  International Position Evaluation.
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ä����� (knowledge): �;�����>���	 %�	 6����	 �	 ��'<���, 
���6��<'	������	��������9�=	���������9�=	���<����9��	�	
'%�����7�����	���'���	�7���	�'%%9	��� ��	'����4�����	
�	�@%.)

*���� (risk): �;���������	 ���%���	 %�4����������	 ���'4#
����	 ��	 G���	 4��������	 X���7�����'	 ���	 %����7�����'	
���'=	 ���'	 %����	 �'4��%���<�����	 %�	 ��<�>4����	
����	%����	�	�������	<���%�������. 

[��<������	 �������	 ���4���� (GGS), ���<������� Towers      
Watson, ��������	 �?�	 �4���	 ����4��=	 ������	 �	 ����4��� X��#
����#<�������	�;���� Hay Group � Mercer. ���	��	�����,	�	������	
G��� ����4������	 �����	 %��;�%9=	 ����7�9�	 ��	 ����4������	
Hay Group. ����	 ����4 Hay %�4��'������	 X������#<�����'>	
�;���'	 4���������, %������>?'>	 ���������	 4��������	 %�	
%��'7���9�	������ , ��	����4 GGS 4���	�����������	���������	
4��������	��%��'> <��	�������� �<��9	�	����4�	4�������� 
�	4���������	�������7�����	��'������� �������;��. &�������	
����4' 4��������	%���;����'����	�	����	���4��,	������?��	
�� 25 ��'%���� (���4��). "���	 %�4��4	 ���>7���	 ��	 G��%�:                     
[a] �%�4������	 ���4�	 ���%����; [b] ��������� 4���������	 �	
��������; [c] �%�4������	���4�	4��������. 

!���4	 �;����	 4��������� ��	 Towers Watson %�4��������	
��<�� '%�?���'>	 ���������������'>	 ������', ������	
%��������	 %��'7���	 ��'�����9 %���4�����	 %��������	
�%�;��������������	%���������	�<��%�7����. �����	�6����	
�����	<9��	�������9�	�	;������<���9�	�	���	��'7���= ���4�: 
[a] �������;�� �����	 ����4����������9�	 <�����#%�;���9; 
[b] �������;������	��'��'�	�	���	4���������	'�����6����; 
[c] �������;�� ��	 ����4����	 �	 ���������	 �����������	 ����	 � 
[d] ��	 %����'�� �����#��<� ����X���;����9�	 %�;�4'9. 
��	 G���	 �������;��	 �	 ��	 ��	 ����	 ��<'����	 ���������� 
4��������� 4�� �������7������	 �<��� �	 �������� �	 4���9�� 
%�	 %��<��4�>?��	 '����� ���<���9�	 %���	 ��	 9���. 
�'����	 �������, G���	 ����4 %�4��������	 ��<��	 '%�?���9� 
����'�������	�ÈÓ	����4���	(%�	���%����;���	�	�9%�����) 
�	���<������	���%����. 
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�������	 ��	 ��������	 %������9	 ����������=	 �	 ����� ;���	
�	 ��4�7�	 ��;�������9�	 ���%����	 %�	 ��������'	 ���', 4���9�	
����'����	��	���'����	4�� ��%����������	� ����������10. 

��4ZzQ�X@;�Z@?]4��=�9Q6Q}?]QZ4 

3	�����	������	�3����4	�	<'4'?��¸	��4�����;��	�<?����������	
�������� 11 ����4���	 �@�@	 ����<���	 ����7���=	 7�� �… 
����4��	 ��;��	 �����	 6���	 ��	 '�%��=	 ������	 �������	 ���>	
����'�����%���<�����@. "��	����7���=	%��4�	�����=	�%���<�����	
%�4������	 ��	 ���������9�	 �	 ���<����9�	 9����	 ��7�����	
�'4�����	 ��'��. I��<�������	 �����6����	 4��	 �	 ���=	
7��	 ������	 ����'�����%���<�����	 7�������=	 �	 ��	 ����7��	
��������9�	��'���=	����������	X������	'�%���	��;��»12. 

3	 4���9�	 '�������	 �;����	 4���������	 ���	 ����'����	 ��	
��'�<�	 ����4������	 %�	 '%������>	 7�����7������	 ��'����	
%��<�����	%�%'�������	�	����������, %�������'	'����4�����	
�������;��	 %�����>�	 ���7������	 ��������9�	 ����4��	
'%�������	 7�����7������	 ��'���� 4��	 �<��%�7����	
GXX���������	 �	 4����������� X'��;����������	 �����	
�������;��. !�����	 \Â	 ����4��9	 ���������>�	 �;���'	
4���������	�	��7�����	4������7����	�������;�������	�������� 
4��	%��96����	GXX����������	�������;��. 

�9��6���	 ���'�;��	 ����7�����	 ��	 ��4������	 %�6����, ���4� 
�	 ���'	 �%�4�����9� �����7�����	 '������	 ��4�;�����	
���'4�������9�	 �%%��� ��	 �������	 ����	 &�[	 �7������	
��%����������	 ���'4���������	 ��6����, 4��	 ������	
���4���� ������;����9�	 ����4�� �	 %�4��4�� %�4��������	
���7������9�	 ���������. &���4��, ���	 ��	 �����=	 ���<��4���	
��������=	 7�� �������������	 7��������	 ����>���	 �������	 �	
<'4'?��	�	%����%����	���4�>�	������;����9�	����49 �	������'	
����4������ ���'4�������9�	������, %������	��	��������, �	

10 =�������"�� Hay Group Ç�
�� ������#&���� � Â�#�%����� � 
�#��$��% ��
����% 
�������, ���$��	���� 
&���� ������������	�������	�	Õ��� �����������"� 
���"����������	 Ë���
&-Â�#���ÌJ	 � ��?� 
�#��$���	 �
"���#����	 Ä��������¦
������$���"�, �������"�	�	�
���Ç�����"�		����
��. =���� ����� ���?������ 
��	Mercer �� ��Ç��	Ç�
��"�	�
��������	�	Â�#�%�����J ������	�	�
&"�%	��
���%	�!�. 
11 V`{://www.akorda.kz/ru/events/akorda»news/press»conferences/statya-glavy-gosudarst-
va-vzglyad-v-budushchee-modernizaciya-obshchestvennogo-soznaniya 
12	���	?��
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��	��	����, '�������9�	G��������#�����X�7����� ���<�������	
���������� �	���	%������9	%�	%���;���������>	��	������	
����. 

�����	 �<����,	 �7���4��=	 7��	 '����4����	 ����9 '4�����	
���	 <���6��	 ��������	 ���4���>	 %��4��9�	 '%�����7�����	
����������, �	 7��������	 �	 �X��	 '%�������	 �	 �������	
7�����7������	 ��%�����. "��	 �����	 %������	 ���6��	 �������	
�� %�44������	 G������7������	 ����	 �	 '����7�����	 �������	
���'4�����	�	;����. 

ã	 %����4���=	 ��	 ��	 �����	 ����9�	 ����>7�����	 %�	 ������� 
���'?��	���4��;�� �	'%�������	�	�������	7�����7�����	��'#
��� �	���������� ��������	��,	7�� ���4����	�����	������;����9�	
����4�� ���	 �;����	 4���������	 �	 ���4����	 �����	 ������9	
�%���9	 �'4� �	 ���'4���������	 ������ %�4��������	 ��<��	
���7������9�	 %����� �	 �������	 ������9	 ���'4���������	
��'�<9	�	�����. 

�[�;[@^|Q�[_�

����<���	 �@�@	 ²V�Ä@	 �3����4	 �	 <'4'?��¸	 ��4�����;��	
�<?����������	�������� @	

�����	��;��	:	�VV	�������9�	6���� =	�������	����4����	
*��%'<����	���������	(20.05.2015).
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